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DO
GET
INVOLVED!

Can’t find the right person
for the right job...?



Where to look 
for young talents, 

where to get 
help and which 

recruitment 
channels are 

available?

How will I 
find the right 

person for the 
right job?



Once I have that 
fabulous young 

talent can I 
retain it?

Is it difficult to 
choose a young 
person with right 

competence 
among many 
candidates?

Will the 
organisation 

benefit by hiring a 
young person?



It is a fact that nowadays the employers be-
come more and more reluctant to employ 
young people. Why is that? Primarily, in 
most cases youngsters are inexperienced. 
The academic qualifications that they might 
have, often do not meet the labour market 
needs, which demands skills and compe-
tences rather than academic knowledge on 
the subject. 

This leads to a clear mismatch between 
supply and demand in job vacancies in 
the labour market; between what compa-
nies ask for and what job applicants have 
to offer. Especially if the young adults are 
coming from a difficult environment or 
belong to groups at risk of social exclu-
sion. 

It is common to hear the complaints of 
employers encountering difficulties in 
hiring the appropriate people, something 
that is quite surprising, taking into ac-
count the high levels of youth unemploy-
ment that our society shows.

Another issue that seems to affect the 
employers’ reluctance for employing 
young people is the wrong attitude, as 
shown in many surveys. In attitude are in-
cluded values   such as responsibility, au-
tonomy at work, versatility, adaptability, 
learning capacity. Some employees say 
that they value these qualities even more 
than experience and training. 
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Moreover, in many cases the employers 
will argue that youngsters are not com-
mitted to the job. If they do not have any 
commitments/responsibilities (children, 
loans etc.) they can easily quit the job 
once they find the first struggle and move 
on to the next one or just enjoy some gap 
time.

Be that as it may, the problem is there. 
There is a considerable gap to the expec-
tations and needs of potential employees 
and employers. And finding the solution 
is highly beneficial for both parties, that 
is what igma3 is here for!!!

In the mind of the 
employer...

“Many businesses, especially small 
businesses, shy away from em-
ploying young job-seekers because 
of the challenges they present.  It 
is often believed that young talent 
lack loyalty to the organisation, are 
unmotivated, difficult to manage 
and want more for doing less, over 
and above lacking skills and experi-
ence.”

All the above factors contribute to high rates 
of unemployment among young adults. 
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The main objective of the igma3 project is to promote employment among the 
young people by providing the employers with right support for searching, choos-
ing and retaining of the young talents. The project bridges the gap of mismatch 
between the employers´ needs and young people´s competences and talents. 

The Current situation

“Do we speak the same language?” “Do we have the same idea of   what it means to 
work?” “And even if we are, should this be enough to achieve a match between sup-
ply and demand in the youth sector?” 

Partly due to the lack of cooperation among stakeholders, very often employers do not 
have the possibility to find competent, dedicated and talented young workers. There are 
young people that have a lot of passion and competence, and are willing to commit, 
but it is difficult to enter the labour market without prior experience. Furthermore, im-
proper communication between employer, employee, counselling services, Adult Educa-
tion, VET, municipalities, and/or Public Employment Services may lead to a point that the 
employers do not discover the right competence. 

A multitude of organisations, which all use their own methods for career counselling and 
job placements. Still, the efforts are in vain for 3 main reasons:

• There is no coordination between them: The same guidance services are 
provided to one person several times or good services are offered at wrong 
moments. There is no flow of information from one stakeholder to another, 
thus repeating services  time and again, without focusing on the issues, the 
needs of the client, his/her deficiencies etc. 

• Lack of professional standard and training for the professionals in the area 
of career counselling.

• A key player is not participating in the efforts, the employer! 
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Although there is a multiplicity of resources for recruiting new young staff these 
resources often give the feeling of loss of time to the employer. Young people with 
difficulties the current processes easily creates a sense of demotivation and loss 
of self-esteem. Furthermore, at the system level the lack of cooperation leads to: 
a) mismanagement of public funds on repetitive measures, b) inability to track results 
and, thereby, possibility for evaluation of provided services; c) disappearance of young 
adults from public system such as municipal welfare or PES system into black market. 
Eurofound estimates that in 2011, the cost of young people’s unemployment was the 
equivalent of 1.21% of GDP, i.e. an annual loss of €153 billion for the EU. 

A prerequisite for the solution of the challenges explained above is the networking 
of all local stakeholders, including employers, and their engagement,  in a process 
of guidance that offers a reality-based tailored model of learning and professional 
opportunities for young people in order το have a successful corporation in the 
labour market.

How to make things better?

If you want competent staff, it will take some of 
your effort. Let us help you to guide your effort 

and make it efficient!

Igma3 offers the tools and support to all 
stakeholders and responds to the need for close 
collaboration among the employers and the rest 
of the stakeholders (PES, VET and Adult Training 

organizations, Counsellors, etc.).
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What’s in igma methodology for an
employer? 

igma Methodology offers an innovative solution for the employer to broaden the 
recruitment processes for attracting young, competent and talented employ-
ees according to the employer´s demands and needs. 

The solution is based on involvement of the employers in local and regional 
stakeholder networks with representation by Public Employment Services, coun-
seling services and youth NGOs for improving labour match opportunity as the 
igma3 methodology offers tools focused on the coordination of strategies among 
organizations as well as on management processes for the labour integration of 
young adults. Employers participating in igma3 will benefit from networking and 
finding the stakeholders that will help them get suitable candidates for their job 
vacancies and according to the required profile. A job insertion that goes further 
with the follow-up and guidance of the young person, which provides guarantees 
of success in the performance of the job. Such a cooperation could guarantee the 
right match from the beginning by giving the employer the tools to design the 
profile needed, the recruitment process and the assessment methods from the 
start. 

The networking of employment services, training, social insertion, NGOs and em-
ployers at the local level allows greater efficiency in the guidance and training of 
young people and a better insertion in the workplace.
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Why get involved?   

 9 Get access to igma3 e–platform for training of stakeholder networks in 
coaching, profiling and assessment of the young adults’ skills to ensure bet-
ter match with employer´s needs. 

 9 Get ready to use tools that will facilitate young adults profiling and assess-
ment for ensuring the right match between the available competence and 
the employer needs.  

 9 Be part of a network for VET apprenticeships and get the opportunity to get 
the appropriate training of people for the positions you need.

 9 Be part of the transnational network of professionals working with counsel-
ing and employment to exchange knowledge and know-how in this area.

 9 Make your business part of the community! Be involved in the local develop-
ment of your region.

 9 Provide feedback for shaping the future labour force.

 9 Be in contact with counsellors, recruiters, VET organizations and be the first 
to know about opportunities of apprenticeships, internships and funding op-
portunities for hiring young adults.

 9 Learn how your business could benefit by hiring young adults! 
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Why hire young Adults?

The twofold approach of igma3 can help us to overcome the obstacles/percep-
tions that prevent us from employing young people. On one hand, igma3 training 
tools aim to better prepare the young adult for the real work environment, and on 
the other hand the stakeholder network promotes efficiency and professionalism 
among stakeholders involved (counsellors, recruitment agencies, PES and employ-
ers etc. ). igma3 truly makes it easy!!! 

To leave behind the skepticism on employing young people, remember that they 
have a lot to contribute, and can play an important role in helping you grow and 
developing an organisation. 

And here’s why: 

• It’s an investment in your future workforce and industry.

• It’s a way to tap into talent in your community or region.

• Young people are often technologically savvy and can bring fresh ideas.

• Coaching of young adults contributes to the development of the skills of 
managers and senior staff.

• Being involved in training is a way to keep up-to-date with developments in 
your industry.

• Having young staff can be good for your reputation and for developing ser-

vices and products for the youth market.
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Bring a fresh image in your 
organization!

Young people are very energetic: They have an abundance of energy and are very 
thirsty for new knowledge. This can be transmitted to their colleagues and help to 
“shake up things” in the workplace. For one thing you can be sure when discuss-
ing young adults, they will be really enthusiastic. You can be sure that they will be 
thrilled about their first ‘real’ job and very eager to learn and develop their career.

Young people tend to walk the extra mile, in order to make a good impression that 
will last and also prove what they can do. As they are very eager to participate and 
contribute they can inspire their colleagues to do so as well.

“They will be thrilled about their first ‘real’ job, and they will always walk the 
‘extra mile’.”

Young employees can help in developing your workforce’s competences: 
Young people can help to grow a workforce. When you design a successful re-
cruitment processes you could result in more successful outputs than expected. 
For instance introducing a young person in a team gives the rest of the staff the 
opportunity to develop their own skills, such as in training, mentoring and manage-
ment. Furthermore, a young person may bring in new and fresh knowledge and 

perspectives, providing new ideas and solutions, and increase good conflict with 
valuable results for the team and the organisation. Finally, young employees 

can help by transmitting their enthusiasm to the team and help avoid the af-
fects that the everyday routine may have to a team, such as the phenomenon of 

“groupthink”.

“They are driven and eager to learn”
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Young people come with benefits: They may lack experience, 
however young employees are generally easier to train, due to being driven, eager 
to learn and have not already experiences that had developed their working behav-
ior and mindset.

“Hiring a young person can give you influence in the kind of employee they 

become. You can work with them to encourage common values and 
good practices from the outset.”

A survey carried out by the UK Commission for Employment and Skills (UK-
CES) shows that the top reasons for employers seeking young people are:

• ability to be moulded (32 % of employers).

• enthusiasm (30 % of employers).

• willingness to learn (20% of employers).

In the right environment and with the right guidance and 
supervision, young people can excel within a company 
and surprise even the most apprehensive of employers.
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Rip the benefits of igma3
Get Involved!

Another useful report summary prepared by Business in the Community in 
the UK, highlights five key reasons why businesses should invest in young 
people based on the views and experience of almost 800 employers:

1 Growing talent and workforce planning: Growing the ‘talent-pipeline’ 
helps to secure future growth and gives a competitive edge.

2 Young people’s unique skills, attitudes and motivation: Employers 
said that young people had a willingness to learn (47%), fresh ideas and 
new approaches (43%), and motivation, energy and optimism (42%). 
When young people are qualified, they may bring more up-to-date skills 
and education into the organisation. Young people tend to be uniquely 
geared towards technology and social media.

3 Workforce diversity: Employers recognise the need to bring in young  
people to ensure that the diversity of their workforce also reflects their 
customer base. A more diverse workforce offers different perspectives, 
skills, values and experiences.

4  Employer brand: Employers bring young people into their organisations 
to engage with their community, which strengthens their employer 
brand.

5 Cost-effectiveness: It is more cost-effective to grow your own 
workforce, rather than trying to buy in skills and talent later on. 
Several international studies which show the returns on investment of 
apprenticeships to the employer, demonstrated that employers are able 
to recoup their costs within one or two years after the training has been 
completed. 
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Education

Employ
er 

Municipality

NGOs

Labour
market

VET

Counselors

The goal of the igma3 methodology is 
to ensure effective guidance of young 
adults into education and labour mar-
ket through coordinated measures 
on stakeholder level, as well as prog-
ress management for social integra-
tion. One important element of the 
methodology is the job placement 
strategies and the methods that the 
career counselors can use for involv-
ing employers in the assessment and 
recruitment processes based on em-
ployers´ needs. One of the main keys 
to success, is introduction of the case 
manager who follows the individual 
progression in cooperation with the 
relevant professionals in the network.

igma methodology has been success-
fully implemented in 8 EU countries, 
namely Sweden, the Netherlands, 
Greece, Norway, Cyprus, Spain, the UK 
and Ukraine. Stakeholder networks in 
all partner countries confirmed that 
the methodology is highly relevant 
for improving quality of services with 
individual needs in the centre. The 
methodology was adapted to differ-
ent groups with long distance to the 
labour market with few to mention 
newly arrived refugees. Low skilled 
and people with different types of dis

abilities. Average success rate of tar-
get group integration into education/
employment in pilot activities was 
between 60 % and 70 % in all partner 
countries.

igma Methodologie
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igma3 e-learning Platform

igma3 training is offered to participants of a regional stakeholder network which 
includes people who are currently working with young people, toward adult educa-
tion, voluntary work or the labour market. The professionals participating in this 
course are part of a constantly developing regional stakeholder network of:

• Employers,
• Practitioners (counselors),
• Decision-makers,
• Youth organisations/NGOs,
• Other people or organisations working with young adults

In the Moodle platform participants can find supporting materials: literature, ex-
amples, exercises for participants, supporting materials for participants and the 
like. These materials can be used in combination with the exercises laid down in 
the curriculum description.

The e-platform offers the 4 module course in 7 languages (English, Swedish, 

Greek, Spanish, Dutch, Ukrainian and Norwegian).

If you want to log in the http://elearning.igma3.eu/ e-learning platform and 
follow the igma3 course contact the partner in your country to receive your 
credentials today !!!
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euprojects@dimitra.gr
www.dimitra.gr

eu@mmclearningsolutions.com
www.mmclearningsolutions.com

info@revalento.nl
www.revalento.nl

info@documenta.es
www.documenta.es

info@ecwt.eu
www.ecwt.eu

spv.smov@gmail.com
www.smov.vn.ua 

For more info
contact the partner in your country !

Project Coordinator:

Project partners:

Bergsbrunnagatan 1,  
753 23 Uppsala, Sweden

T  +46 18680000

E  info.uppsala@folkuniversitetet.se

www.folkuniversitetet.se


