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The current project aimed to both share the existing broad and diverse
experience of the 5 partners involved; Autonomia Foundation, Fundacion
Secretariado Gitano, Asociata “Caritas - Asistenta Sociala” Filiala Organi-
zatiei Carita Alba lulia, Trust for Social Achievement

Foundation and Arete Youth Foundation, and ex-

plore new methods and approaches to sup-
port equal access to quality education and
employment for disadvantaged youth in 4
European countries Spain, Hungary, Ro-
mania and Bulgaria. The transnational
knowledge exchange and joint devel-
opment of new methodologies, guides
and policy recommendations at a Euro-
pean level have therefore been strong
aspects of our work together.

The target group of the project was
economically disadvantaged youth with-
in the 15-29 age range, among them
a high proportion of Roma, as their pres-
ence among disadvantaged youth is very
high in these countries. Disadvantaged youth
face multiple problems in accessing education
and quality employment, due to a shortage of skills,
low levels of vocational education in the partnering

countries, a lack of access to marketable professions, high drop-out rates,
restricted geographical mobility, and low levels of motivation and self-esteem,
among other factors.

The aim of the project was to increase the educational level and employ-
ability of participants through career orientation, motivation, soft and hard
skills training, personality development, channeling early drop-outs back
into education, mentoring, mobility support, facilitating employment place-
ments and extending work placements with employers.

For further information on the project concept,
please visit earningbylearning.eu.


https://earningbylearning.eu/

The current document reflects our experience with different and innovative
methodologies we implemented over the course of the project.

Chapter 1 focuses on different instruments to develop the soft skills of young
people. Chapter 2 describes various career orientation tools as well as prac-
tical labour market training concepts, while Chapter 3 introduces training
methods for teachers and human resource professionals. Each methodology
provides a description of the particular target group it addresses, the prob-
lem targeted, the aim and details of the activity, the resources and imple-
menters necessary, as well as a short summary of the results achieved.

The purpose of the methodology review is to transfer the knowledge we have
gained in the most illustrative and useful way, and thus contribute to the suc-
cess of future efforts directed at disadvantaged youth and all stakeholders
involved in their path towards economic independence.




The lack of or poor soft skills is one of the main concerns associated with
youth unemployment. This is especially true for disadvantaged youth who
are socially and economically vulnerable, due to low educational achieve-
ment, school drop-out, ethnicity, and lack of proper support from the fam-
ily or school. These young people are less competitive in terms of qualifica-
tions, education, social image, and social capital.

Although in recent years we have witnessed a shift from the conservative
understanding of professions, skills, and qualifications, the education sys-
tem is still rather traditional. Schools, especially those with an overwhelm-
ing majority of students from ethnic minorities and/or students who are
in some ways in a disadvantaged position compared to their peers, are
still resistant to integrating non-formal educational methods and focus on
theory and knowledge. In vocational education, the emphasis is on the de-
velopment of hard skills, while functional literacy and soft skills are left
behind. Thus, many youths aged 15+ are unprepared for life realities and
the world of work.

Another aspect is that disadvantaged youth, even those who have complet-
ed secondary education face serious challenges finding employment. This
includes a lack of labour market and job-seeking information and experi-
ence, as well as a mismatch between the competences, social behaviours,
expectations and labour market realities.

The deficiency in qualifications combined with low-level education often
pushes young disadvantaged people to the periphery of the labour market.
It is even more disturbing that even those who have completed secondary
education often do not have the social and transferable skills and com-
petences that were supposed to be formed at school and are demanded
by employers. Many, upon graduation, start in low-qualified, low-paid jobs
that usually do not correspond to their vocational education, and become
seasonal work migrants or long-term unemployed. This is partly due to a
lack of information on the labour market and work opportunities, and a
lack of skills to promote themselves in a proper way to find better jobs and
then to keep those jobs. As a result, they have low self-esteem and rarely
pursue any opportunities to improve their social and economic status.

Communication, teamwork, confidence building, applying for a first job, job
readiness backed up with skills and competences are all soft skills that have



become increasingly required in recent years. So, it is critical to cultivate
these skills, most preferably in the years of transition from school to em-
ployment, as employers nowadays increasingly seek young people who are
flexible, adaptable, proactive, creative and collaborative. It is therefore of
utmost importance how we educate young people and prepare them for
the labour market.

Caritas implemented a series of soft skill development sessions that aimed at
reaching out and engaging students in the program as well as preliminary skill
development that can be advanced within the framework of mentoring and
other forms of training.

The insecurity, social distance and lack of commitment make it difficult for
disadvantaged youth to accept and participate in activities that are aimed at
their development. Training implemented within the framework of school
classes facilitates recognition of the benefits of such a program. Soft skills,
such as control, cooperation, communication, and conflict management are
developed while strengthening awareness of one’s needs and strengths. At
the end of the training, there is an opportunity to do more in-depth, individual
development activities with the mentors.

The method is applicable to participants above the age of 14. The method
has been implemented within the school framework for vocational school
students, however, it can also be used in extracurricular activities outside
school, in workshops, camps, or in children’s homes.

The method is comprised of the following elements:

Meeting 1: getting to know each other, establishing cooperation between the
mentor and the students, and setting up the framework.

Meeting 2: personal traits - how do | think about myself - how | see myself
- my feelings towards myself and towards work - developing emotional
intelligence - recognising emotions, and controlling them.



Meeting 3: Communication skills - speaking skills, listening to others, the
skills of giving and understanding instructions and the ability to adapt com-
munication depending on the situation and the audience.

Meeting 4: Teamwork - working together, and cooperation in a team.

Meeting 5: Conflict management, problem-solving, identifying problems, de-
veloping and evaluating alternative solutions, assessing possible benefits/
advantages and risks.

Meeting 6: Plans for the future, goals, setting action points to achieve goals,
what do | have to do to realise them? Closing of the training and a summary
of the process.

The meetings have a uniform structure. They start with an introductory
phase, to set the rules, get to know each other, and raise the group’s inter-
est in the topic of the meeting. It is followed by a brainstorming activity to
attune the participants to the topic, develop interest, and the ability to form
opinions, critical thinking, etc. The actual processing of the topic is usually
done by a didactic game. The event is closed by a short evaluation exercise
where group members have the opportunity to express their feelings and
experiences they had during the game/exercise and then a final closing,
emotional circle, to end the activity both cognitively and emotionally

The soft skill training can be implemented by teachers as complementary
activities in schools or by outside trainers. The trainers should have a mini-
mum of 1 year of professional experience in teaching and some experiential
education experience.

The sessions should be completed in a minimum of 2 and maximum 4 months.

Basic office consumables and specific tools defined by the trainers (cards,
scarfs, etc.) are required.

The training was implemented within the framework of school classes. No
school teacher was present in the activity; thus the students were more
open and more cooperative. About a quarter of participants enrolled in
further mentoring as a result of these activities.

Participants gained experience through the processed skills work, they could
try out different situations, exercises and they became willing to experience
similar development activities in their future mentoring, which could subse-
qguently focus more on individual needs, desires, possibilities and existing hard
and soft skills.



Participants of the project often had weak communication skills. Learning to
communicate assertively as well as the ability to express opinions, concerns
and ideas is necessary in many areas of life and can be an essential aspect
in the education and work environment. They are therefore necessary for
educational success and also for future job success.

An innovative approach was applied by FSG, in an activity that targeted, on
the one hand, the development of communication skills, critical thinking, and
leadership skills of the participants and on the other hand aimed at positively
modifying the stereotypical image of Roma in the media.

The method targets both the relatively weak communication skills of the par-
ticipants and the fight against prejudices and stereotypes (anti-gypsyism),
as well as promoting a positive and diverse social image of the Roma com-
munity in the media. Participants of the project can be role models for other
similarly disadvantaged people, therefore disseminating their positive expe-
riences can generate a strong added value.

It is important that the need came from a group of youngsters, from the
need to have Roma voices heard in various spaces and especially in the me-
dia. It arose from a reflection process of the Roma themselves, a process
led by FSG professionals but in which the youngsters participated from the
beginning and were at the core of the action during the entire process.

The beneficiaries and the participants of this action are the Roma students of
the project, over the age of 16, pursuing post-compulsory studies at different
levels (vocational education, high school, university).

Five participants were selected based on their competencies, needs and mo-
tivation through individual interviews conducted.

The main training took place in the studio of a local community radio station.
Participants recorded a podcast in which they talk about their personal ex-
perience in the field of education, including their challenges, problems and
expectations. Once the group of participants has been selected, a meeting
was held to plan some of the content of their podcast and establish the ob-
jectives that we wanted to achieve as a group. Special emphasis was put on
promoting the naturalness and validity of their testimonies.



The next step was a workshop in the studio with a communication expert
explaining how the radio works and sharing different techniques to express
opinions assertively and passionately. This was followed by the recording of
the podcasts. Once the workshop was done, we jointly evaluated the soft skill
development activity.

Two types of experts are needed for this activity:

+ The educational counsellor or facilitator who plans the activity and
supports the participants in the execution and evaluation phase. This
professional knows the local context and has a trusting relationship
with the participants.

* A communication expert in charge of the workshop, who is familiar
with the project objectives and the profile of the participants. He/she
is experienced in personal communication, in training, coaching and
motivating young people.

Participants developed their social skills, self-esteem, self-confidence and
motivation as well as the awareness of their training and employment
needs along with short and medium-term goals.

Autonomia Foundation designed an approach that employs art-based
methods and embeds soft skill development in a simulated work environ-
ment. The approach is designed to engage and support young people who
have little experience of success and enjoyable work, have rarely encoun-
tered successful cooperation, have weak communication and cooperation
skills, low self-esteem and self-knowledge. Their previous work experience,
if any, was in low-skilled, low-quality positions that did not provide oppor-
tunities to engage in complex, cooperative work processes, and overseeing
it from planning to realisation. Their work experience seldom gave them
the opportunity to see the output and impact of their work and therefore
did not boost their motivation. They have limited experience of success-
ful cooperation, both in school, and at work, where they received strict
instructions from teachers or managers with little opportunity for team-



work. A lack of situations where joint decision-making is needed leads
to low levels of responsibility. They rarely experience partnership-based
communication where participants are mutually open to suggestions,
opinions and feedback, and respect for each other. Insufficient feedback
contributes to poor awareness of their skills and strengths. These young
people rarely talk about their feelings, thoughts and ideas; therefore their
self-expression skills do not develop.

The aim of the community art project work is to develop competences and
self-esteem and to strengthen the awareness of these skills. It allows par-
ticipants to experience a simulated working situation, which is enjoyable,
ensures success, and in which they can feel that their participation and
contribution really matter.

We worked with disadvantaged young people aged 15-22, who are about to
enter the labour market, have little work experience and poor awareness of
their strengths. Most of them are still students in vocational schools or have
just finished their studies and are looking for a job

Choose an art form that is attractive for the participants - a community
art project can be carried out using a range of art forms, e.g., music,
video, photos, fine art or dance.

There are several ways to assess participants’ preferences and inter-
ests. You might have background information; you can ask about their
preferences in individual and/or group discussions or by question-
naires. We found that ‘trial workshops’, where participants are briefly
introduced to a few potential art forms, and having short hands-on ex-
periences are very efficient for an informed decision.

In order to prepare participants for the labour market, soft skill develop-
ment has been embedded in a simulated company environment, where
participants were 'employed’.

We have found that fully delegating the choice of the main theme to the
participants is sometimes too difficult and involves too much responsi-
bility for them at the beginning of the development process. However, it
was much easier when the options were limited to 3-4 and they voted on
the most preferred one.

Cooperative project work allows for numerous decision points, e.g., the style
and form of the art work, the tasks and responsibilities of the participants,
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the finalising/editing of the work and its presentation. Democratic decisions
are time-consuming but can increase the commitment of the participants.

Although the process aims to be democratic, not all decisions are made
so. Some decisions should be taken by the trainer, some might come
from the 'external world’' (e.g., the preference of the simulated client),
led by experts or by the group members responsible for that given task.

As members have different competencies, personalities and preferences,
tasks and responsibilities should be distributed accordingly. However, it
is also important to ensure activities in which participants need to use a
diverse range of competencies.

The optimal group size is 8-16 people, led by two trainers.

Itis preferable to plan both whole-group/small-group/pair and individual
tasks. This way diverse group dynamics can be created and it also en-
sures that optimal situations are provided for everyone: for those who
prefer working alone, or in small groups or who are also active when
everyone is together.

As in most informal training situations, it is beneficial to allow the group
to define its main rules and framework at the beginning of the process.

At the beginning of a cooperative art work project, involving youngsters
in easy and accessible activities, brings them closer to the given art form
and ensures joy and success. It should also free them from their fears of
“l can't do that”, “I'm not good at it". For example, in a music project the
participants are invited to ‘pet’ musical instruments and to create any
kind of sounds with them, which the trainers record and the group mem-
bers can listen to afterward. Or they are asked to write a short poem. In
these activities it's important that they are relatively easy, and ensure
some result or product within a short timeframe, which again strength-
ens the experience of success, motivation, boosts energy and bravery
in further activities. During these initial activities the trainers can assess
the competences of the participants which helps in planning the com-
plexity of the project work and the distribution of tasks and roles for the
group members.

When the group have decided on the main topic, the planning process
should be continued by a brainstorming session led by the trainer. Words,
pictures, or short stories can be elicited related to the topic. Facilitation
is provided where all participants can share their ideas.
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Besides working on the content - the song lyrics, the topic of the video,
etc - you can also plan the form of realisation (e.g., a slam poetry video).

Having made a draft working plan, the group can plan the distribution of tasks.

They might want to take part in every sub-task (e.g., writing and singing one
line of the song) or specifying different roles and responsibilities (cameraman,
actor, director etc.).

Try to create a balance between providing the opportunity for everyone to try
many different activities and fixed roles that better simulate a work situation.

You might want to agree on responsibilities as well as the consequences of not
fulfilling them.

The initial skill learning, the joint planning and distribution of tasks leads
to the actual creative work. At this phase, participants are usually quite
engaged and enthusiastic, 'simulating’ motivated employees.

The creation process should be well planned, ensuring that everyone
has appropriate tasks. Parallel sub-groups should be set up if needed,
and shifts organised with different timings for different groups and con-
sidering whether it is beneficial if the participants observe and provide
feedback to each other.

In most artwork post-production is needed - music is mixed, video is
edited, and images are selected for exhibitions, etc.

In this phase some ideas or materials should be selected, and others left
out. It is important to have a group discussion, including reflection and
decisions on these issues. Keep in mind that it is a community artwork
process, so it is more important to engage all participants and much less
important what artistic quality the final product represents.

Ensure that the final product is presented to the group and an external
audience that will appreciate their effort.

‘It's a hard day’s night’ - celebrate their hard work and their cooperation
in completing the project. It has an important role in their motivation
and their ability to translate this experience into real work experience.

Ensure quality appliances and personal attention - providing profession-
al equipment (camera, musical instruments) as well as dedicated time
and attention highlights the importance of their work and boosts their
commitment.
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Use light pressure - as the trainer models the employer and the partici-
pants are considered professional employees, some pressure might be
put on them. Ensure decisions are followed, timeframes are respected,
conflicts are resolved, etc.

Provide mutual feedback - facilitate participants giving and receiving
feedback, sometimes critical.

Trainers have to have professional skills in the respective artistic field and
in addition, musthave the skills and experience to work with disadvantaged
young people in a cooperative way.

The training venue, tools or equipment for the project - depending on
its genre.

The timeframe can vary - intensive short-term projects completed in a
5-day summer camp have been very successful, while group meetings
scheduled bi-weekly allowed for a higher drop-out rate.

We have accomplished numerous community art projects in recent years.
The method was tested once in a simulated company framework, to provide
an explicit simulation of a potential work environment.

In the links below, you can see some work created by the young participants
of this project in 2020.

VIDEO CLIP
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https://www.youtube.com/watch?v=haCxGBhSLoI&t=11s
https://www.youtube.com/watch?v=dVNONE5vzMc
https://youtu.be/haCxGBhSLoI
https://youtu.be/dVNONE5vzMc

FSG also implemented a comprehensive soft skill development scheme, titled
The 10 skills to walk through the world of work’

There are various ways of classifying ‘Life Skills’, the WHO proposal has
gained wide recognition because it is quite flexible and has universal ap-
plicability. In general, three classes of skills are identified: social or inter-
personal (such as assertive communication or empathy), cognitive (such as
decision-making or critical thinking) and skills for managing emotions. 85%
of professional success is due to the early acquisition of interpersonal skills
(soft skills), strongly linked to the social and emotional field. Interpersonal/
soft skills are considered in today’s labour market even more important
than technical skills.

The ability to develop interpersonal/soft skills is as important as acquir-
ing knowledge and achieving academic results. Participants of the project
often have weak interpersonal/soft skills in addition to low-level qualifica-
tions and a lack of work experience.

The training is aimed to:

+ Prepare young people to be able to manage the changes with the social,
emotional, cognitive and digital skills necessary to face the challenges
of the future.

+  Work on self-knowledge, strengthening self-esteem and enhancing the
ability to express feelings.

+  Develop communication skills emphasising empathy, assertiveness and
active listening.

+ Improve highly valued skills in the work environment such as teamwork,
initiative, conflict resolution and responsibility.

In multi-disciplinary environments, the worst enemy of innovation and
change is rigidity. Hence the high demand for individuals with an agile
mind-set. It is not a methodology, it is an attitude that is developed and
that, today, is a priority in any transformation process.
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At a time when hard skills are quickly becoming obsolete due to technological
changes and innovations, it is the soft skills that make an employee stand out.
These allow you to adapt to new realities, to learn the new necessary knowl-
edge and, ultimately, to know how to remain a valuable asset throughout your
career.

Participants are disadvantaged young people aged 18-29, preferably Roma,
with special attention to Roma women. Their competencies are evaluated,
and a competency diagnosis is carried out when starting the project. The
selection of participants is made based on their own needs. The final se-
lection is done through an interview with each youngster to discover their
motivation for the course, their commitment to it, and their desire to start,
analysed in individualised mentoring work.

The activity takes place over 5 training sessions, each lasting for 3 hours,
with a maximum of 8 people.

+ The first 3 sessions are developed by a coach, with whom they work,
through a methodology that uses group debate, combining theoretical
parts with presentation and reflection on the specific cases of each of
the participants. The aim is to gather conclusions, experiences and les-
sons about the experiences of each participant and their resolutions.

In these sessions, training is provided on the 10 skills that the World Health
Organisation considers to be fundamental for life.
SELF-KNOWLEDGE

EMPATHY

ASSERTIVE COMMUNICATION

INTERPERSONAL RELATIONSHIPS
DECISION-MAKING

PROBLEM AND CONFLICT MANAGEMENT
CREATIVE THINKING

CRITICAL THINKING

MANAGEMENT OF EMOTIONS AND FEELINGS

OB CORE S B O RS U RN C RN RN DRSS

10. MANAGEMENT OF TENSIONS AND STRESS

Every training session focusing on skills is divided into brief time slots combin-
ing theoretical lessons and practical activities, to fix the contents with the men-
tees. For example, one session on developing a personal mission and vision,
self-esteem and on identifying personal strengths, was scheduled as follows:
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8:00. Installation and presentation

8:15. Presentation of participants

8:45. Why change is possible, what the science says about personal development
9:15. Introduction to the habits by Stephen R. Covey

9:50. Break

10:00. Habit 1 - be proactive

10:30. Circle of concern - circle of influence dynamic

11:00. Habit 2 - start with the end in mind. Introduction
11:05. Video ltaca by Josep Maria Pou and discussion
12:00. Break

12:10. Visualisation mission - vision

12:45. Workshop pride list - acknowledgements - strengths
13:45. Visualisation of your best birthday

14:15. Workshop Richard Barrett's 4 whys. Building an internal and external mis-
sion and vision.

Focussing on one of the activities during this session, as an example, the
activity on the circle of concern includes an experiential dynamic with the
mentees in which they share questions that concern them, and are classified
following this system:

The final conclusion focuses on the importance of realising which areas in life
are under our control and should receive more attention and effort to improve
our lives, and which areas, although concerning, are outside our control.
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+ The last two sessions focus on work orientation/guidance and are organ-
ised at a group level.

«  Working on how to prepare a CV
« The main tools for job searches.
« Jobinterviews

+ Evaluation:
Once completed, participants evaluate the activity in two ways:
+ Together as a group

* Through individual questionnaires
(e.g., participants value the training, the coach).

The project technician detects the needs of the participants, as well as the
organisation, searches for a trainer-coach, accompanies the implementation
of the training and the development of the work orientation sessions.

This person must have experience in the field of education or social sciences.
With experience in the design, planning and evaluation of projects, as well as
experience in the formation of groups and in the intervention with people at
risk of social exclusion and especially with young people.

The coach is contracted from an external company and is in charge of the
first 3 sessions of the activity. On the one hand, it is important that the person
conducting the workshop is aware of the objectives we want to achieve and
the profile of the participants who will take part in it. On the other hand, the
person should be an expert in personal and professional development, with
training as a coach and experience in motivational work with young people.

+ avenue for group work, with a computer and projector
+ basic office supplies, paper, markers, etc

19 young people took part in the above training. They are able to manage their
social skills better, they are more aware of their training and work needs, and
of the objectives they want to achieve in the short and medium term.

- 80% of the young people who have gone through the workshops had a
greater continuity in the project, continuing with other training activities,
and with a more active individualised job search programme.
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A complex development approach focusing on soft skills in the labour
market was implemented by Arete Youth Foundation in Bulgaria for high
school students and for those who have dropped out, as well as for young
adults who have completed secondary education. The training involves a
broad set of skills, attitudes, behaviours and personal qualities to support
the transition of young disadvantaged youth from school to work and/or
to enhance the employability of unemployed young adults from disadvan-
taged groups. The training aims to develop self-confidence and self-knowl-
edge by identifying the strengths of participants, thus contributing to their
personal development and empowerment. Furthermore, to develop core
transferable/soft skills and competencies through non-formal education
methods to ensure that they are better equipped to secure jobs and expe-
rience social inclusion, supporting their smooth transition from education
to employment and strengthening their inclusion in the labour market.

The soft skills training includes 9 modules, spread across 6 training days.
Each training module is an interactive mixture of presentations, group and
individual work, discussion, brainstorming and skills practice.

The training was available for participants of the project, i.e. disadvantaged
youth, predominantly Roma, aged 15-29 who are students of vocational
secondary schools, those who dropped out of school or young adults who
completed their secondary education.

The agenda of the 6 one-day training sessions:
Training 1 - Communication and teamwork
In this training session the participants:

« understand the structure and purpose of the training and get to know each
other

+ learn basic concepts of communication
« understand how communication works

+ learn major principles of effective communication and how to tackle
barriers in communication

+ understand the three types of communication and practise effective
communication
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+ understand what a team is and what the stages of building a team are
+ realise theimportance of identifying roles and responsibilities within ateam
+ learn what the key elements of effective teamwork are

Practical exercise /game/: Participants are randomly divided into teams. They are
given a task, a case study, or a problem that they have to solve.

For example: “You are a team of highly qualified specialists in the field of...” Here it
is good to be associated with the professional focus of the vocational high school if
you are working with students - e.g., one of the buildings currently being built is in
danger of collapsing due to a landslide. You have 15 minutes to decide how to deal
with the situation with the least amount of losses.

Participants should be familiar with the Kipling method in advance, which is a very
quick and easy technique for dealing with a problem, a situation or a task from
several different angles.

It consists in systematically answering six main questions:

Who? What? Where? Why? When? How?
- Who's supposed to do that?

- What's to be done?

- Where should it be done?

- Why does it have to be done?

- When is it supposed to be done?

- Exactly how should it be done?

There is no right or wrong strategy or solution here. The important thing is to
understand the importance and draw conclusions about teamwork and good
communication.

Training 2 - Self-awareness and self-confidence
In this training session the participants:
+ learn ways to introduce themselves and how to give
and receive information about themselves and others
+ look at the importance of self-esteem and self-confidence
+ analyse their emotions, beliefs and models of behaviour

Interactive game: Participants stand in front of a mirror and have to describe
how they actually see themselves and what they would like to look like. “me-the-
real” and “me-the-perfect” are discussed. They are then given a ‘Johari Window’,
through which we can better understand ourselves and how those around us
see us.
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This tool works with the me-concept, which is a set of characteristics, abilities,
attitudes and values that define us as me - a real image and gives us better
self-belief.

Training 3 - Setting goals and decision making

In this training session the participants:

+ learn the basic concept of goal setting and practise how to formulate goals
- an overview of the process for identifying what you want to achieve and
then focusing your efforts on making your goals a reality.

+ understand the decision-making process and methods to improve
decision-making.

Practical exercise/game: participants become acquainted with Descartes square -
a simple and very effective decision-making technique. Its essence is to address a
problem or situation through the answers to 4 questions.

What would it be like if this happened? (What we get, pros from the desired result).

What would it be like if it didn’t happen? (Everything will remain as it was, the pros
of the unattainable result).

What wouldn't it be like if this happened? (Cons of getting the result).
What wouldn't it be like if it didn’t happen? (Cons of not getting the desired result).

WHAT WILL WHAT WILL
HAPPEN IF THIS HAPPEN IF THIS
HAPPENS? HAPPEN?
WHAT WHAT
HAPPEN IF THIS HAPPEN IF THIS
HAPPENS? DOESN'T HAPPEN?

They are then given a problem or purpose. The pursuit of solving or achieving the
goal teaches them that no hasty decision should be made, but to look around and
consider all possibilities to reach a successful resolution.

Training 4 - Job search skills

In this training session the participants:
+ analyse their own resources: knowledge, competencies, skills, experiences
+ analyse their interests and project a list of desires

+ look at the labour market trends and demands and identify possible op-
portunities

« understand the importance of networking and the use of social channels
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Practical exercise: participants are familiarised with different job search chan-
nels/sites, advertisements, labour offices, the methods of researching the place
they want to apply to and the collection of information about the position adver-
tised. They are then given the task of ‘finding a position they currently want to
work at’ and are tracked, assisted and given comments on their efforts step by
step. This gives them real first-hand experience of how to get into a Job Search’
situation and one that is tied to their interests, preferences, opportunities and
satisfaction.

Training 5 - Preparation of CV and cover letter

In this training session the participants:

+ review the major job application documents: types, required information
to be included and supporting documents

* receive guidance on how to write a successful CV and Cover Letter.

Exercises include filling in a CV template, where the emphasis is on open-ended
questions about how to present ourselves, in order to appear authentic and at
the same time impress those who read it. With regard to the cover letter, a condi-
tion shall be made i.e., the applicant should actually write the letter for the exact
job position he/she applies. The emphasis is on how to ‘boast’ without ‘bragging’
and how to convince the reader that we are the right candidate to get the job. A
discussion of the CV and cover letter follows

Training 6 - Applying for a job and taking part in a job interview

In this training session the participants:

+ learn where to find information about available positions

* review job interview types

« get practical advice and guidance on how to conduct successful interviews

A practical game: a role play interview where candidates act out a scenario with
either a group or an interviewer, to determine how suitable the candidate is for a
particular position. The candidate s dress-code, body language, manners, intona-
tion and power of speaking are discussed in advance. When the interview begins
the interviewer uses the most frequently/commonly asked interview questions
and questions specifically related to the position. After the exercise, the trainer
and the group will give feedback in relation to the applicant’s performance. Both
applicant and interviewer share how they felt and what they could improve on
in a real-life interview. Participants are introduced to how a job portfolio is pre-
pared and are called upon to try and develop one for themselves.
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The training sessions could be implemented by training professionals with
practical experience in leading soft skill training; HR professionals, experts
from career centres, corporate trainers and psychologists, and experts with
organisational and industrial psychology backgrounds.

No specific tools and/or equipment is required for the implementation of the
training. Each training session requires a suitable venue for the particular
locality, standard technical equipment - flip chart, screen and multimedia
options, presentations, an agenda, feedback forms and hand-outs. In cases
where hybrid or on-line training is conducted a digital learning platform will
be required- TEAMS, Zoom etc.

Thus far, AYF has implemented 19 soft skill training sessions as the general
feedback from participants is quite positive. The feedback provided by the par-
ticipants during and after the training sessions shows that the training covers
important themes and provides useful and applicable learning results. Partic-
ipants gained specific knowledge and were trained to put various techniques
into practice, test new approaches, and learn to communicate with self-confi-
dence, clarity, and influence.

Through trainings 1, 2 and 3 participants gained skills to communicate effec-
tively, improve teamwork, make friends, work with colleagues, set goals and
make decisions that would help them adapt properly to the work, study and
social environments.

Trainings 4, 5 and 6 gave the young participants the tools and skills required
to prepare for their first job/internship. They became familiar with what em-
ployers are looking for, learned how to create an effective CV and cover letter
and practised their interview style. Participants shared that they felt better
prepared for their first job search. They also learned about the importance of
pre-interview preparation as some found/acquired useful tricks to overcome
shyness, self-underestimation and communication barriers.
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The secondary education system in most countries lacks career orientation
or if implemented, occurs in the form of frontal lecturing and information
sharing. Career orientation, i.e., activities that prepare young people to be

able to choose their life paths and maintain their careers
is still not integrated into the pedagogical work. For
young people to be able to choose a career,

firstly, they must get to know the career

fields, then have some insight into exist-

ing professions within those particular

fields, and finally, they have to be in-

formed about all the abilities, knowl-

edge and qualifications required for

that particular job.

Career orientation and coun-
selling helps students to better
understand both their own per-
sonality and the world of work,
build decision-making skills
and make the transition be-
tween levels of education
and from school to work. An
early distinction between
profession, specialty, work
and career supports correct
orientation and the choices

of adolescents.




Career guidance is the process of choosing the most suitable future pro-
fession and relevant education path. To this end, students must have a real
self-assessment, know their strengths and weaknesses, be aware and be
able to exploit the advantages of soft skills that give them an advantage and
a better start to their journey into the labour market.

The methodology described was implemented by AYF and aimed to support
secondary school students in their choice of profession which meets their ca-
pabilities/abilities and interests and also matches the demands of the labour
market. The work focuses on the process of raising mentees’ awareness of
their strengths (skills, preferences, interests, values, competencies), on the
development of self-reflection and self-awareness, as well as on improving
their knowledge of professions and the requirements of the labour market.
The problem mostly concerns students who have enrolled in vocational ed-
ucation and whose choice of education was not based on an independent,
informed and conscious decision. Rather, most of them have entered sec-
ondary education through 'inertia’, following the preferences/wishes of their
parents or due to relatively poor academic results in primary school. As a
consequence, their career prospects are unclear, especially since schools
focus on academic development and a standardised curriculum and lack
interventions directed towards the social and career development of stu-
dents. This instrument targets the lack of soft skills and career mentoring
(career counselling and career orientation) in the transition from secondary
education to employment in response to the growing shortage of a skilled/
qualified workforce in the labour market. The tool addresses a range of chal-
lenges that young vocational school students and school drop-outs face i.e.,
low motivation for education/training/employment, early school leaving, low
social status or traditional norms in the community and a lack of access to
information, opportunities and role models. It also aims to help the project
participants realise the present-day work reality and their place in it, thus
improving their suitability and chances for long-term and sustainable em-
ployment.
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The target group/beneficiaries of the tool are students from vulnerable
groups, studying in vocational schools, with different ethnicity, low motiva-
tion to study and a lack of vision for professional success.

Presentations, discussions, and role-playing games are applied in the work
with the mentees. Case studies and homework assignments are given to the
participants too.

Step 1: Building a relationship - planning introductory activities to build trust.
Creating an environment and conditions in which to develop the relationship
between the students and mentor (career mentor). The role of the career
mentor is to moderate discussions and improve self-awareness and curiosity
about the educational environment and the labour market.

Step 2: Identifying interests and attitudes - this task aims to encourage
students to explore their interests, skills, knowledge and preferences. As
a result, they will gain real self-esteem. To identify interests and attitudes,
research is done through a standardised tool, approved by the Ministry of
Education and adapted for the Bulgarian environment and through games
that develop the skills for self-analysis and self-knowledge.

Practical Game: “Who am [?”

- My values (5 most important)

- My interests (5 most important)

- My successes and achievements (5 most important)
- My skills (5 most important)

- My strengths and weaknesses (5 most important)

Brainstorming: 'Successful person’- an analysis of the understanding of success in life

Step 3: Research and identification of strengths and competencies. - this
goal-setting model uses the individual strengths of the young participants to
promote the achievement of personal, academic and professional goals in
the short and long term.

Career mentors develop individual work plans for young people who need
individual counselling. For most students in the project, mentors fill in in-
dividual profiles/questionnaires to determine the individual profile of the
student, which gives a 360-degree picture of education, vocational quali-
fications, competencies, interests and extracurricular activities, learning
motivation, family environment and school support.

25


https://orientirane.mon.bg/?m=111

Step 4: Planning the future - a diagnostic and consultative activity is car-
ried out with the participants regarding professional interests, attitudes
and motivation for career choice, career planning skills, etc.

Author’s approach:

Mentor 1. At the beginning of the meeting/session, the mentor (career
mentor) initiates a brainstorming session “What is a career?”. In Bulgarian,
the word “career” has a twofold meaning: (1) professional realisation and
(2) a mine (a system of holes in the ground where substances such as coal,
metal, etc are removed). After the meaning of ‘career’ is defined the mentor
asks: “How does a career happen and when does it start?”. The conclusion
that all participants reach is that a career is an aggregation of:

INTERESTS

COMPETENCIES

CARREER SKILLS

VALUES
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Then each participant has to choose a profession that she/he likes and for
which she/he has sufficient knowledge and skills, such as “football player”.
At this level of counselling, the facilitator/mentor can clarify the concepts
of 'profession’ and ‘position’. Often young people dream of positions such
as ‘'manager’, 'supervisor’, ‘'mayor’, etc. Once the participants choose a pro-
fession, they get divided into two teams. The young people participate in
a role-playing game called 'Shipwrecked'. The task is: “You are among the
group that survived a shipwreck. You come to a lonely island with only your
profession. You and your team must be able to survive through your profes-
sion. Every profession that helps survival gets one point. In the beginning,
professions of doctor, builder, cook, tailor, etc. are sought after. At this level,
participants update their expectations of the labour market. The facilitator/
mentor explains that the career happens based on the triangle:

WANT

SHOULD

Finally, we conclude that that the labour market is a dynamic system to which
we must constantly adapt through lifelong learning.
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Mentoring approach 2:

Practical Game: In the world of professions

Everyone chooses two professions. One that meets their competencies and one
that they like because it is modern, up-to-date and influenced by side factors.
They have toto enter a role, and then share how they felt afterwards. According-
ly, the other observers also share their conclusions. The roles are played out. By
naming the two chosen professions, two corners are separated in which the par-
ticipant recreates a working process. For example, she/he can sing, but they want
to be a doctor. In one corner one person is on a ‘stage’, in the other ‘a hospital’
and within about a minute performs typical actions for the profession. They then
sit among the audience of peers and share how they felt, where they were more
confident, less stressed, etc. The others then share their observations. This draws
a conclusion as to which of the two professions would be more suitable for the
player as a future choice.

Step 5 - Goals, action plan and ‘homework’ - here we define the short-term
tasks to achieve our long-term vision. The objectives for action are related
to some specific steps that the participants/students must carry out before
the next session. One can also do an ‘experiment’ here to change or simply
gather information from the environment, etc. The next time they share their
‘discoveries’. The mentor usually also invests time to ‘plan’ the obstacles.

Step 6 - Feedback and reflection - How did it go? What happened? Has
anything changed? What else stayed the same? Why did / didn't it work?

Anyone who advises young people on issues related to vocational counsel-
ling and guidance can implement the tool - career counsellors, career men-
tors, teachers, pedagogical advisers, and educators. The methodology aims
to achieve a different way of communication that motivates young people
towards future success in both personal and professional terms. The men-
tor/ career counsellor/ facilitator should be someone who has mastered soft
skills, is able to lead an audience and can establish an atmosphere of trust
and sharing. Each step should be taken according to the internal structure of
the group. This requires prior research and preparation.

Essential resources: whiteboard / flip-chart, paper, coloured pencils/pens,
markers, multimedia.

Participants in our training sessions came out with updated expectations for
professional achievement and increased motivation for continuous educa-
tion and employment.
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The'life path supporting career orientation’ implemented by Caritas includes
the development of career-building skills, providing necessary information
and career counselling. Starting to build a career is a positive step, as it
means that one wants to achieve more through work than just securing in-
come. For young people to find their careers and way of life, it is important to
gather as many opportunities, experiences, knowledge and information as
possible so that they can make decisions about their career choices. Young
people’s knowledge of career choices and relevant aspects - self-knowledge,
professions, professional competencies, pay, and work environment - is of-
ten very limited. Teachers also have rather limited experience, knowledge
and resources to facilitate this process. The “life path supporting career ori-
entation” fills this gap in the lives of young people, taking the burden off the
shoulders of the teachers, parents and families. It offers them a career-ori-
ented guidance activity that supports the individual rational-emotional, deci-
sion-making process, contributing to the reduction of human resource loss,
so that they might achieve skill-interest oriented professional work. The in-
novative aspect of the method is that besides developing the skills and abili-
ties of mentees, it is also complemented by two other areas which introduce
the young person to the representatives of their chosen profession as well
as to the workplace. The tool is comprised of three parts: firstly, activities
aimed at developing personal work orientation; and secondly - information
provided by professionals practising the given profession and thirdly - com-
pany visits to get to know the place, structure and working conditions of the
profession. The aim is to identify the mentees' skills, discover typical patterns
for choosing professions in their families, develop their career vision, and get
to know professionals from whom they receive authentic information and
a realistic picture of the profession so that they can make proper decisions
about their career paths.

The tool is applicable for participants above the age of 14, for those in search
of work or wanting to change their workplace or profession.

The life path supporting career orientation consists of 3 development modules:
FIRST MODULE: Activity aimed at developing personal work orientation

First meeting
Topic: | am like that, and this is how | think and relate to work
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Objectives of the activity:

+ learning the skills required for given professions
* mapping the field of interest, creating a general picture
+ identifying personal skills and skills that contribute to work in general

Introduction, getting to know each other, e.g., ‘Relationship to my name’ a
structured plenary exercise. The game is a personal and unusual introduction.
Participants talk about their names, their attitudes toward their names and
their relationship to them. Questions can be used to inspire diverse approach-
es, for example: Do they have an interesting story/anecdote about their name?
Do they know from who, how and why they got their name? Is there a tradition
in the family when it comes to giving this name? What do and what don't they
like to be called and, do they know the origin of the name and its meaning? Do
they relate to it, and would they pass it on to their children? This less ‘ritualistic’
form of introduction initiates personal involvement, thus enabling teamwork
full of experiences, feelings, and attitudes.

Investigation - The aim of the exercise is to get to know each other more
thoroughly, and to assess prior knowledge in the field of career orientation.
It is @ mingling activity; participants look for somebody in the group who ...

... wanted to be a veterinarian when they were a child

.. likes to study at night

.. has beenon TV

.. practises an extreme sport

.. knows websites s with official, reliable job advertisements
.. likes to work outdoors

.. plays an instrument

.. draws/paints

... goes to bed by 9pm

.. knows workplaces that value and pay the worker fairly
.. has done voluntary work.

Becoming attuned to the topic - defining skills

Participants work in small groups. Every group gets an envelope in which the

definition of a skill is divided into parts , and they have to reassemble the

sentence parts in the right order.

Types of skills:

* LANGUAGE EXPRESSION SKILLS: Language skills - are skills - that allow
someone - to express themselves - easily and quickly

« DEXTERITY: Dexterity - is a skill - that allows someone- to put together-,
alter - and shape -objects.
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*  NUMERACY SKILLS: Numeracy skills allow someone, - with the help of
numbers, -to do thinking operations, - to recognise and use - basic math-
ematical equations and formulas.

* PHYSICAL SKILLS: Physical skills, - are skills that - allow us to exert force,
- to be able to maintain a certain body position and - to withstand adver-
sities.

« SPATIAL THINKING: Spatial thinking, - allows us - to orient - ourselves
and objects - in space, within our minds.

* CONNECTION SKILLS: Connection skills - allow us - to talk easily with oth-
ers, - to integrate well in communities, - and to turn towards and listen to
others.

* INVENTIVENESS: Inventiveness - is a skill - that allow us - to solve - tasks
that come up in unfamiliar situations - in multiple and unique ways.

Processing the topic - My skills. Discussing the previous exercise, where the
small groups share what they experienced

Second meeting
Topic: My family and me-My environment and me

The goal of the exercise is to understand and recognise typical patterns for
choosing professions in a family.

Introduction: Favourite superhero/fairy-tale hero during my childhood

Goal: Bringing to the surface the idealised abilities, personality traits, and
behavioural traits valued by the participants.

Method: individual task, group discussion

Instructions: Everyone should think back to their childhood fairytales and
cartoons and they should draw their favourite hero.

Find answers to the following questions:
+  What are the traits that made them your favourite?

+  What is the easy-to-grasp element that you like in their behaviour?
*  What can they do well?
+ In what ways would you like to be like them?

Getting attuned to the topic:
Feedback from family - what did they say? what is the truth?

Goal: Paralleling the subjective and the mirrored self-image.

Method: individual task with a plenary discussion.
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Our self-esteem, our self-confidence in certain areas and our motivations
in life are greatly influenced by the messages we receive from our environ-
ment. During our childhood, the feedback our family gives us about our skills
is especially important.

Instruction: Think about what statements were made in your childhood
related to the following skills. In the first column write what was said and
who said it. In the second column write what you actually think is/was true.

The things said The truth

Your musical skills:

Your dexterity:

Your maths and logic skills:

Your language skills:

Your physical abilities:

Your appearance:

Your connection skills:

Other:

Processing: discussion in small groups.

Processing the subject: Making a family tree - preferably at least up to the level
of great-grandparents.

Making the family tree requires ‘research’ at home. Spontaneous conversa-
tions can develop with family members, hidden values and interesting de-
tails can be revealed. The ‘presentation’ to the class provides an experience
of self-presentation, strengthens the future-consciousness, sense of reality,
self-knowledge, self-esteem and the reality of desires and ideas. A joint dis-
cussion on occupational family trees; Is there a common element on the pa-
ternal/maternal branches and if so, what is it? What could be the commonali-
ties behind these? Do | fitin too? Is there a common element in my ancestors’
career choices and in my vision? If so, what is it? If not, what will | innovate?
What ‘tasks’ (possibly difficulties) does this involve? If | am going to keep with
the tradition, what exactly and where does this come from?

Third meeting
Topic: Field of interest

Whether a career or job suits an individual depends on many factors, such
as what stage of life they are currently in. Jobs can help people start build-
ing their careers in many ways; they can gain experience, knowledge, get to
know themselves, what they like and what they don't.
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Getting attuned to the topic - job search

Search for 3 job offers you are interested in, on the internet. Write down the
ADVANTAGES-DISADVANTAGES and also what skills may be required for the
given job (refer to the skills used in the first meeting.

Method: Small groups or individually
Processing the topic - career development

The trainer asks the group members to describe as many jobs as possible in
10 minutes. Then in small groups make selections from the set of jobs and
identify which skills can be assigned to each. Discuss in plenary.

Fourth meeting
Topic: Career interview
Processing the topic: Train cabin

Tools: 8 chairs pulled to the centre, small pieces of paper on which we write
jobs (around 12-16 pieces).

The trainer asks 6-8 volunteers from the group to draw a card, each having a
name of a job/profession. They should keep it secret from each other.

Players are tasked with portraying a journey on a train where passengers
try to find out what occupation/jobs the other passengers have by talking to
them. The person whose job was guessed can ‘get off the train’. In the end,
there will be only two passengers left.

The other group members observe the players based on given criteria (Ques-
tion culture, communication skills, style, etc.).

Discussion: Who was the most skilful ‘passenger’, what could have been
asked about each profession/job, who else could add something to what the
participants said.

Fifth Meeting
Topic: What does the future hold?

Goal: Raising awareness of the mentees’ vision for the future

Getting attuned to the topic, brainstorming: Do you think about the
future? Why is it useful to think about it? How does it help us?

Processing the topic: The tale of a day - 10 years later
(desires, ideals, goals)

Tools: watercolours, large paint board.

Discussion: Do you want to change in any aspect?, What do you need to do
now to reach your goals?
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Closing, summarising: evaluating the process, from the first meeting to the
last, written feedback by completing these unfinished sentences:

* lrealised that...

+ It was new to me that...
* | was surprised that...

* |want to continue...

+ Iplanto...

SECOND MODULE:
Information about jobs and professions from practising professionals

Method: Structured group discussion

The mentor presents the guest(s) and their profession to the group. And asks
the young participants what they know about this profession and invites the
professional(s) to talk about themselves and how and why they chose this
profession.

+ Talking about what motivated you until you reached your goal.

*  What qualifications does your profession require?

+  What is your working day like, what is your relationship with the clients?
+ How diverse are your activities, what are your most important tasks?

*  Why would you recommend this profession to young people?

+ Presentation of training opportunities.

+ Give opportunity for the young people to ask their questions.

+ After closing the discussion with the guest, allow a group discussion, with-
out the presence of a specialist to share experiences and opinions.

The mentor's tasks related to the organisation of the meeting:

+ It is necessary to assess what professions the majority of young people
find interesting and what interests them - based on their experiences and
discoveries in the first module.

*  When choosing the guests, aim for people who are youthful, dynamic,
outstanding in their profession, authentic and direct.

+ The structure of the presentation is important in terms of effectiveness.
In this regard, the mentor will be the coordinator of the conversation.

THIRD MODULE:
Company visit - getting to know the place, structure
and working conditions of the profession.
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Mentoring tasks related to the organisation of company visits:

+ Build contacts with employers or with associations of small and medi-
um-sized entrepreneurs that represent local companies

+ Organise the visit with the employer representatives or delegate the tasks
to the association of entrepreneurs

+ The mentors announce the dates of the company visits, present the pro-
file and activities of the companies to the participants at least two weeks
before the company visit

+ Career-seeking young people can apply for any company visit that inter-
ests them, based on their interests

* Mentors prepare the participants for a company visit. They hold an orien-
tation conversation to discuss issues such as:

Practical questions: What is necessary to do this job? What theoretical/
practical training do you need, where can you get it? Steps and criteria
for applying for this job. What are the advantages and disadvantages of
the profession/work, what does the professional like about it and what
does he/she not? What are the working hours, working conditions, safety,
transportation, is there overtime or weekend work? How satisfied are em-
ployees with the salary, what is the staff community like? Why would you
recommend this job and to whom or why not?

At the end of the company visit, the mentors hold an evaluation with the
young participants, where they can talk about their experiences, feelings,
and impressions.

A minimum of 2 mentors per groups, with professional experience and qual-
ifications in career guidance. Additional skills: very good organisational skills,
interpersonal skills, communication and cooperation skills.

Three participants decided to complete professional courses after complet-
ing this career guidance process. All of them successfully completed their
hard skill training to become masseurs or hairdressers. Another participant,
who was already doing his professional training had some good ideas on
how to get started, how to earn money, how to recruit, what to look out for,
and when he could expect to attain his profession. He received tips on how
to start practising the profession and how to further develop in that area.
One participant was hired by a company after the career guidance course.
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Finding suitable jobs is a challenge which is even more difficult for disadvan-
taged or Roma youth and those with a relatively lower level of education.
Their difficulties include social networks with very little contact with employ-
ers at prestigious workplaces or peers employed in quality positions. They
also might have repeatedly experienced discrimination as well as failures
and negative feedback. Often their communication skills are weaker too. Dis-
advantaged youth usually have less information about a wide range of of job
opportunities, they have less experience in how to pitch their skills, have
lower self-esteem and often do not believe in themselves

as being potentially successful and satisfied employees

at quality workplaces. Having received lots of negative

feedback from their environment, they often consider (‘
themselves unsuccessful and have poorer skills and
a low level of motivation for work. They might also
generally perceive potential employers and work-
places negatively, and not having hope for reward-
ing and enjoyable jobs. Their CVs are usually poor and
they are not prepared for conscious job searches and
job interviews. They are often objectively less compet-
itive than their mainstream peers, having a lower quali-
fication level, weaker competencies, communication skills,
self-esteem, motivation and career plan.

The current instrument implemented by Autonomia is a practice-oriented
training course for young disadvantaged people who seek good employment
and consists of multiple goals:

+ Involving participants in partnership-based, positive communication
situations, where they can develop their communication skills, and
give and receive feedback in a safe environment

+ Developing their self-esteem and self-knowledge by identifying their
strengths regarding competencies, which are relevant for employers

+  Supporting effective job searches by identifying several aspects that
should be considered when choosing positions, so they are aware
of various advantages and disadvantages of a given position in addi-
tion to remuneration

« Raising awareness of the tools and stages of job seeking so they are
more efficient in deciding which positions to apply for and how they
can be successful in these processes
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+ Making them aware of the aims of a job interview and the aspects
the other party (the employer or HR) is interested in, building a part-
nership approach and preparing them in theory and practice for the
interview situation

+ Developing their CVs with an awareness of the HR personnel angle,
providing information about the process, tools and tricks related
to the job search, developing their competencies, self-esteem and
self-knowledge and orienting them to perceive the job search as a
potential win-win situation in which they are not passive subjects
but have the capacity to influence

The primary target group of the training are young people who are either
close to finishing their vocational education or have recently completed their
studies and are looking for a job. The training is ideally for young people who
have already taken part in a mentoring process and are receiving other ser-
vices in the project. They could also be students of partner schools, who are
close to finishing their studies. The training can also serve as a recruitment
tool for the project - participants join the training as the first step and later
might receive additional services, such as mentoring while job seeking, op-
portunities to meet potential employers and visit workplaces, personalised
development of their CVs, preparation for job interviews, additional hard or
soft-skill training, etc. Many of the participants are Roma or young people
with disadvantaged social-economic backgrounds. We put emphasise on re-
cruiting disadvantaged young women, having a more disadvantaged labour
market situation.

The training is strongly based on non-formal learning methods and on learn-
ing-by-doing. The agenda of the training is the following; it starts with a very
brief presentation on the topics and aims of the training course. It is followed
by creating common rules and a framework for the training with the partici-
pants in order to model the partnership of the job search procedure and the
employer-employee relationship.

Introductions round - participants share their names and some of the fol-
lowing: Qualification/career perspective/superpower/something the others
wouldn't think about them. - This part ensures everyone speaks and shares
something about themselves, which is also important information for the
trainers later on.

Warm up - focusing on good vibes and preferences related to work. Partici-
pants sit in a circle and one of them stands in the middle. There is one less
chair than the number of participants. The person in the middle reveals one
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thing they like, and the others who have the same preference must change
their seats. After each round, there is a new person standing in the middle. In
the beginning, the participants can share anything they like (hobby, food etc.)
and after a while, we shift to the topic of employment: What do you (or would
you) like in a job or a workplace? They can share many things, if the person in
the middle has no further idea the trainer can help with questions (What does
this place look like? How is the boss? What do you get for your job?). After a few
rounds, when many viewpoints have been collected, the game is over.

The collected factors can then be categorised into three groups:

1. The characteristics of the work itself - e.g., related to my studies or not,
working with people or machines, repetitive or varied, a high level of
creativity and responsibility or not. etc.

2. The conditions - e.g., distance from home, fixed or flexible shifts, the
environment, relationship with colleagues and manager, etc.

3. What do | get for my work - e.g., salary, bonuses, travel and accommo-
dation support, tools, education/training, recognition, respect, etc.

We discuss that the ideal work(place) is different for all of us, but it's good
to have preliminary expectations related to the different aspects before we
start the job search. We probably won't find a place where all aspects are
perfect, but it's important to be conscious of what the most important fac-
tors are for each person.

Job ads

After discussing our priorities, we examine how employers communicate
their priorities. Where can you find job opportunities? - In ads. Where can
you find ads? - On the internet, employers’ websites, different thematic job
pages, newspapers etc. What parts do job ads consist of?

1. Name of position (sometimes names of positions are not clear so it's
important to also read the other parts).

2. Description of the employer and the responsibilities (here you can get
some information related to your priorities; if something is not clear,
don't drop the ad immediately - If most of the tasks are suitable, it might
be worth applying).

3. Expectations (what qualifications, work experience, language knowledge,
IT skills, driving license, and other competencies employers expect. Be-
sides expectations sometimes there are advantages mentioned too -
which are not so strict expectations. Essentially, if you meet 70% of the
expectations/advantages you can apply for the job, since there is a possi-
bility that no one with a 100% match will apply).

4. What is the offer? (salary, other benefits)
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The Job Ads market - numerous printed job ads which are more or less rele-
vant to the participants’ profiles are putinto a pile. Participants are instructed
to select some that are acceptable or attractive to them within a very short,
limited time - a maximum of 5 minutes. They then describe the reasons
why they chose the particular ads, which parts were attractive and which
parts were not. Which criteria they met and which not. By using job ads, we
can direct their attention to the topic and also bring up additional topics and
questions related to the job ads in general. It is also empowering for the par-
ticipants that they can find attractive ads, or at least they can see that they
are potentially suitable applicants.

Job searching platforms and tools - we present platforms where one can
look for job opportunities - large job sites, social media pages and groups,
and career pages of actual companies. We show that on some sites they
can create their CV/profile, which is entered into the company’s database
and that they might be called if their profile matches on open position. This
is @ method that can complement their job search, and in addition, provide
opportunities for employers to target them. We emphasise the difference
between positions one might find on recruitment sites and those on career
pages of actual companies.

CV - after participants have identified their preferences and have had an
overview of job opportunities and expectations, the next step is to prepare
their CVs.

We present the main points of a good CV:
« Use correct phone number and an official email
« Use an appropriate photo, if required

« Keep your CV no more than 2-pages long, well-edited, with a simple and
easy to read style, where employers can easily find keywords they are
looking for

« Start with personal data - name, address, email, phone number

« Studies - starting from the most recent, going backwards in time, in-
cluding any awards received during the studies

«  Work experience - start with the present or most recent and go back in
time. Include student work, temporary work and volunteering if you do
not have an extensive work history

« Language skills - Indicate the level of your oral and written language
skills

« IT and other hard skills, such as driving license or any other relevant
qualification and knowledge

« Competences - mention some of the competencies you feel you are
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strong at and which could be relevant for the types of jobs you apply for

* Hobbies and other information - include only those which are relevant
or positive for your employer.

A few anonymised CVs are given to the participants to assess according to
what they learnt about the ideal CV, to internalise the aspects and see in
practice what a poorly written CV says about an applicant. After the training,
we also ensure that the participants receive personal support and consulta-
tions with HR experts, who help the participants to develop their own CVs.

Competences - soft skills and competences become more and more import-
antin the labour market and being aware of one’s strong skill set is essential.
Participants are given a list of the most typical competencies in employment
and they are asked to choose at least three in which they are strong. After
doing this, they have to gather stories from their lives that prove the exis-
tence of these skills. The participants often don’t want to share these sto-
ries, as highlighting their positive aspects is embarrassing, but step-by step
they understand that when you apply for a job, you have to highlight your
strengths and it is important to be aware of your values. By opening up, and
finding and sharing such stories they become braver and also receive posi-
tive feedback from the other participants.

The development of self-esteem and communicating our values when apply-
ing for a job is a key issue. To this end, we also do speed dating games, where
random couples share their strengths and their biggest success in life. It's
important to talk about such topics with disadvantaged youngsters since it
hardly ever comes up spontaneously in their lives and the positive feedback
of their peers also develops their self-esteem and awareness of their values.

Situation games - to be successful in a job interview situation it's important
to practise speaking about your job orientation and also highlight your values
which make you a good applicant for the given position. During the training
we practise this in a range of situations, starting with a very informal setting.
First, they do a quick, 1-2-minute exercise: you want to apply for a job and you
discuss the following with a friend of yours: tell this person, which job you want
to apply for, what your motivation is, your skill set and relevant successes. The
listener should only help with questions if the speaker stops before the time
is over. After the exercise, the participants give each other feedback on their
performance, the content and the way they communicated.

Communication, raising awareness and practising basic aspects of communi-
cation - In this session, we compile a list with the participants on the different
aspects of body language and non-verbal communication. After summarising
all the viewpoints, they can self-evaluate - what are three things I'm already
good at and what are three things | need to improve on? In role plays and dis-
cussions, participants observe each other and give feedback on these aspects.
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Job interview practice - the majority of disadvantaged young people have a
negative attitude towards job interviews and some have already experienced
failure. They usually find these situations stressful, similar to an exam situa-
tion. It is important to highlight that the job interview situation is not like an
exam, but there are two equal partners, as in a business situation, and the
situation is important for both of them. Participants also learn about aspects
the HR person is interested in, such as the motivation of the applicant, his
actual interest in the given company, what to expect in terms of loyalty, the
match between the job profile and that of the applicant, their competences,
etc. Typical interview questions are reviewed and the reason employers ask
them. Participants should consider their values, aims and successes, things
that motivate them and which are impressive for future employers. Partic-
ipants put this knowledge into practice in mock interview situations. First,
both roles are played by the participants while a third participant plays the
role of an external examiner, who gives feedback on the applicant's perfor-
mance. In this exercise, the participants can practise interviewing in a safe
environment as well as experience the role of the hiring person. Finally, mock
interviews are conducted by our staff or volunteer HR personnel. The inter-
viewer gives feedback directly after each one.

Informal encounters with employers - participants and potential em-
ployers meet in an informal setting, usually in the framework of a dinner.
Employer representatives are invited from companies where job profiles
match those of the participants. Both parties can form an impression of
each other beyond stereotypical expectations. They can collect important
information about employment opportunities and the candidates as well.

Workplace visits have been also organised to companies relevant to the
participants so they can have a better and broader picture of their poten-
tial career perspectives. These visits usually boost their motivation as well,
seeing real, functioning and potentially attractive workplaces.

Personal mentoring and follow-up - our cooperation with participants does
not finish after the training. With each participant, we identify potential com-
panies and positions they want to apply for and research job opportunities
there together. Their mentors work with them throughout the job search,
application and interview preparation process. They can provide support af-
ter a successful selection process, assisting with contracts and the first phase
of their new employment. They are available for the young participants and
also for the employers in order to manage problems together.

A high quality of training is ensured through the involvement of specific
experts with practical experience. HR experts are involved in the devel-
opment of skills for the selection and interview process and for the mock
interviews as well. Trainers with experience in the development of com-
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munication skills designed the exercises and often conducted the relevant
parts of the training. Youth workers and mentors have to have experience
working with disadvantaged young people. The different fields of exper-
tise and professional approaches can ensure the holistic development of
the young participants. As the intervention also targets employers, it's also
important to include them in the process and to build close relationships
with the representatives of employers who are potentially relevant for the
participants’ profiles.

Upon request we can make related training materials available (e.g., descrip-
tion of exercises, list of competences, list of communication skills, list of in-
terview questions).

In recent years we have involved over 300 disadvantaged young people in
similar 1-5 day long training courses and subsequent mentoring. The majori-
ty of them found a position that is adequate for their education and interest,
within 6-10 months after their training. We also worked with over 25 compa-
nies, who were involved in informal dinners and/or company visits. We con-
tributed to numerous successful employee-employer relationships among
the young participants and our partner companies.

Many disadvantaged young people lack work experience and do not have
realistic self-knowledge regarding their competencies which are relevant to
the labour market. They often also have very little knowledge regarding en-
terprises. Most of the work experience young people have does not include
diverse tasks and therefore does not develop a diverse skill set . They also
rarely experience success and do not see the holistic process of production,
from planning through creation and reaching-out to clients/customers, but
only see a small phase of the process, therefore missing the context of their
work. The aims of the current tool, implemented by Autonomia, include:

+ to plan mock enterprises, produce products and services that reach the
clients/customers in the frame of a cooperative project

+ to develop competencies and related self-knowledge of the young people
and their working culture
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+ to ensure enjoyable work experience and common success for the young
people - to model such situations, which can lead to conflicts, compromises
etc. similar to real-life work situations.

Disadvantaged young people aged 15-22, who are about to start their career
and have little work experience and poor awareness of their strengths. Most
of them are still studying in vocational schools, have just finished their studies
and are looking for jobs, or are working in positions with limited opportuni-
ties as regard planning, holistic realisation of projects, and encountering the
clients’ needs.

Selecting profiles of pilot enterprises and related trainers

In one of our summer camps, we decided to do pilot mock enterprises and
also create a market for the products and services of the enterprises. Firstly,
we brainstormed the potential profiles of enterprises, which had to meet the
following criteria:

* be connected to the interests of the mentees - the profile of the enter-
prise should be attractive to the young people

+ be related to their competencies - the enterprises should be built on
tasks which can be done by the participants

* materials, tools and human resource needs should be fairly basic

+ the products and/or services produced should be relatively cheap but at-
tractive for the potential clients/customers

+ be related to the expertise of the trainers we work with.

We came up with several potential profiles for the mock enterprises such as:
+ hospitality

« fashion design, accessories

+ home-made food products

+ experience-based pedagogical service (games for groups)

*  body-painting, henna, tattoo

*  photography

The mentees voted on a shortlist of potential enterprise profiles and selected:
+ fashion design - ‘re-art’ (made of reused materials)
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body painting
photography

For the selection of trainers, we had the following preferences:

they are professionals in the given field and also sell their products and
services (they have information about market needs)

they have experience working with disadvantaged young people and also
facilitating project work

they have good communication and facilitation skills and can act as leaders
of the mock enterprises.

The summer camp participants picked one of the groups/enterprises they
wanted to participate in.

Setting up the mock enterprises

The 3 small pilot enterprises had 3-4 members and 4 days/approx. 15 working
hours to do the following in the framework of a summer camp:

Branding: creating a name and logo for the company. Members worked in a
cooperative way which ensured their involvement in the common initiative and
ensured a unique identity for each group. The painter group created T-shirts
with logos for their members, and the photography groups ordered badges
from the ReArt group, which also developed their branding

Communication - the enterprises set up a profile on social media. Some of
the members were more active and successful in the communication ac-
tivity than in the core activity of the given enterprise, as a result the activity
gave them good feedback on which fields they have strong competencies
and what they like doing. One of the social media platforms created.

Learning the techniques of the given profession - trainers taught the ba-
sic techniques to enable participants to create products. It was important
to start the creation process on the first day to ensure an experience of
success, which strengthened engagement

Analysis of the needs of customers and planning cost-efficient production
- to create attractive and affordable products

Market-focused production - while in the first 1-2 days the work focused
on general planning of the enterprise and basic skills related to its profile,
in the final days the groups produced products for the market

Preparation for the market - on the last day the enterprises had to
design their outlets for the market, plan various roles for members,
prepare their ‘'staff’ in communication with the customers/clients and
how to handle potential conflict situations
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+ Finances - we didn't use real money, but an imaginary currency. The par-
ticipants of the camp ‘earned’ some money in the previous days. The price
of the products and services had to be decided before the market opened.

At the market

We implemented the summer camp in a small village with a strong commu-
nity. The market was advertised through informal connections and by a local
social media group. The market was visited by over 30 external guests, who
received an initial amount of the imaginary currency. The products and ser-
vices were very attractive, but the ‘financial’ resources were limited, so some
guests played cards to win money from others.

Behind the stalls

The enterprises provided different products and services. The ReArt group
sold jewellery, accessories, belts, and offered the opportunity for guests to
create some smaller goods with the help of one of the team members. The
painters sold pictures and offered body painting to their clients. The photog-
raphy group projected a slideshow of the best photos, and the customers
were able to buy them and also offered portrait photo services to the guests.

Experiences and follow-up

The income generated by the three enterprises varied but they were all
successful. They also received positive feedback from visitors. Some of the
young people were very active in their enterprises during the market, so
they experienced how a busy day at work is, and how it feels to get positive
feedback. The experience was very empowering for them, but it also cre-
ated some challenges they had to deal with. For example, a girl from the
painter group mentioned that it was a bit frustrating when a client changed
her mind several times about what kind of figure she wanted to get, and
when she started to paint it, the client made her hurry.

Reference

After the market day, we jointly evaluated the action to raise awareness of
the participants’ experiences, activities and development processes. They
voted on different skill sets which they thought were crucial for their enter-
prise and justified why they thought these competencies were relevant. They
also evaluated themselves concerning the selected competencies.

To implement similar mock enterprises and market projects it is important to
involve trainers who have some experience in setting up and managing small
enterprises related to the profile of the activity and also have experience
working with disadvantaged young people. The involvement of the mentors
helps in the recruitment and engagement of participants. The involvement
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of partners from local communities, NGOs, grass root initiatives or informal
groups facilitates communication about the event and the involvement of
customers for the market.

The main resource needed is the venue(s) for the ‘production’ and a market
space which is visible and accessible for people and external participants but
which is also a safe place. Some raw materials are needed for production.

The 12 participants had a successful project/work experience, they became
more aware of their competences which have developed throughout the
process.
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The project put strong emphasis on capacity-building for various stake-
holders of mainstream society which have a significant role in facilitating
the inclusion of vulnerable youth. Two target groups are essential in this
process: teachers and employers. One of the main aims in this field was to
build cooperation with employers, facilitating their competencies to foster
diversity in the workplace as well as to motivate them to broaden their
workforce with Roma and disadvantaged youth. Training courses, mutual
learning events to acquire diversity tools as well as networking and sensi-
tising activities for company HR staff were planned for this purpose. The
other major goal was to improve the educational environment of marginal-
ised youth and to support teachers in their efforts to prevent early school
drop-out and strengthen the motivation of their students.
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Two training sessions are described here, both of them implemented by
the Trust for Social Achievement in Bulgaria within the framework of the
project - Embracing Diversity training for Human Resource experts and Em-
bracing Diversity training for teachers. The Embracing Diversity Training
was developed by the International Step by Step Association, drawing on
more than a decade of extensive work with diverse communities. Intended
for a wide array of professionals, the training guides participants through
a process of personal transformation, which helps them become agents
of change, working together to create equitable societies that honour and
protect diversity. The training for the project was developed and imple-
mented in Bulgaria by the Trust for Social Achievement. It offers a uniquely
holistic and sustainable entry point into the topic of addressing diversity.
The training strengthens the understanding of concepts such as culture,
social/cultural differences, mechanisms of dealing with diversity, and social
justice concepts. At the same time, it helps participants deconstruct stereo-
types and prejudices, develop intercultural sensitivity and communication,
and make a commitment to the process of building capacity for personal,
professional and institutional transformation. The whole training course
and each session builds upon the existing knowledge and expertise.

Improving diversity in the workplace has become an essential business
practice in recent decades, especially in the US and in Western Europe.
The workplace is increasingly adapted not only to welcome, but also to
leverage the benefits of diversity to achieve a competitive business advan-
tage. Naturally, diversity goes hand in hand with inclusion. A collaborative,
supportive, and respectful work environment increases the participation
and contribution of all employees and helps individuals and businesses to
thrive. Companies that create diverse and inclusive work environments are
seen as more adaptable and creative, making them magnets for top talent.
The Embracing Diversity tool is therefore key for creating a more tolerant
and flexible corporate culture on the one hand, and a useful instrument for
more effective and better-performing businesses on the other.

Diversity in the educational sector is an issue which has been debated for de-
cades. The Embracing Diversity training in this field aims at educators who
need to go beyond the traditional role of the teacher and wish to develop a
deep understanding, take personal responsibility, and play specific roles in the
process of changing the existing systems, which are related to a manifestation
of activity and attracting allies.

During the Embracing Diversity training course the participants are guided
to increase their level of sensitivity toward issues of (often involuntary) dis-
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criminatory practices and their effects on the organisational culture. Another
goal is to increase their motivation to achieve a positive change in their own
work and the culture of the institutions and services sectors they work in.
And last but not least, through the trained experts the entire organisation
is empowered to take a proactive stance, actively address challenges, and
become more inclusive and supportive of their employees/students.

Embracing Diversity training courses for workplace diversity are offered to
Human Resource experts for employer partners from the private sector,
as it is a valuable tool to assist the placement of youth from disadvantaged
backgrounds into jobs offered by respective businesses.

In the educational sector the tool is targeted towards teachers at the partner-
ing schools, but the sessions can also be attended by parents, as well as by
representatives and professionals from local municipal administrations and
social institutions (educational mediators, psychologists, and counsellors).

The Embracing Diversity training course usually takes 1.5 days (it can be
organised as 3 half-days) and covers all or selected topics from the follow-
ing sessions:

Session 1 & 2: Introduction & Identity
In these sessions participants work to:

+ understand the structure and purpose of the workshop, and get to know
each other

* share their expectations of the workshop and of themselves
+ understand what complex identities and multiple identities are
+ review the dynamic relationships between personal and group identities

+ explore the relationship between identity and oppression as a power
issue

« understand the importance of the development of multiple identities in
multicultural societies

Session 3: Development of stereotypes & prejudices
In this session, participants work to:

+ look at the importance of context and thinking ‘outside the box’ when it
comes to interpreting reality

+ explore the difficulties in interpretations based on insufficient information
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learn more about the mechanism and development of stereotypes and
prejudices

Session 4: Labels - effects of stereotypes & prejudices

In this session participants work to:

establish the connections between what is expected from us and our
behaviour

track the effects that our behaviour has on others and the effects that
others’ behaviour has on us

experience the power of labels

Session 5: Needs of the minority and vulnerable groups

In this session participants will:

understand minority-majority dynamics, including the risks in the process
of integration and interculturalism

understand the different needs that are connected with the process of
integration and interculturalism

become aware of the risk factors associated with intercultural learning
and be encouraged to think about the possibilities of harmonisation of
different needs for minority and majority groups

Session 6: Privileges

In this session participants work to:

better understand what privileges are
look at the relationship between privileges and power
establish the connections between oppression and privileges

Session 7: Blame the victim

In this session participants gain:

increased awareness of the effects of being in a privileged group, as
compared to a disadvantaged group

a greater understanding of power and power relationships

a greater understanding of the blame the victim mechanism and its
consequences
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Session 8: The DIE model (Description, Interpretation, Evaluation)
In this session participants work to:

*  become aware of value judgments and gain a deeper understanding of
the structure of stereotypes

+ learn the difference between description, interpretation, and evaluation

+ understand the personal and cultural relativity of interpretations and
evaluations

+ learn strategies for deconstructing stereotypical thinking

Session 9: Building allies
In this session participants work to:

* become aware of what makes them good allies, what strengths they
already have and what needs to be developed

*  become aware of different strategies of how to become a good ally

+ make a commitment to working towards a more inclusive environment

Since the ED training has been developed by the International Step by Step
Association, it can only be executed by trainers who are specially qualified
and certified for the role.

The training does not require any specific resources.

Basic consumables for offline execution: badges with the participants’ names,
presentation equipment, handouts, markers, flipchart sheets, adhesive tape,
scissors, etc. Basic consumables for online execution: PC equipment, internet
connection, pens and paper for the participants (provided by the participants
themselves).

In the scope of the project the training was offered to teachers in a vocational
school, involving 23 people. The feedback generated was very positive: the
participants found it practical and necessary and are interested in extending
it in their work with the parents. The training was also a reminder for them
to communicate more often with students, listen more carefully and discuss
the problems which are of interest to them, while always aiming to ‘hear’ all
sides of the story.

51



10 training sessions were conducted for HR experts in this project and the
feedback generated was very positive. What the participants appreciate
the most, is the very idea of tackling the subject of diversity, the different
points of view at various life situations, the dialogues created, the activi-
ties that lead to comprehension of our own limitations and stereotypes.
They became acutely aware that biases are a frame that we place upon
people and situations, and that we need to monitor and rethink our own
decision-making processes.
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