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Project description  

The project starts by recognising that counsellors who work in employment offices, vocational 

and training organisations, NGOs, municipalities and other organisations and who deal with 

working and social integration have a lack of competences in the working integration of difficult-

to-employ people (DTE*).  

 

Project main goals 

● To empower counsellors in employment offices, vocational and training organisations, 

NGOs and local communities for the better use of methods and approaches for the 

working integration of DTE people. 

● To promote the exchange of experiences and good practices among counsellors coming 

from different organisations in the area of working and social integration of DTE people. 

● To empower a “community coordinator” to coordinate community activities – measures 

for the social and working integration of DTE people. The community coordinator will 

better coordinate the activities of counsellors in the process of working integration of DTE 

people in the local community. 

● To improve collaboration and networking among different organisations in the process of 

working and social integration of DTE people.  

● To prepare a programme for the integration of prepared training programmes and 

methodology into the curriculum of VET and other organisations operating in the area of 

working and social integration of DTE people.  

● To prepare methodologies for the identification and certification of informally acquired 

knowledge for the new professional profile – “Counsellor for DTE people”.  

 

 

INTRODUCTION 
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Activities:  

The project partnership will prepare: 

- a training programme for “counsellor for difficult-to-employ people”;  

- a training programme for “community coordinator for difficult-to-employ people” 

and  

- will develop a proposal for a certified programme for “counsellor for difficult-to-

employ people”. 

*DTE people 

The list of DTE people is based on the findings of project partners in collaboration with the focus 

groups’ participants: 

● Young people (especially those) without diplomas or with low educational qualifications, 

young people in a situation of school failure/school dropout, NEET (Not in Education, 

Employment or Training); 

● Seniors (aged 50+); 

● Long-term job seekers (unemployed for 12 months and more); 

● People with disabilities (mobility and sensory disabilities, mental health problems, 

intellectual development problems). 

 

In addition to these four main categories, there are also other people who are difficult to employ 

because of one or more of the below-listed characteristics*: 

● People living in rural areas; 

● Job seekers who are facing social and professional difficulties and who are being 

supported by counsellors; 

● Persons with long-term illness (not certified illnesses); 

● Migrants (first-timers, newcomers, paperless people); 

● Unemployed persons with care burdens (single women and men who live alone with their 

children and have never worked or have not worked for some time); 

● Homeless people;  



 

5 

● Self-employed people with low incomes (people who have created their own business 

and due to economic problems have difficulty finding a new job or who have never 

worked with a boss, etc.); 

● Precarious workers – persons deemed as the working poor; 

● Persons with various addictions (drug and alcohol, gambling, gaming, etc.). 

* All categories are not equally relevant in the participating countries and regions and may also be 

differently presented in different timeframes.  

 

Specifically for participating countries: 

Slovenia: 

● Roma people/travellers – in certain regions in Slovenia (Eastern part)  

● Precarious workers: 

○ Workers with fixed-term employment contracts (including trainees); 

○ Workers in an employment relationship with “the employer providing work” 

(temporary agency work); 

○ Workers with part-time employment contracts; 

○ Students who perform temporary or occasional work on the basis of a referral 

from an authorised organisation; 

○ Persons who perform work on the basis of a civil law contract (work contract, 

copyright work contract); 

○ Self-employed people, especially “economic dependants” (i.e. self-employed 

person, who on the basis of a civil law contract performs work in person, 

independently and for remuneration for a longer period of time in circumstances 

of economic dependency, does not employ workers and obtains at least 80% of 

their income from the same contracting entity) or in cases when elements of an 

employment relationship exist. 
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France: 

● Persons with high and very high qualifications and specialisations. 

● Executives: former company directors. 

● People dismissed for economic reasons. 

● Persons with a criminal record. 

● High-level athletes finishing their career. 

● People who have worked for several years abroad and due to certain reasons must return 

to their country. 

● Refugees (political or economic asylum-seekers or war asylum-seekers). 

● Soldiers who have left the army: former soldiers having left the institution, former 

wounded soldiers, former civilian personnel seeking employment, military spouses. 

● Ultramarines: people from French overseas territories. 

● People from the LGBTQIA community. 

● People without a stable home, including those who are staying with a third party. 

● Invisible persons: trafficking victims, people declared dead. 

● Roma people/travellers. 

● Following the end of a mandate as an elected official or syndicalist (who does not wish to 

return to the position they held before the mandate). 

● People living in a specific urban area or neighbourhood. 

● Precarious workers: 

○ Fixed-term jobs in industries or professions where the unemployment rate is high. 

○ The absence of unemployment insurance. 

○ Insufficiently paid work to live in acceptable living conditions. 

○ Jobs with substantial geographic mobility clauses, 

○ Jobs in a company in financial difficulty within a sector undergoing technological 

change, where the probability of being made redundant “for economic reasons” is 

high. 

○ The state is unable to protect an employee from non-compliance with their 

employment contract or undeclared work. 
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Italy: 

● People dismissed for economic reasons. 

● Refugees (political or economic asylum-seekers or war asylum-seekers). 

● Prisoners and persons in alternative sentence status. 

● Persons with care-giver burdens of persons with difficulties or in need of assistance. 

● Precarious workers: 

○ Seasonal workers who work only during winter or summer, depending on the place 

where they work, and cyclically benefit from unemployment allowances during the 

time they do not work and wait for a new season to start. 

○ School staff (teachers, administrative clerks, technical assistants, etc.) who still do 

not have permanent contracts and get fixed-term contracts that could last some 

weeks, months or one school year and can vary year after year. 

○ People working in culture, event production or in the entertainment industry. 

○ Other people who, beyond their willingness, cannot manage to get permanent 

contracts and need to change jobs often, in some cases for personal situations, in 

other cases because of the specifics of the sector in which they work or due to 

other exogenous factors, including labour market changes. 

○ Please note that, in Italy, permanent contracts are required to get house rental or 

financial loans, so precarious workers have to cope with a series of issues that go 

beyond the job itself. 
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The competence model presented in this handbook was created by the 3 countries 

participating in the project (Slovenia, Italy and France) and carried out in two main phases: 

The first phase was for each partner country to seek information regarding current 

competence models (models that are used in employment offices, NGO offices, or various studies 

and materials) of counsellors who are dealing with DTE people. In this case, one analysis of all 

categories (common and specific ones) was necessary and has been included in this handbook. 

On this basis, each partner prepared a short report on the findings and then a common 

and general competence model was developed. 

After the preparation of this model, the partners worked on the organisation of several 

participatory research (PAR) studies in order to present the competence model and to collect 

opinions on the identified competences or to add/exchange/think together about areas for 

improvement. 

The second big phase was the participation of 5 focus groups (PAR): 2 for Slovenia, 2 for 

Italy and 1 for France. During these PARs, many topics were discussed: the competences that 

have been added, the key competences and the competences that should be further developed 

and also the challenges identified.   

The competence model was well accepted by participants and the comments were 

positive and gave ground for improvement of the first draft of the competence model. The 

participants generally confirmed their interest in our project/competence model. The 

development of workshops, as well as used methods and outcomes were presented. Participants 

in the PAR came from employment services, employment centres, youth support programmes, 

social integration programmes, disabled companies, etc. 

After these 5 focus groups, we organised another 2 meetings of the partners in order to 

integrate all the comments and explanations and to be able to finalise our competence model 

which will be used thereafter by all the counsellors dealing with DTE people. 

 

METHODOLOGY 
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Competence model for counsellors for difficult-to-employ people 

As already mentioned, the competence model was prepared by the 3 participating countries and 

discussed and debated with different stakeholders. The competence model is divided into 3 

categories in terms of the activities related to: 

1. Technical competences 

o Labour market and territory 

o Job supply and demand 

o Support employers 

o Support DTE people 

2. Know-how competences 

o Communication 

o Digital orientation 

o Professionalism 

o Identifying and solving challenges 

3. Know-being competences 

o Commitment, reliability, persistence 

o Client orientation  

o Personal development/orientation and flexibility 

o Accepting and respecting diversity 

o Cooperation and multidisciplinary 
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2.1. Labour market and territory 

2.1.1. Be able to monitor the situation in the (local) labour market and to identify employment 

opportunities in the (local) environment: 

● Ability to share reliable information on employment and the labour market. 

● Ability to establish links with companies and institutions in the work environment by 

providing them with labour market information and with the possibility to also involve 

DTE people. 

● Acting proactively. 

2.1.2. Be capable of mobilising the knowledge and resources of a territory to contribute to 

collective actions on employment: 

● Ability to provide advice to the stakeholders in a territory (public or private organisation, 

employers from all activity sectors, local communities, etc.) relating to employment, skills, 

recruitment, and by using the knowledge of the territory or a particular field. 

● Capacity to contribute to collective performance (advice and counselling to other 

counsellors and also other actions of collaboration between counsellors; networking) by 

taking part in the analysis of needs and resources and monitoring the situation in the local 

labour market. 

2.1.3. Have the knowledge of how to promote adapted services and provide useful information 

for recruitment and return to sustainable employment: 

● Knowledge of all the possibilities and opportunities in the local environment (including 

available services offered by counsellors’ organisations and partner organisations) in 

order to mobilise them according to the needs of the interlocutor: programmes, projects, 

organisations, institutions, labour market conditions, etc. 

 

Technical competences 
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2.2. Job supply and demand 

2.2.1. Be able to act at the right time to prevent difficulties related to job seeking and 

recruitment by understanding all the available sources: 

● Ability and knowledge to carry out targeted actions adjusted to job seekers and 

employers based on the analysis of individual and collective available information, in 

order to support the revitalisation of the path of job seekers and/or remove the obstacles 

encountered during recruitment. 

o Actions for job seekers: presentation of training possibilities, internships in 

companies, specific workshops and information sessions.  

o Actions for employers: presentation of financial aid and specific contracts, 

information sessions, and recruitment forums. 

2.2.2. Be able to identify the skills to match job supply and demand: 

● Capacity to analyse the matches and gaps between the skills held and specific 

expectations of the job seeker and the skills needed and specific expectations of the 

company, in order to find solutions to reduce such gaps. 

2.2.3. Be able to promote and value relevant candidates for successful recruitment: 

● Capability of selecting candidates in order to meet the needs of the company, formalised 

or not by a job offer. 

● Knowledge of how to prepare the candidate, taking into account the specificities of the 

company and the position offered; to support the job seeker in the preparation for the 

interview during a targeted recruitment (interview, communication, job interview 

techniques). 

2.3. Support employers 

2.3.1. Be able to support the recruitment process considering the needs of the company: 

● Capacity to propose personalised solutions to companies. 
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● Ability to analyse the situation of a company, taking into account the labour market and 

the characteristics of employment in a specific territory, in order to establish and share a 

personalised diagnosis, leads and levers for action to find a solution. Encourage the 

company to mobilise the service providing the solution to the recruitment problem with 

regard to the labour market. 

o Give HR advice and support in the recruitment process, in particular by mobilising 

schemes for pre-selection and evaluation of candidates. 

o Provide advice and develop solutions tailor-made for companies (legislative 

framework, raising awareness, etc.). 

o Ability to follow up and/or support the companies and maintain a strong 

relationship. 

o Ability to help employers in a constructive process to identify priorities to bring 

out solutions adapted to their requests and needs. 

● Ability to mobilise and coordinate all internal and external resources (for DTE counsellors, 

other counsellors, VET organisations, financial resources, etc.) aimed to secure each of 

the stages:  

o Approaches related to job search or the creation,  

o Takeover or development of a company. 

● Have the expertise to implement and support actions that reduce skills gaps in order to 

allow recruitment and sustainable integration into employment: specific training and 

actions for the empowerment of employees, analysis/evaluation of skills required for the 

targeted job position.  

2.4. Support DTE people 

2.4.1. Have the capacity to analyse and recognise individual needs: 

● Knowledge to be able to establish a diagnosis: analyse the situation of a job seeker taking 

into account the labour market, personal circumstances and obstacles in order to 

establish and share an individual plan.  

● Knowledge of how to detect the key factors that define a DTE person. 
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2.4.2. Have the capacity to support the construction and implementation of a professional 

development path in order to secure the return to sustainable employment: 

● Ability to support DTE people over the long term by securing the professional career/ 

training path of DTE people. 

● Ability to help DTE people in a constructive process to identify priorities to develop 

solutions adapted to their requests and needs. 

● Knowledge to stimulate or to (re)activate the motivation of the DTE people. 

● Ability to encourage and develop self-esteem in the DTE person. 

● Knowledge of how to value professional experience and how to highlight the transversal 

competences of DTE people.  

● Ability to understand the person's psychological, social and relational functioning. 

● Ability to support the DTE people in: 

o the exploration of DTE people’s orientation choices (managing interviews to 

identify personal and professional resources that can be used in the labour 

market),  

o the definition of DTE people’s professional target and action plan (analysing the 

personal and professional path of DTE people), 

o the presentation of DTE people to employers, 

o the implementation of the employment plan until sustainable integration into 

employment or activity (developing personalised pathways to employment). 

o the awareness of the importance of being at the heart of DTE people’s career path, 

asking specific and well-reasoned questions to understand DTE people’s desires 

and real skills, 

o the awareness of the importance of taking care of DTE people’s comfort, 

promoting self-awareness of what they need, what to do and when, etc.). 
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2.4.3. Being able to monitor the social and work integration in the company, users and their 

personal environment: 

● Ability to prepare a monitoring and/or support programme for each DTE person, in 

cooperation with a multidisciplinary team, in order to promote the process of social and 

work integration. 

● Ability to monitor the user in line with the planned programme to ensure job retention. 

● Capacity to organise contacts with the company and determine their frequency, in order 

to assess the process of the social and work integration of the user. 

2.4.4. Have the expertise to implement and support actions that reduce skills gaps in order to 

allow recruitment and sustainable integration into employment*: 

● Ability to support job seekers/working people in the choice and implementation of: 

○ skill development actions or schemes, 

○ validation of acquired skills, 

○ adaptation of skills to the workplace and sustainable integration into employment, 

○ empowerment of unemployed/job seekers. 

* It is mainly a question of how to reduce the skills gaps by implementing specific actions: knowing how 

to support DTE people in the choices to develop or update certain skills, taking into account the gaps 

between the profile of the job seeker and the targeted job position and by analysing the added value of 

these choices with regard to the labour market. 

This point is different from point 2.4.2. which takes into account all the general actions/measures, more 

precisely, the global support of DTE people. 
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3.1. Communication 

3.1.1. Know how to adapt the communication to diverse interlocutors: 

● Knowledge and use of communicative, linguistic and relational mediation techniques 

between the DTE person and the employer; the ability to translate what is intended to be 

communicated between interlocutors (getting the point of view of both parties across). 

● Ability to maintain a balanced and neutral position in the mediation between the 

interlocutors. 

● Ability to communicate properly with job seekers, employers, organisations, partners, 

individuals and groups with different cultural backgrounds, the media, etc. 

3.1.2. Be able to implement communication and negotiation skills: 

● Ability to use communication skills (encouraging an active approach to job seeking, 

conveying confidence and hope, being acquainted with principles of "non-violent 

communication”, etc.). 

● Ability to use negotiation skills (verbal and non-verbal communication, active listening, 

emotional intelligence, patience, persuasion, planning, adaptability, value creation, 

problem-solving), thus managing to analyse contextual elements and cope with stressful 

and conflicting situations while maintaining self-control and mobilising internal or 

external resources and stakeholders, if necessary. 

● Ability to structure and connect communicators, and to transmit or exchange information 

in a targeted manner to deliver a clear and concise message. 

● Ability to adapt written and oral communication to the interlocutors in order to deliver 

messages by using the appropriate channel and taking into account the context. 

● Knowledge of clear communication and realistic terms, making clear the reason for 

choices and perspectives (for both speakers). 

Know-how competences  
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3.2. Digital orientation 

3.2.1. Developing digital competences: 

● Knowledge of the impact of digitalisation on working methods, the work environment 

and the challenges of digitalisation as well as the main uses of digital tools that can be 

mobilised to increase performance and quality of service. 

○ On the one hand: the knowledge of internal applications for job seekers or 

companies; online platforms for video conferences: ZOOM, TEAMS or the various 

Office tools;  

○ On the other hand: the promotion of digital tools to job seekers and companies, 

including support in getting the digital ID system. 

3.2.2. Be capable of using internal and external collaborative tools and software, appropriate 

techniques and apps to ensure effective work and counselling: 

● Understanding and knowledge of how to use internal and external collaborative tools and 

mobilise them to exchange and share information, best practices or feedback within 

digital communities (e.g. know how to use customer relationship management and 

management systems to keep track of a person's pathway). 

3.3. Professionalism 

3.3.1. Be able to apply the legislative and regulatory framework (i.e. labour laws and social 

security laws): 

● Ability to mobilise knowledge relating to the legal, conventional and statutory rules of the 

consulting field to carry out and secure the productions and services related to 

consultancy. 

● Knowledge of the professional environment and the rules of the profession. 

3.3.2. Be able to ensure your own professional development: 

● Ability to research, monitor, select and capitalise information by mobilising different 

sources, in order to know the evolutions of a field, to enrich one's knowledge, to 
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anticipate events, to adapt methods and procedures (regarding employment of DTE 

people) and to provide help with the decision. 

● Knowledge of the internal environment of the company, organisation, services delivered 

and internal processes, in order to carry out the consulting activity in line with the strategy 

of the company, taking care of its reputation and positive image. 

● Knowledge of how to be familiar with novelties and innovations in the professional field 

and with other professional fields and institutions related to labour and the labour market 

(this item is related to different areas of knowledge but also acquaintance with different 

institutions and organisations working with DTE people). 

3.4. Identifying and solving challenges 

3.4.1. Be capable of identifying and managing challenges: 

● Knowledge and implementation of problem analysis techniques and use of different 

perspectives and approaches to identify opportunities, and to find and provide the most 

appropriate solutions in the implementation of services. 

● Ability to exert a "no judgement" approach on the one hand and perform decision-making 

on the other. 

● Ability to manage and solve different situations - issues, challenges, problems - that may 

occur between the company and the job seeker and involve different stakeholders if 

needed (i.e. the job seeker has not understood the job description and gets angry, or they 

no longer agree with the responsibilities they need to carry out, they do not show up for 

the interview and the company blames the adviser, etc.). 

● Ability to take into account the decisions/ideas/tasks of the interlocutor (job seekers, 

employers, partners, and other counsellors for DTE people) to build together a shared 

solution. 
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4.1. Commitment, reliability, persistence 

4.1.1. Be able to listen and act with respect and firmness: 

● Ability to carefully and actively focus attention on the interlocutor. 

● Capacity to motivate the interlocutor to express their words freely and confidently and 

improve the quality of the exchanges. 

● Ability to relate with active listening, empathy and patience. 

4.1.2. Know how to use resources and means ethically: 

● Capacity to respect and implement the fundamental values and ethical principles, rational 

use of all resources and means, consistent adherence to agreements, rules and deadlines 

and protection of business and personal data. 

● Ability to give and activate trust in people towards the labour market and their role. 

● Capacity to create the conditions for the employer to trust the counsellor's work and the 

categories of more fragile persons to be included. 

4.1.3. Be able to take initiative and to act responsibly: 

● Capacity to explain their choices with regard to the commitments made. 

● Capacity of persistence and motivation to reach goals despite internal and external 

challenges and obstacles in the employment of DTE people. 

● Ability to implement actions to achieve the objectives by anticipating and dealing with all 

the encountered situations to obtain the expected results. 

● Capacity to act flexibly and take into account developments and obstacles that will occur. 

 

Know-being competences 
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4.2. Client orientation  

4.2.1. Have the ability and desire to direct the action towards the wellbeing of all the 

interlocutors (the most important are the DTE people, but also employers): 

● Capacity of positive and constructive relationships with the various stakeholders and 

interlocutors and maintain a high level of satisfaction (and motivation for DTE people) by 

offering services tailored to meet their needs and expectations within the rules and 

possibilities. 

● Ability to be transparent and honest, both with employers (on the type required, work 

environment, etc.) and with the people to be employed (be realistic about one's 

possibilities and employability conditions). 

● Ability to be aware of strengths and limitations in the role. 

● Have a knowledge of their needs and who we are and what we can/cannot do and say. 

● Capacity to have and to maintain self-motivation. 

● Ability to establish the limits of the path taken together. 

● Ability to enable people to identify priorities and to bring order to the needs brought. 

4.3. Personal development/orientation and flexibility 

4.3.1. Have the capacity to act on the personal development: 

● Capacity to seek to learn and develop the competences needed from the perspective of 

continuous personal/professional improvement (in the area of DTE people and 

employers). 

● Knowledge of developing creativity and self-initiative, continuous (self-)improvement and 

applying new skills. 

● Ability to volunteer for training (to know when the counsellor has to do a training course, 

know when the counsellor is in demand to learn a new competence or to insist on a 

competence already used). 

● Ability to have self-awareness before handling situations on other people's awareness. 
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4.3.2. Be able to evaluate all the practices or the actions implemented: 

● Knowledge of self-questioning by taking a step back from the practices (also a kind of self-

evaluation) to wisely mobilise the resources and adapt the action methods and priorities 

to changes and needs, in order to perform work effectively.  

● Capacity to switch between tasks and assignments, with a focus on the priorities. 

● Ability to adapt to the audience (including DTE people) according to their needs, 

characteristics, and all possibilities offered, in order to wisely mobilise the resources and 

practices available for counsellors; adapt the methods and procedures (adaptability but 

also responsiveness). 

4.3.3. Have the ability to coach: 

● Ability to carry out interactive workshops and take on a coaching role: using photo-

language and icebreakers, involving them more and more, and not using workshops full 

of information or using only a theoretical approach.  

4.4. Accepting and respecting diversity 

4.4.1. Have the capacity to know, understand, respect and accept diversity: 

● Ability to have sensitivity to problems based on personal circumstances, cultural and 

social backgrounds and belonging to different social groups. 

● Capacity to ensure equal and fair treatment for different clients, social groups and 

cultures: sovereign, independent and professional treatment of clients, taking into 

account various normative regulations, the legality of the consulting process and business 

cooperation, the scope and possibilities of measures, the situation on the labour market 

and the characteristics of different clients. 

● Capacity for consideration of common interests, respect for the opinions of others, 

finding and accepting compromises. 

● Capacity to promote active citizenship (know how to respect all citizens, public 

institutions and the laws and rules of society, to have mutual and tolerant recognition of 

individuals, to be aware of all duties towards society and to be open-minded). 
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4.5. Cooperation and multidisciplinary 

4.5.1. Be able to have a strong relationship capacity: 

● Ability to build, cultivate and maintain relationships: cooperate with team members 

and/or different integration and employment actors by developing actions and building 

solutions to achieve a common goal. 

● Capacity to connect behaviours and actions, create a positive atmosphere, accept tasks 

as challenges, help colleagues and partners, and provide and exchange relevant 

information. 

● Ability to learn from the experiences of other territories, including (and especially) 

European ones. 
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