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Introduction 
 

The goal of this document is to collect the feedback required regarding the content of the 

IGMA curriculum based on the country research done in Sweden, Greece, the Netherlands, 

Spain, Norway, Cyprus and Ukraine.  

The research in the partner countries has addressed the national context of young adults in 

the age from 18 to 30 years, the relevant organisations that work with these youngsters, the 

professionals involved in these organisations as well as the challenges these organisations 

face to work (more) effectively with this their target group. The research is implemented 

within igma3 project with the goal to contribute to increasing employability of young adults 

through improvement of coordination activities of local stakeholder networks involved in 

education and employment with a focus on the role and contributions of employers.  

The target group of the project is not consisting of uniform individuals: some youngsters will 

be early school-leavers re-entering education in a next period, some others will have finished 

vocational or higher education but are unemployed, some youngsters might have gone 

invisible ”not taking part to the society, not being registered and not taking social benefits. 

Still others might even have very good reasons for not having / applying for a job at the 

moment although having the right papers, while others lack the right papers of the proper 

education  etc etc. All these youngsters are considered as being unemployed when looking at 

out grant statistics of our national labour markets. But the type of problems / challenges 

these youngsters face will differ in a serious way, and so will their needs as well as the 

services which need to be offered, and the required skills of the professionals involved.  

To be able to design the proper content of the curriculum it is therefore of the utmost 

importance that we have a clear description of the target group each partner will focus on, 

the related stakeholder organisations which are working with that particular target group, the 

type of professionals involved and the kind of professional themes these professionals need 

to be aware off / competent in. Last but not least: considering the NL target group and the 

organisations / professionals involved, what according to NL research is vital to put in our 

new IGMA curriculum?   
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This document presents contet information as well as tables with this kind of feedback. The 

tables have the function of summarising SHORTLY the country research to those elements 

needed to be able to make a new draft proposal of the training content.  
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1. Context 
 

1.1 General labour market description  

 

The population of the Netherlands has grown a little in 2015 with. With these extra 75.000 

people we’re close to 17 million in total. Dividing this number by gender and age results in 

the following chart. 

Population # %  Age  #  % 

Total 16.900.726  100%  <20 3.862.059 22,9% 

      20-40 4.134.447 24,5% 

Gender     40-65 5.930.535 35,1% 

Men 8.372.858 49,5% 65-80 2.272.709 13,4% 

Women 8.527.868 50,5% >80 734.976 4,3% 

 

The graph below shows the percentages in labour participation of men and women from the 

age of 15 till 75. The relatively low percentage for youngsters is caused by their high 

percentage of participation in education. Women over 25/30 fall behind in their participation 

because a part of them stops working when they’re having kids. The low percentage of 

elderly people is mainly caused by their retirement, although the average age for retirement 

is rising. Another factor is that older victims of job-loss find it very hard to find work. 
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The trend in unemployment over the last 7 years is shown by the chart below. The brown line 

shows the nominal figures. The blue line shows the figures when corrected for seasonal 

influences. 

 

The unemployment in the last three months of 2015 declined with an average of 7.000 per 

month to reach a volume of 588.000 people in December 2015, which is 6.6% of the 

workforce. 

The number of jobs in the same period, increased with 35.000, adding up to a total of nearly 

10 million.  These extra 35.000 jobs can be divided in 23.000 jobs for workers and 12.000 

self-employed positions, which is one third of the new jobs created! 

The amount of vacancies was 132.000 in September 2015. The upward trend in the number 

of jobs since the third quarter of 2013 continued in the last quarter of 2015 but in a slower 

pace than before.  

Overall, the Dutch labour market is relatively healthy. Trending topics are: 

- The labour market is getting tighter 

o Less unemployed people 

o More open vacancies 

o Tension on all levels 

- Growing mismatch in labour demand and supply 

o Big difference in kind of unemployed workers and kind of open vacancies 

o Innovations make it worse 

o Aging workforce, lacking successors 
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o More flexibility and lesser permanent jobs 

- Changing character of employment 

o Lesser routine/manual, more non-routine manual and abstract work. 

 

o Boosting self-employment (With risks of no insurance for income and pension) 

 

- Regional differences in job development 

The picture bellows shows the deviation from the national average  
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1.2 Youth unemployment in your country (18 - 30) 

 

The age of the Dutch unemployed is shown by the next picture: 

Age # % 

15 - 

25 155.000 26,4% 

25 - 

45 185.000 31,5% 

45 - 

75 248.000 42,2% 

Total 588.000 100,0% 

 

Just over a quarter of the total amount is between 15 and 25 years of age. 

If we have a closer look at the labour market position of younger people we see that the 

Dutch statistics define youth unemployment from the age of 15 to 25 or 27 (instead of 18-

30). The development of the Dutch youth unemployment over the last years is shown in de 

next graphic as a percentage of the total workforce.  
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The line above shows a strong decline in 2014-

2015 which comes to an end in the last winter and 

an increase over the first 2 months of 2016.  

If we express youth unemployment as a percentage 

of the population between 15- 25 since 2008, we 

see in the diagram to the right that nearly 18% is 

looking for work (A job of at least 12 hours per 

week.) 

 

1.3 Main challenges your national policy discerns regarding fighting youth 

unemployment (your national agenda) 

 

Youth and youth unemployment are container concepts. The group is divers and there is not 

“one size that fits all” in policies to fight and prevent the problem. What (sub)groups can be 

distinguished? What groups need our attention? 

1. Higher educated young people 

a. Studying in the wrong direction or having the wrong diploma 

b. Potential dropouts  

This group is not big problem. They are monitored well and can find their own 

way, for instance by starting another study. 

2. Middle educated young people 

a. Studying in the wrong direction or having the wrong diploma 

b. Potential dropouts 

c. Fake students (only registered for an allowance but not really studying)  

This group is bigger and forms a bigger problem that can (and will) only be fought 

and prevented within the school system.  

3. Lower educated young people 
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a. Those who are registered as job-seeking youngsters 

b. At school but potential dropouts  

This third group has the risk to miss the boat completely. The diplomas they might 

have do not matter much because the level is too low ion the eyes of employers. 

There is some hope for them in the so called participation-act and in the 

development of job demand on the lower side of the labour market. 

4. Young and belonging to ethnic minorities 

a. 3rd and 4th generation, born in the Netherlands, thus being Dutch.  

b. New immigrants/refugees with a status 

This 4th group is discriminated on the labour market, regardless of their 

competencies. The unemployment of this group was 34% in 2014. (twice the total 

average of 17%!) 

This is a tough problem to fight, especially in these times of polarisation and 

nationalism. 

5. Young and disabled 

a. Young people with (born) handicaps 

b. Having chronic diseases 

This 5th group has a similar problem but is discriminated by a different stigma. 

Employers find it hard to estimate the risks and compare them to the values 

represented by this group. 

6. Young and out of view: Youngsters slipping through the systems net 

A quick scan of the ministry for social affairs defines this 6th group as follows: in the 

age of 15-27, not studying and not working but also not having any form financial 

support.  

The total group is estimated to be quite big (over 100.000) but also quite varied. A 

part of them might not be problematic at all, for instance because they’re travelling 

around the world. The total group can be devided in “Non-applicants”, “applicant-

dropouts” and “applicants-rejected”.  



igma3_ O3_Netherlands_V1_21032015 
 

13 
 

The non-applicants never applied for any kind of financial support. They’re also called 

“Ghost youth”. It concerns a group of approximately 10.000 youngsters in the age of 

15 – 26. 90% can be characterised as “street youth”. They have to deal with depts., 

crime and detention, problems at home and problems with housing. Only 30% of the 

municipalities claims to have insight into this group. The main goal is to get them 

(back) in the system to be able to give them support and guidance. 

The drop-outs did come forward for support but didn’t come back for formal 

application after the waiting period of one month. This group again mainly concerns 

“street youth” without proper registration and ID but also youngsters with mild 

intellectual disabilities who find it hard to comprehend the amount and complexity of 

the information given and required for application. Result is that the first group 

refuses to apply or misses the basic requirements and the second group is simply 

unable to fill in the forms for (financial) support. Half of the municipalities is able to 

monitor this group and It seems that a lot of these youngsters do find their way back 

to school or to work. 

The third group formally applied for financial support but didn’t get it. Reasons for 

rejection vary but mainly concern non-compliance to obligation, going back to school 

or finding work. 58% of the municipalities knows who and where they are but only 

half of those municipalities claim to actively monitor them. This monitoring however 

merely seems to be registering the reason of outflow/rejection, which is either finding 

work, back to school or moving to another town. 

 

 

 

1.4 General structure of organisations addressing the issue of youth 

unemployment (global picture) 
 

The general structure of organisations involved is simple: 

On the national level there are two main parties/stakeholders: The government and the 

“social partners”. 
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The government in this issue is represented by the ministries of education and of social 

affairs. They are responsible for the policies and finances to effectuate them. The actual 

work is done by others. On national level there is the “UWV”, an autonomous administrative 

authority (ZBO), commissioned by the Ministry of Social Affairs and Employment (SZW) to 

implement employee insurances and provide labour market and data services. The actual 

staffed services in the form of a labour office has almost completely disappeared. General 

policy is that people need to be self-active and only those who cannot find their way (toward 

the virtual labour office an standardised offerings) is offered help in the form of sign posting. 

This is the result of four years of budget cuttings. 

The employers and unions are organised in their own sectors and represented by their 

general federations. On sector level the social partners often have their own funds and 

organisations to finance and execute their policies and activities, sometimes with their own 

regional representatives as well.  

On regional level the government is represented by the local municipalities and the UWV by 

its regional offices. The school for middle and higher education operate on a regional scale 

depending on the density in population. 

On a local and regional scale there are various private initiatives. Some of them semi-

professional, other purely voluntary. 
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2. Stakeholders involved in labour market entry 

of young adults (details of the global picture) 
 

2.1 Description of stakeholder organisations: main task / responsibility  

 

National government, ministry of education 

National policies aim for different goals in fighting and preventing youth unemployment and 

address different stakeholders with their measures for the period 2015-2016. 

1. Better information on labour market perspectives 

Providers of middle and higher vocational education are forced to provide their students 

in objective information on quality and labour market perspectives of their programs. It 

becomes easier to make better choices, based on more and better information. 

2. Career orientation and -counselling for students 

Providers of middle and higher vocational education are forced to include career 

orientation and counselling in their programs. Students can thus develop their self-

consciousness and make better choices for their future working lives. 

3. Promoting better transfer toward vocational education 

The government wants to ensure a seamless connection from general or pre-vocational 

education towards middle and higher vocational education with (1) an early application 

date, (2) a right for students to be admitted to secondary vocational education and (3) a 

right to an intake. These measures should prevent pupils to get lost in transition. 

4. Improve the connection of vocational education programs (in quality and quantity)  on the 

regional labour market 

There will be more room for differentiation in VET programs/professional qualifications to 

respond to need of the market for new and innovative competencies and training. 

5. Agreements with employers 

The government wants to increase the opportunities for young people to work by making 

employment agreements with branches and sectors. Work agreements state that 

employers will not only offer young people jobs and training but also that they will 

contribute the preparation of young people for the labour market (orientation) 
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6. Regional cooperation for vulnerable youngsters (networking) 

Young people with a financial allowance or without basic qualifications get help in the 

transition from education to employment. Improved regional cooperation to ensure 

greater labour market relevant training, apprenticeships, traineeships, graduate jobs at 

all levels and mediation for jobs. 

7. A “neighbourhood approach” and active additional mediation for vulnerable youngsters 

(individual guidance) 

Special consultants will actively mediate vulnerable youngsters tot jobs in close 

cooperation with local municipalities, VET-providers and employers. This includes 

activities in the  sectoral plans and labour agreements.  

These National policies are mainly aimed for prevention within the educational context and 

it’s throughput to the labour market. Time will tell how effective they are but; “So far, so 

good”. The recent “attack on dropouts” did have a strong effect on reducing early school 

leaving. The number of drop-outs in the transfer from pre-vocational education to midlevel 

vocational education went from over 70.000 in 2001/2002 to just under 26.000 in 

2013/2014.The percentage of school leavers without a basic level of education is thus 

reduced from 5,5% to 1,9% and the aim of max. 25.000 per year is within reach for 2016. 

 

National government, ministry of social affairs 

The policies of the ministry of education aim for a better connection between education and 

work. The ministry of social affairs follows this line by supporting the so called “sector 

programs” to facilitate an easy access to the labour market: orientation, apprenticeships and 

jobs. So far, 75 of these programs are agreed on by the ministry and the sectors 

representatives (employers and unions). The aim is to agree on a 100 more for next 2 years, 

with the promise of an extra 30-50.000 jobs for youngsters. 

Vulnerable groups need extra attention. The ministry supports local partners (municipalities 

en the “UWV”) to help youngsters without basic qualifications get apprenticeships to 

combine work and learning and to help youngster with an allowance to find work. Extra 

regional attention is to be paid to youngsters with an ethnic background. 
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Municipalities 

The local government is responsible for execution of the national assistance Act. The local 

department of work and income provides people (including youngsters) in a basic income as 

well as in guidance and support in their pursuit of a job or in their need for education. 

As stated above, the ministry of social affairs supports municipalities to “force” youngsters 

without a basic qualification to go (back) to school, to coach and train youngster with the 

right papers to find work. Parallel to this “supply-side” there are “job hunters” to activate 

employers in their demand for youngsters in both jobs and apprenticeships. 

 

“UWV” (Employee Insurance Agency) 

The Dutch employee insurances are provided for via laws such as the WW (Unemployment 

Insurance Act), the WIA (Work and Income according to Labour Capacity Act, which contains 

the IVA (Full Invalidity Benefit Regulations), WGA (Return to Work (Partially Disabled) 

Regulations), the Wajong (Disablement Assistance Act for Handicapped Young Persons), the 

WAO (Invalidity Insurance Act), the WAZ (Self-employed Persons Disablement Benefits Act), 

the Wazo (Work and Care Act) and the Sickness Benefits Act. 

UWV has its core tasks in four areas: 

1. employment - helping the client remain employed or find employment, in close 

cooperation with the municipalities; 

2. social medical affairs - evaluating illness and labour incapacity according to clear criteria; 

3. benefits - ensuring that benefits are provided quickly and correctly if work is not possible, 

or not immediately possible; 

4. data management - ensuring that the client needs to provide the government with data 

on employment and benefits only once. 

As stated above, the ministry supports extra attention for youngsters and ethnic minorities.  

 

 

http://www.uwv.nl/overuwv/english/about-us-executive-board-organization/index.aspx
http://www.uwv.nl/overuwv/english/about-us-executive-board-organization/index.aspx
http://www.uwv.nl/overuwv/english/about-us-executive-board-organization/index.aspx
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Schools for middle and higher vocational education 

Students are the schools clients for education as well as the schools product for the labour 

market. The financial support for schools is primarily based on the amount of students per 

program and secondarily on study results. The students need for and choice in education is 

leading. 

Labour market relevance does have a role in recognition of (new) vocational programs but 

not in financing schools. Recent policies choose a “soft approach” in persuading schools to 

provide in more and better information on labour market relevance, in better job orientation, 

better coaching and early interventions to prevent early school leave. 

Other organisations 

There is a huge variety of small regional often private initiatives to help youngsters get their 

diploma, find a job or both.  

 

2.2 Description of strength and weakness per stakeholder organisation 

(organisation as well as of the professionals) 

 

 

Problem with the national policies is that they seem to pay no attention to the more 

fundamental problems on the labour market, like increased (demand for) flexibility of labour 

and conjunctural dependence of labour demand.  

Apart from that, there has been a loss of intermediate infrastructure on the labour market. 

This is a regional as well as a national problem: There is no “market management” left. (as 

far as we can call it a market without presumed transparency). Therefor the Dutch labour 

market is more and more a matter of “survival of the fittest” (and loss of the not so fit). This 

enhances the polarisation between higher and lower educated people which is also fed by 

the loss of jobs in the mid-level of the labour market. 

The national government has made itself dependent on the policies and activities from 

sector organisations, schools and municipalities without sufficient financial support  and 

without sanctions on their performance. 
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Municipalities have lost a big part of their budget and with that continuity in their activities. 

Active individual guidance is replaced with working in groups, counting on individual 

responsibilities (and potential). And again, the most vulnerable clients are the first victims. 

Unlike the UWV, the local government has (despite of relations with local business 

associations) no connection with the demand side of labour and as far as it has, it is based 

on care for “the lesser human resources”. This means labour approached as a social 

problem rather than a key production factor. 

UWV mainly interferes with people with enough work experience to qualify for a WW 

allowance. Youngsters rarely do! So the UWV interference is limited to two small target 

groups: Those rare young people recently fired after at least 6 months of work (WW 

allowance) who hardly need help to find other work, and the group of young and disabled or 

chronically ill (the “Wajong” arrangement) which is very hard to help, even in the best of 

economic circumstances. 

It’s a pity that municipalities and UWV are separate organisations. They started working 

together on a local basis but that cooperation stopped when funding was reduced and the 

UWV “went digital”.  

Schools are diminishing early dropouts and gradually developing activities to support the 

employability of their students. The schools must and will develop their “sorting-abilities” 

parallel to their “breeding-qualities”. They are not only responsible for developing talent but 

also have a role in allocation of that talent. This role as a “career centre” however won’t be 

easy. The schools dominant view will and should remain that students are their clients 

wanting to develop themselves instead of human resources to be reprocessed for the labour 

market. This implies that employers will have to make more room for professional 

development of their own (new) employees.  

The ministry of social affairs is working on “social innovation” in cooperation with the 

ministry of economic affairs. The Dutch (technical) innovation power is tempered by the 

inability for rapid implementation and the recent tightness of the financial market.  
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2.3 Main challenges of stakeholders to fight youth unemployment. (in 

general as well as specific attention for: guidance, collaboration, good 

governance (meaning: making clear what you do, what it costs, how 

effective you are); 

 

Overall the Dutch youth unemployment is relatively low. The main causes of their 

unemployment can be summarized as follows 

1. Economic circumstances 

2. Lack of transparency of and information on the labour market 

3. Lack of self- and career-awareness of youngsters 

4. (Structural) mismatch between labour demand and supply 

5. Lacking responsivity of the school system 

6. Lack of social innovation and “instructivity” (room for learning) on the employers side. 

7. Polarisation and discrimination in the labour market 

 

The challenges in solving the problems is in finding the means and partners to attack those 

causes: 

1. The economic circumstances are hard to influence for an economy as open as the Dutch. 

Fighting the depend is a mission impossible. But our vulnerability for and the impact of 

poor circumstances could perhaps be changed by a different distribution of risks and by 

fighting other causes. 

2. The lack of transparency of the labour market will be fought in the new schools duty to 

inform their students better on labour market relevance of VET programs. But 

transparency can be helped in many other ways, for instance by a better use of 

ICT/modern media. This latter challenge is primarily to be addressed to the national and 

government as well as the social partners. 

3. The lack of self-awareness will be fought in programs for developing professional career 

identity on schools but it will need to be supported by employers room for orientation and 

apprenticeships, including proper guidance. So this challenge is primarily addressed to 

schools and employers. 
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4. The structural mismatch is hard to be fought or addressed. It needs agility of the system 

and the different parties. The famous Dutch “polder model” is well known for its 

cooperation but not for its decisiveness or speed! Changes can be monitored and 

communicated better, adjustments can be made earlier.  

5. Responsivity in qualifications is supported by the ministry of education by giving “free 

space” in VET-programs to be filled with new needs for knowledge and skills. Now it’s up 

to the schools and employers to fill that space with current competencies and make 

them work.  

6. Vocational education and training used to be core business for employers. Especially the 

technical and care sectors were well known for their “in-service” training programs. 

Employers however outsourced this part of their business to the schools. The room for 

making mistakes and learning has left the workplace. Modern organisations (and 

schools) are beginning to realise this but find it hard to bring learning back into business. 

7. Polarisation and discrimination in the labour market are complex and tough issues to 

deal with. In poor economic circumstances, employers have a variety of workers to 

choose from. They tend to “skim the cream” of the labour available. In better economic 

times and in tightening labour supply (aging population!) it could well be a little easier for 

the discriminated groups to prove their value.  

For ethnic minorities however, the times are very hard. The dominant opinion is that they 

often make the wrong choices, based on wrong ideas. and that schools can solve the 

problem by giving information. Having a realistic idea of the labour market before starting 

a study, also refers to information and knowledge that can be acquired through 

education - although this often means that individuals give up because of unreal images 

and / or expectations presented in marketing campaigns for study programs and jobs. 

Information in the form of brochures, videos etc. may, however, only show part of reality. 

What matters in making good (sustainable) choice, is not about wages and working 

conditions but the experience that one feels welcome, the feeling that one is in a position 

to realize the often only half-conscious dreams for the future and - last but not least - the 

feeling that they do meaningful work. In many cases ethnic don’t even get the opportunity 

to have any experience in or get acquainted with work because they are banned from 

apprenticeships because they have the wrong name or wear a head scarf. 

“The participation act” helps people who can work but need support to do so. The law 
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also gives them the duty to find work and gives the municipalities the duty (and finance) 

to help them (including with additional income). An agreement with the Dutch employers 

is to make room for at least 100.000 jobs for handicapped and chronically ill people.  

Organisations over 25 workers will – if employers do not succeed to fulfil their promise – 

will be forced to employ a certain percentage of this group and will from 2018 possibly be 

penalised with a levy of € 5.000,- per individual case! 

The challenge for employers is to realise easy accessible jobs by reshuffling tasks. The 

challenge for social partners is to help organisation to do so. 

 

2.4 Main expertise and competence of staff involved 
 

The market for labour and vocational education is regional. Students and schools, employers 

and employees are to find one another within a reasonable distance to travel so in the end 

all challenges come down to making the individual match between student/worker with his 

or her professional profile and employers with their vacancies and job requirements.  

Schools, teachers and mentors are focussed on education. Their accountability mainly 

concerns progress in development and study results. 

The local government and regional UVW-offices were forced to focus on formal criteria and 

administration. There were too many unemployed people and too little jobs. There is little 

room and expertise left for guidance and counselling, for practical information on labour and 

vacancies and neither for “market management” or individual mediation. Especially the UWV 

focussed on digital services that didn’t seem to work as well as expected.  

“Work” and “income” are processed separately by front- and back office of the 

municipalities. The “work-side” in bigger towns is divided in demand, supply and matching. 

Guidance is offered in groups. This needs more individual responsibility en initiative of the 

unemployed people themselves. The professionals involved are focussed on organising 

instead of coaching. 

The growth in jobs mainly comes from small and middle sized enterprises (SME’s). They 

hardly have professionals to deal with staffing and development. Their expertise is limited to 
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their core business. Bigger companies try to realise new training programs for young people 

by bringing the school into the company. This closes the gap between school and work and 

also develops the appreciation for transfer of knowledge and coaching abilities of 

professionals. 

 

 

2.5 Needs for further professionalization 
 

All institutions involved tend to be too introvert. They all need to be more open. It seems their 

client is reduced to abstract statistics and targets, numbers and money. So they also have to 

realise that their job seeking unemployed student or client is an individual human being, 

needing its own attention and interventions to find his or her way in life and work.  

Students need to develop their “career competences”: Self-awareness, labour market 

orientation, professional identity, etc. Therefor schools need to develop themselves towards 

career centres and find (new) ways for counselling and guidance but also (new) ways of 

developing their network and knowledge of the regional labour market. They need to 

cooperate with the regional employers and build sustainable relations. This implies new roles 

for teachers and mentors or new jobs within the school. 

Municipalities and UWV need to reinvent their role as counsellor for their unemployed 

clients, job hunter in their local labour market, matchmaker between the two and especially 

as “market manger” realise “closer encounters” between them (without keeping them apart 

by standing in between).  
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3. Role of employers and employer organisations in 

fighting youth unemployment 
 

3.1 Description of general way how employers are involved in fighting youth 

unemployment  

 

Employers are not fighting youth unemployment. They are merely staffing their organisations, 

trying to get the best value for money. Like there are football teams recruiting their players 

from other teams as well as there are football teams that “breed” their own in youth 

programs, there are employers do more or less in developing their own staff by 

apprenticeships. 

The bigger firms have professional HR departments for recruitment as well as development. 

They have long term business and personnel planning. SME’s are often good willing 

amateurs, with short horizons on both business and personnel. 

In the context of good employment practices and corporate social responsibility there are 

individual initiatives and experiments.  

The main challenge is to make it easier for employer with clear and accessible information, 

“one stop shopping”, lesser bureaucracy and tailor made solutions. People approaching the 

employers should know what they are talking about and understand the problems 

enterprises have. Employers get sick of different people coming by with all the same 

questions.  

School, municipalities and all other intermediate should coordinate their actions towards the 

key players and differentiate their roles. 
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3.2 Description of initiatives taken by employer organisations and individual 

employers as well as their effectiveness 

 

In faucibus nisl vel tincidunt fermentum. Sed et nulla rutrum ipsum imperdiet rutrum. 

Praesent elit quam, imperdiet id quam et, cursus viverra dui. In hac habitasse platea 

dictumst. Nam varius odio sed elit rutrum euismod. In quis est vehicula, tempor augue 

sagittis, hendrerit lorem. Vestibulum ante ipsum primis in faucibus orci luctus et ultrices 

posuere cubilia Curae; Curabitur rhoncus urna justo, id ultricies nisl scelerisque at. Phasellus 

at ullamcorper elit, quis tempor velit. Duis at iaculis odio. Nulla facilisi. 

 

3.3 Summary of current strength and weakness of employers’ involvement 

in fighting youth unemployment 

 

 

Aenean erat dolor, convallis in venenatis quis, iaculis eget turpis. Curabitur placerat leo nec 

quam aliquam, nec tempor nulla mollis. Cras viverra dolor dui, vel posuere orci dapibus sed. 

Suspendisse aliquet posuere urna a viverra. Curabitur dapibus vitae magna sed porttitor. 

Duis convallis suscipit arcu vel pulvinar. Maecenas tempor interdum sapien, in pharetra urna 

porta in. Sed ac urna varius, sagittis metus ac, porta leo. In lobortis ante id sapien hendrerit 

rutrum. Nam sit amet volutpat mi. Vestibulum tincidunt, elit nec vestibulum posuere, nunc 

est facilisis nulla, id venenatis tellus est sed elit. Cras tincidunt lorem et ultrices pharetra. 

Cras felis eros, facilisis consequat dui ut, cursus consequat urna. 

 

3.4 Main challenges to be dealt with to increase employers involvement 
 

Nullam felis turpis, pharetra nec convallis ac, aliquam eget ex. Fusce vulputate vestibulum 

venenatis. Vestibulum feugiat nulla nec ornare semper. Praesent cursus pretium vestibulum. 
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Ut sed accumsan dui. Donec tincidunt ut magna ultricies semper. Nulla ornare urna ac 

massa dignissim bibendum. 

Sed non tortor lacus. Fusce posuere a eros ut dictum. Praesent vitae ultrices ipsum. Vivamus 

lacinia blandit nunc. Morbi at venenatis diam, malesuada consequat diam. Aenean 

malesuada quam id posuere elementum. Praesent sed bibendum arcu, et porta ex. 

Pellentesque scelerisque egestas varius. Proin imperdiet sed urna non cursus. Nam auctor 

odio magna, vitae semper magna sagittis sed. Mauris et erat finibus, condimentum diam at, 

ultricies eros. Pellentesque vitae bibendum sem. 

 

3.5 Conclusions: Consequences for the materials to be developed 
 

Hier loop ik uit mijn tijd. Daarom even in steno voor jou en mezelf mijn gedachten hierbij.  

In aanvulling op het bestaande curriculum bepleit ik aandacht voor: 

- Het feit dat we het over jongeren hebben die nog weinig weten van zichzelf en niet gewend zijn 

naar zichzelf als werknemer te kijken. Meer ruimte dus voor ontwikkelen van beroepsidentiteit, 

loopbaancompetenties enz. Dit impliceert ook meer ruimte voor orientatie en reflectie. 

- Zwakkere doelgroepen vragen om extra en gerichte aandacht aan zowel de aanbod- als de 

vraagkant 

- Structurele en slimme aandacht voor arbeidsmarktinformatie 

o Zoeken naar samenwerking met KVK enzo voor generieke info. 

o Actuele vacatures naar aard en aantal 

- Manieren om vragen en aanbod elkaar te laten ontmoeten 

o Digitale Etalage 

o Speed dating 

o Sociale media? 

- Mogelijkheden om uitzendbureaus er bij te betrekken 

- Iets van “een regionale sociale kaart” (wie doet wat, wanneer en hoe? Om kluitjesvoetbal te 

vermijden) 

-  

 

Good practices en / of pilots twee kort beschrijven coform template!!! Bij voorkeur in de template 

zodat lay out meteen goed is! Nico kies er maar twee zelf doe je gemakkelijk op kunt schrijven. Ik zet i 

schema aanpak buitenbeeld jongeren, en noem job carving! 

- De aanpak van buitenbeeld jongeren in Amsterdam 
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- De “etalage” met wajongers van Rapasso 

- De JOB-carving initiatieven in de zorg om ruimte te maken aan de onderkant 

- De ontwikkeling van LOB-programma’s en begeleidingsvaardigheden op ROC’s 

- Inzet grootmetaal? 

 

 

In faucibus nisl vel tincidunt fermentum. Sed et nulla rutrum ipsum imperdiet rutrum. 

Praesent elit quam, imperdiet id quam et, cursus viverra dui. In hac habitasse platea 

dictumst. Nam varius odio sed elit rutrum euismod. In quis est vehicula, tempor augue 

sagittis, hendrerit lorem. Vestibulum ante ipsum primis in faucibus orci luctus et ultrices 

posuere cubilia Curae; Curabitur rhoncus urna justo, id ultricies nisl scelerisque at. Phasellus 

at ullamcorper elit, quis tempor velit. Duis at iaculis odio. Nulla facilisi. 
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4. Summary conclusions regarding curriculum 

content as well as supporting materials 
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