Book 1

RESEARCH &
CONCEPTS
- CONFIDENTIAL To protect the identities of the people involved in this study, the following
presentation is strictly confidential.
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SUMMARY
During this phase of work we have
met 19 young people deemed to
be ‘vulnerable’ across a number of
situations in relation to employment
and education.
We began by asking what service would
build the capabilities, networks and
motivation vulnerable young people
need to sustain work and learning and to continue to progress. Through
this work, we now understand these
people not as a homogenous group
of “troubled youth”, but as a set of
individuals with diverse strengths and
interests. Categorising these people
according to their ‘weaknesses’ is
clearly unproductive: their various
mental and behavioural issues are not
reliable indicators of what motivates
them nor the capabilities they need to
engage in and sustain work or learning.
We have been able to see the
employment system through their
eyes, at a time when the rules have
changed, meaning any young person
who does not find work in a limited
time must return to education, and
when many of the more vulnerable
are being re-assessed as “open for
work” under a new classification
system. In the eyes of the young people
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we met, the employment system
is a series of fragmented activities
with little meaning or purpose and
little consistency or progression. It
is not a developmental journey, nor
one that connects them to the wider
community in any meaningful way.
Having grown up with fragmented
lives or in situations where they
didn’t fit the mould, entering the
employment system represents even
greater disconnection. Most of our
young people were no longer ‘part’
of anything, or had found themselves
roles among negative peer groups.
What we heard most strongly from
these young people is a desire to
belong. They want to be recognised for
making a valuable contribution, and
they want to forge a new identity that
will allow them to leave behind the
associations that currently hold them
back.
Their experiences from the current
employment system include new
situations where they don’t belong,
where success is measured by finding
a means to ‘occupy’ them in taking
education which didn’t work the first
time around, where activation means
producing CVs that communicate no

value, and where they are categorised
alongside - in one of our participant’s
words - ‘other slackers’.
This is important to us. It means
that the aim of our work needs to be
focussed more on social engagement
than on hard skills. Relationships, a
purposeful role, and feeling needed
are what engage these young people.
Without that relational infrastructure,
investment in hard skills cannot be
provide a return.
What’s needed are the right
relationships and social conditions for
young people to sustain engagement
and thrive. Work - or productive,
immediately rewarding activity
contributing to real things with real
people - is the better means to finding
enough meaning and purpose for
young people to overcome challenges
in the rest of their lives. It is more
immediately engaging than education.
However, we have seen that through
this experience comes a deeper
appreciation of and desire for the
value education can bring. Emotional
resilience and psychological support
- which many of these young people
need - can be better developed in
action. There is too much time spent

waiting to get better, and ‘failing’
within structures not equipped to help
young people bounce back.
Overall, we have seen that:
- This is a social/relational task. We
need to create a system that builds the
right relationships and connections
around young people: exposing them
to difference, mixing them with peers
who are ‘doing well’, finding the right
social fit with employers and mentors,
and connecting them to the wider
community where opportunities are
generated. It should put the emphasis
on service, contribution and purpose.
- The young people we met can be
segmented into three groups according
to what drives them and what they
need to stay engaged. This is the basis
for generating solutions that resonate.

education, placements and work.
It must represent consistency and
progression over time. Any activity
must be underpinned by reflection
so that young people make sense of
their experiences and develop a strong
narrative.
We want to build services through
which young people thrive, rather than
survive, their journey into work.
In this booklet, and the accompanying
set of profiles, we introduce the
young people we met (p. 6), share
our top insights from their stories (p.
12); present a segmentation that is
actionable (p. 16) and outline three
potential solutions (p. 21). These
concepts are at an early stage but
indicate areas for prototyping in the
next phase.

There is a set of principles that work
for this group of young people:
- immediacy, failure as a virtue,
responsibility first
These are lacking in and often counter
to normal employment system
practice; we must build on these
principles to be successful.
The bigger opportunity, and this
goes for all young people, is to build
a developmental journey alongside

A selection of design tools used during qualitative research interviews.
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INTRODUCTION
Rockwool Fonden, working in
collaboration with Jennie Winhall,
recently launched a program to develop
a series of concepts that address
alternative models for employment
services in Denmark.
In the first step, the team conducted
a scoping study to map out the core
characteristics that define the current
employment system, including its
problems and obstacles. This allowed

In this phase of the work, Rockwool
enlisted CIID Consulting to conduct
qualitative field research with Danish
youth who have challenges gaining
access to education and entry into
employment.

The focus of this project was the
following question:

What service will build the
capabilities, networks and
motivation vulnerable young
people need to engage
in and sustain work and
learning and continue to
progress?

Soft Launch

Concept Directions

Co-Creation &
Prototype Plan

Segmentation

Analysis & Insights

CIID: Insights &
Concepts

Field Research

Scoping

the team to identify where new
opportunities could play a beneficial
role.

PROJECT GOALS FOR THIS PHASE
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1.

Collaborate with a team of subject matter experts and research specialists to collectively gain insights
into the lives of Danish youth who have challenges gaining appropriate professional skills, access to
education and entry into employment.

2.

Conduct in-context field research with a group of job-seeking youth in multiple locations and social
circumstances to provide a clear and insightful picture.

3.

Frame our insights by creating a behavioral/attitudinal segmentation that would drive generative concept
development.

4.

Brainstorm and communicate an initial set of high-potential concepts and opportunity areas for further
exploration.

PROJECT SCOPE
During this 7-week-project, CIID
Consulting has conducted 19
qualitative interviews with people
of different gender, ethnicity and
circumstances, between the ages
of 17 and 25. CIID also facilitated
several impromptu conversations
with teachers and employees at the
locations that were visited. The 4
different locations visited ranged from
a production school to a 24-hour care
center for particularly vulnerable
young people.
The field research has resulted in 12
profiles, a needs-based segmentation,
5 broad insights, 4 desirable shifts and
3 concepts that embody opportunity
areas for further exploration, all of
which will be elaborated in these 2
booklets.

RESEARCH
APPROACH
CIID’s approach to research,
emphasizes being in the context with
the respondent.The focus of these
qualitative interviews has not been
to obtain proof, but rather an indepth understanding of the life of the
individual involved, their story, and to
spark new ideas. Narrowing in,looking
for proof, will happen later during
experience prototyping.
In order to get the most out of the
research sessions, CIID created tools
to facilitate the conversation. These
tools were improved throughout the
process, and were used both as an
icebreaker and as an aid to better
focus on specific aspects of the
respondents story.
Through institutions such as job
centers and production schools,
CIID recruited people with various
diagnoses and life circumstances.
Our aim was to achieve a broad
representation of the vulnerable youth,
not just in the sense of age, gender
and ethnicity, but also regarding how
familiar or inexperienced they were
with ‘the system’.

A qualitative, in-context interview in progress
at Korsør Production School, using a custom
investigative design tool.

The contextual interviews with the
vulnerable young were centered on
themes, such as:
•

Their personal journey so far

•

What’s currently happening in
their life?

•

Attitudes to work and experiences
of learning

•

Their capabilities

•

Their network and relationships

After the interviews were conducted,
the CIID Consulting team, along with
a psychologist, analyzed the material
to identify opportunity areas, as well
as developing a segmentation of the
vulnerable youth. This served as the
foundation for 3 concepts for further
exploration, which will be detailed in
the following material.
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WHO ARE THE
VULNERABLE YOUNG?
CHALLENGES
Of the 19 young people we met,
10 have recovered from or are
undergoing investigation for a
mental health condition, learning or
cognitive disorder. Those range from
Depression, ADHD, OCD, anxiety,
severe dyslexia and depression with
psychotic features. One person suffers
the neurological condition epilepsy.
7 of the 19 disclosed to us that they had
experienced severe neglect, trauma,
abuse or violence in their childhood or
recent past.
Others had experienced loss, the
removal of a child, relationship
breakdown with their parents, severe
debt, major transitions, refugee status
and cultural conflict.
8 were current or past drug users.
6 had been part of gang or criminal
activity, with 3 having criminal
convictions.
There were indications that 9 also have
siblings with significant challenges
such as autism or criminal activity.

Dropping out and staying out: Several
had experienced major life or health
events - pregnancy, depression,
immigration. They had remained out of
work or productive activity for extended
periods of time which had become
damaging to their ability to back on the
ladder.
Completion and no progression:
Some had completed several of
the short courses and placements
offered but had not progressed from
there, and so were stuck in a cycle
of underemployment and mandatory
activity that had gone on for more than
5 years.
In and out: Some had a pattern of
not completing courses or sustaining
jobs. From the outside it looks like
some young people mirror in their
work activity the ‘attachment disorder’
their fragmented lives have created.
However the difficulty at this young
age is that it is hard to tell how much
churn is a natural part of finding
one’s feet. For some of the older
ones this was a more obvious pattern
of disengagement and for some of
the younger ones this looked like a
reaction to external events.
The top reasons for dropping out were:

PATTERNS OF
ENGAGEMENT
All of the young people we met had
dropped out of education or work, had
not completed placements, had been
prevented from continuing because
of their refugee or health status, or
had not come back into the labour or
education market after a transition or
childbirth.
We saw a number of different patterns
in engagement:
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•

Social - not feeling like they fitted
in, disliking colleagues, not getting
on with the boss, feeling no
connection to or belonging in the
institution, feeling disillusioned by
what was on offer.

•

Health related - e.g. depression,
recovering from trauma.

•

Transitions and life events - e.g.
caring for a parent, moving to a
new place, getting pregnant.

•

Otherwise engaged - being part

of alternative status or income
systems, e.g. making subsistence
amounts of money (sometimes
legitimately) from patchy work not
recognised by the system, being
part of a gang, having a partner
involved in drugs.
•

Inappropriate conditions - e.g.
cognitive functioning doesn’t fit
with ‘normal’ education or work.

CURRENT REALITY
At the point at which we met our
participants:
•

4 were looking for work

•

5 were waiting for an educational
course to begin

•

4 were waiting for an educational
course to begin, or applying for
jobs and were taking part in a
‘voluntary activity’

•

3 were in a course

•

3 were in a work or vocational
placement

•

3 were not looking for work or
education, through depression or
disengagement

We met these young people at a
particular moment in time for them
which coloured how they expressed
their current reality.
One group had just started placements
and were in a ‘honeymoon’ period
where they had broken a negative
pattern of inactivity and learnt
something new about themselves.
They felt they had stepped into a new
identity and as a result were feeling
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more confident and positive about
the future. They had not yet had to
overcome setbacks and so felt full of
fragile possibility.
One group was experiencing what
was needed to sustain work or
education over more than a number
of weeks. They were reflective about
the conditions that were helping them
do that and aware that they needed
support to keep on the right track.

stronger relationships with others
on their way out and also up.
•

A small number of people had
expanding positive reference
points, mainly coming from new
relationships they had developed
through work.

A DESCRIPTIVE MAP

Two people were progressing upwards.
They could tell a good story about how
their everyday was contributing to
their eventual goals and how they felt
purposeful.

To help us understand the dynamics
of how our participants relate to the
current employment and education
system, we created the map on the
right.

A number of people had dropped out
and were ‘waiting’ for education or the
next placement. For some this position
felt more ‘stuck’ than for others;
they had fallen harder. It seemed
that for some this was a process of
reorienting - figuring out what to do
next. For others it was affirmation of a
negative path, e.g. to go back to gang
activity. Some were actively resisting
engagement, either where their
depression became a kind of protest or
where they felt they could get by better
without formal work.

Our participants are grouped
according to whether they are utilising
the services the current system
has to offer and conforming to it’s
expectations, or whether they are
resisting or gaming the system, or
forging their own path counter to what
is considered to be the norm. Then
they are mapped according to whether
that is creating positive or negative
progress for them in terms of finding
and sustaining work, education or
productive activity.

NETWORKS
We asked people about their social
networks and the influences around
them. We found that in general social
relationships were inward looking
with high bonded capital but very low
bridging capital, or with extensive
negative peer relationships. We saw
the following types:
•

A single non-parental adult
figure - relied heavily upon for
psychological support and advice
in a close relationship of trust.

•

Tight mutual dependency with
friends or siblings - often in a
role where they could contribute
genuinely, by helping or caring.

•

Negative peers and family
members - keeping them in
negative patterns where they
experienced a clear role, status,
power or control. Some had had
the courage to deliberately make a
break from these groups, either by
severing friendships, moving away
completely or building new and
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What is interesting about this map
and the segmentation that follows is
that mental illness and behavioural
challenges are not determinants of
where a young person is positioned.
Here are the positions we then find
young people in:

Making it
These young people, although facing
different challenges, are using the
tools and opportunities on offer
through the current system to achieve
their goals, and it is working well
for them now. They need the right
conditions and relationships around
them and then their own determination
will carry them through.

Being carried
Lucky enough to have fallen into a set
of conditions that are carrying them
forward but may not last as there is
little personal determination involved.

Struggling to stick with it
Doing their best to use what is on
offer, but against the pull of previous
backgrounds, external circumstances
or health barriers, this is a motivated
but fragile group.

Stuck
This group is doing everything it
‘should’ be, taking part in what is on
offer, but lacking in the determination
or personal skills to move forward.
As a result they are stuck in an
unproductive cycle. As they get older
this is having as increasingly damaging
effect on their self esteem.

Forging their own path
This group doesn’t ‘fit’ the mould for
whom most support is designed, either
because their cognitive difficulties
make it difficult for them to sustain
normal working patterns or because
their interests lie in alternative
communities and fields that don’t
match the concept of consistent
work. However they have found
‘workarounds’ that mean they are
forging their own positive paths despite
the demands of the current system.

Resisting/protesting
This group has opted out. Suffering
from depression, rather than being
in active recovery they are resisting
the options on offer in protest and
feel stuck as a result. They need an
invitation to contribute their skills in an
authentic way.

Otherwise engaged
This group is not fundamentally
interested in formal work as a means
of progression. They have found that
other activities work well for them
and for the moment assume that is
the better route to take. They need an
invitation that will open them to the
possibility of change.

Rejecting the system/going
their own way

OTHERWISE
ENGAGED

COUNTER
CULTURAL

REJECTING/
PROTEST

Negative
progress

Positive
progress

BEING
CARRIED

STRUGGLING
TO STICK
WITH IT
STUCK

MAKING IT

Conforming to the system/
making use of it

Descriptive map of the dynamics of the participants
and how they relate to the current employment and
education system
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EXAMPLES OF
PEOPLE WE MET
In this section we will briefly introduce
four of the people we met. In the
second booklet, “Profiles”, 12 of the 19
will be described to offer a more indepth view of the people we have met.

Josefine, 22
Josefine lives by herself and attends
Path Finder in Roskilde.
She recently dropped out of KEA,
multimedia studies, because it did
not meet her expectations and she
experienced dysfunctional group
dynamics.
She suffers from a heavy depression
which she is being medicated for and
attends therapy both as an individual
and in groups.
Right now, her only focus is to create
a daily routine while recovering and
in her words, build up energy for the
month of May, which will be centered
around family events:

“I can’t think further than May right
now. I need to gather all the energy
I have to be able to cope with all the
birthdays and family events that are
happening there. It’s really draining for
me to be around people that much”

She has applied for the pedagogue
seminar and expects to start this
summer, which she is not particularly
excited about, but hopes it can become
the stepping stone to study psychology,
since her dream is to help others.

The cover of a folder of educational material
(economics) found at the Path Finder school.
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Dennis, 17

Fadilah, 24

Rachid, 25

Dennis has just moved into his own
studio apartment in Amager. He is in
the process of finishing the 9th grade
at Spearpoint, through which he also
got an internship at at Hotel.

Fadilah is a single parent, who came
to Denmark from Somalia when she
was 2 years old. She suffers from
depression and lives off social security.

Rachid is going through the program,
in their own words called, ‘nyttejobberne’ at the Roskilde fire station.
He has dropped out of several
educational programs, but have also
completed various activities. However,
he cannot make it work for various
reasons, inlcuding a lack of available
jobs or due to the loss of a driver’s
license.

Dennis considers himself an orphan.
His mother, a closet-alcoholic,
committed suicide when he was 13
years old and he does not have any
contact with his father, who told him
he was a living abortion. He lived
with his mother’s boyfriend for some
time after she passed and describes
this time as being a zombie, not
remembering much.
Dennis has attended various schools
and has, just like his older brother,
been thrown out. Once he attended
U-turn, which is a drug rehabilitation
program, where he did not feel like
he belonged, and also got thrown out
of. It was Spearpoint that made the
internship at a hotel possible:

“I expected less than what I got at the
hotel. I get to try everything. I’m not
just hidden away. They slowly gave me
a longer and longer leash. I want to
show that I can handle it”

He explained the first meeting with the
leader of the hotel was a very pleasant
one, where the leader too revealed that
he also had been through tough times.
The match between Dennis and the
hotel is a great one and he now has
a job contract ready for him when he
turns 18.

She has completed the 10th grade
and has most recently worked at an
elderly-home, where she really enjoyed
working with the inhabitants but did
not get along with her co-workers. She
quit when, at 19, she got pregnant.
She found herself in an abusive
relationship with her husband and
had to flee, with her son, to a womens
shelter. She managed to save up
enough money to get a divorce from
her son’s father.
Today, recovering from her depression,
she struggles with living between two
cultures. Her mother pushes her to
stay true to her culture and does not
understand why Fadilah wants her
son to be in foster care every other
weekend.
During the day she hangs out with her
friends. She is the one that can both
cause and solve conflicts, which gives
her a sense of achievement.

“I’m with my friends all the time. We
do everything for each other. They
are hanging out in my flat every day
because that way my son can be in his
own home. That way he feels safe”

Fadilah’s plan is to start the SOSU
education in August, but if the SU is
lower than what she receives in social
welfare, she will prefer social welfare.

He has a solid family background, but
was raised in a rough neighbourhood.
His mother was the one foreseeing
that he needed to move away to stay
clear of trouble.
Regarding work, he has not had too
much luck. He has worked at various
supermarkets, which he found very
stressful. At the last location he lost
his job because the cash-register did
not add up at the end of the day and
the supervisor then assumed he had
been stealing.
Before joining the program at the
station, he had a successful experience
working at a youth club for children.
However, when his internship there
was about to end, they did not want to
offer him a job because he lacked the
relevant education.

“If only I could get an answer when I
apply for a job, instead of no response,
that would make me feel valued.”

He feels like all the work he puts in
never leads him anywhere, it never
pays off.
He has been involved in the program
at the station for about 2 months now
and has found it extremely beneficial.
The people working at the fire station,
including the Youth Guide, agree and
are now discussing the prospect of him
staying on longer than normal.
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WHAT WE LEARNED
The patterns in our young people’s situations were largely in accordance with how
the literature describes their circumstances. More interesting to us was where
their motivations lay and how the structures around them either supported or
limited their capabilities.
There is a set of principles that work for this group of young people - immediacy,
failure as a virtue, responsibility first - which are lacking in and sometimes are
counter to normal employment system practice. We have collected these as
‘design principles’ we need in order for solutions to be successful and they are
embodied in the concepts outlined in the last section of this book.
Here we look beyond those principles to some broader themes that bring
together insights we gained by looking through the eyes of the young people
themselves.

THE CURRENT
SYSTEM
Today, young people under the age
of 30 are being sorted into different
‘boxes’ when applying for social
security. If you have an education, you
are considered ‘ready for work’, and
able to obtain a job in a short amount
of time. You will then receive social
security. If you are judged not to be
ready for work, you will receive social
security and an activity supplement.
Most of the people under 30 we have
interviewed have not had an education
and therefore they have been sorted
into the following two ‘boxes’:
1. ‘Ready for education’, which means
they are deemed ready to start an
education within one year and will
receive education-help, equivalent to
less than DDK 5,900, almost half of
what they would have received last
year.
2. ‘Activity ready’, meaning they are not
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ready to start an education within one
year and will receive education-help
and activity supplement. Belonging to
this group, the jobcenter will sign them
up for activities intended to prepare
them for an education.
People we have met have been cast in
both these boxes, but have been ‘on
hold’ or in a ‘waiting’ position, due to
this system.
We visited the following locations
which are contributing to the process
of making young people ready for work
or education:

The Spearpoint
(Spydspidsen)
The focus of the Spear Point’s work is
vulnerable young people between the
age of 15 and 18. They give them oneto-one mentoring, locate them relevant
internships and help them finish
secondary school.

Youth Guide (Unge Guiden)
The Youth Guide is offered by the
municipality of Roskilde, helping
people between 18 and 29 to find an
education, a job and to learn more
about social welfare. This is often
the first point of contact between
the person and the system, the point
where the person is judged as to
whether they are ready for a job or an
education.

The Path Finder (Stifinder)
The Path Finder in Roskilde offers
courses to prepare young people for
an education or for a job. They also
provide ‘basic life’ courses, such as
showing how to calculate taxes, make
an appointment at the doctors office or
get access to netbanking. This is where
people ‘wait’ to either start a new job
or commence an education.

Korsør Production School
This is a school, not in the traditional
sense, where people learn by doing.
Students get practical experience
in the fields of: construction, music,
IT, metalwork, woodwork, office
work, kitchen skills and painting
and decorating. They also have the
opportunity to get internships and
to help out with projects in the local
community, get one to one guidance
and practical help.

Roskilde Fire Station
The fire station is running a program
for young people who have a hard time
finding a job. They do practical work
around the station while they learn
basic life skills such as: punctuality,
teamwork and interview skills.

The Flying Dutchman (Det
Flyvende Hollænder)
The Flying Dutchman is a living facility
for vulnerable young people with
a criminal background. The young
people involved in this are between
12 and 17 years old and usually come
from troubled family backgrounds,
often resulting in criminal behaviour
as well as violence, drug abuse and
having difficulties being around other
people.

FIVE BROAD
INSIGHTS
1. There’s no choice nor an
invitation
“When I came to Stifinder, the
counselor from Holbæk wanted to
put me in the box saying I was not
ready for education or anything. I was
shocked and speechless, so I didn’t
say anything at first. When she left,
the woman from here asked me what
I wanted to do, so now I am in the box,
‘somewhat ready for education’ instead
of ‘not ready’ - that feels a bit better”
(Emilie, 21)

“They only expose us to practical
educations here (Stifinder). Like the
butcher school and the security guard

An interview at a work location.

education. That’s not relevant for me at
all. I went to university, but they don’t
have that focus”
(Anne-Mette, 23)
Once young people are unemployed
for long enough they become subject
to rules that mean they must choose
an education, and must take an
unpaid placement whilst waiting for
that education to start. Once in this
situation it is almost impossible for
young people to choose something
personally meaningful to do. Many
young people say that the range of
educational programmes and activities
suggested by the caseworkers feels
random and irrelevant. They are
allocated an activity rather than
being invited to contribute. This
makes it difficult for the individual
to differentiate themselves from a
person receiving social welfare, and
ultimately makes people passive and
left with a feeling of being uninvited
and undesirable. They are not offered
a choice.
In addition, contact with the system
often happens when young people
are at their weakest point (i.e. having
dropped out of education/work because
of depression or another mental health
issue), making it even more difficult to
take control of the situation they are in.

2. Everyone wants to belong
to something
“I don’t feel needed here. It makes no

difference if I’m here or not. It would
only make a difference if we all weren’t
here, because then people working
here wouldn’t have anything to do”
(Emilie, 21 on how she feels about
being at Path finder)
All of the young people we met have a
strong desire to belong and contribute.
Most of them have never felt a real
sense of belonging to anything,
either because of a diagnosis or an
unstable family background. Most have
experienced multiple failures at fitting
into the “normal” model of education
or work. A subset is seeking a sense of
belonging in alternative status systems
such as gangs or subcultural groups.
Some employers and workplaces
create the right conditions for
belonging, and this seems to be what
makes young people stick with the
placement. The most successful
ones make a point of matching young
people with the right managers and
moving them to different teams or
departments if the match is not right
rather than considering the first
interaction a failure. They are careful to
work with existing employees to ensure
team dynamics work. Some young
people describe how it is important
to have a boss who can relate to their
situation and to whom they can aspire.
Many young people wanted to make
the transition away from negative
peer associations. Developing a more
positive sense of social belonging
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through colleagues at work was a
strong way of helping them extricate
themselves from relationships that
otherwise held them back. We know
that when unemployed people share
education courses with employed
people they move into work more
quickly because the social barriers
around work are broken down.

3. It’s not about finding a
job but finding meaning and
purpose
“They’ll be like ‘Oh she’s good with
animals so she can work with city
renovation’ - it’s lame. I’m not really
sure how much I get out of being here,
but I guess it’s better than having
nothing to get up to in the morning”
(Josefine, 22)

“I’d like to spend my time doing more
productive things than playing around
with Word. I feel like I have something
to contribute. My dream would be to
work in a shop at the airport. It’s such
an exciting place”
(Emilie, 21)
Young people lack clarity about the
purpose of the activities they are
required to do and how they might
relate to a possible future path. They
feel that places like Path Finder are
more about occupying them, rather
than helping them find what they can
offer. Although key to development,
the young people we met do not have
a narrative about who they are and
where they are going. The fragmented
experience of the activities on offer
does not help them build one.
Few of our participants had the
opportunity to contribute something
of value to others, or to be recognised
for that. Many of them aspired to roles
that involved caring for, or contributing
to a bigger project - something that
would give them a sense of meaning
and purpose. The glimmers of hope
from those with depression occurred
when invited to help others in some
way. This is not about hard skills but
meaningful service experiences that
allow young people to gain feedback on
their value.
There is an opportunity to recast the
‘waiting for education’ or ‘seeking a
job’ period to become about building
a narrative and finding meaning and
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purpose. In the current system there
is no immediate way to get exposure to
possibilities that can help young people
explore how they can bring value and
what their strengths and interests are.
Some young people would benefit from
trying out lots of different activities
intensively in order to find direction.
Others, are seeking to do one thing
consistently. The immediate reward
gained from work means it is more
engaging than education, which
means there is an opportunity to run
something alongside education too
which generates this sense of purpose.

4. Work it out in action
“When I’m at work, I am in the
moment. I know that I can’t fuck up.
It’s here and now and other people are
relying on me. But if I make a mistake,
it’s okay - there’s always a way out or
someone who can help. Even if people
get stressed, they still speak calmly
and nicely to each other here”
(Dennis, 17 on his hotel job)

“If I am working or doing something
active, I can keep the voices out of my
head.”
(Emilie, 21 suffering from depression
with psychotic traits)
Young people with mental health
conditions are often completely inactive
and positioned by the system as
being in ‘recovery’. However, recovery
doesn’t have to mean inactivity, and
many express the desire to contribute,
which can be part of the means to get
better. There is a need among this
particular group of young people to
test their emotional resilience by doing
hands-on, real-world work, and to get
immediate feedback on what works for
them.
Work is also where learning happens
for most of these young people. Doing
hands-on work is a way to get positive
affirmation, and a way to get to know
personal strengths through others who
can mirror it.
We saw that giving these young people
a role and a responsibility immediately
allows them to step into a new identity
and then embody it. It is an effective
way to reinforce belonging and a
new, positive identity, leaving old
associations behind. This is in contrast
to traditional thinking, which dictates
responsibility or roles must be earned.

Because the patterns in these young
people’s lives have given them little
future orientation, immediacy is
important - immediacy of action, of
feedback, of reward. However being
part of the employment system means
having to wait - to be ‘bad enough’
to get support, to be referred, for an
activity to start. Similarly, because
these young people have experienced
multiple failures their ability to bounce
back to the same level is lower. They
need situations in which failure is
handled in a progressive way. Instead
the dynamics of what is on offer
through the employment system mean
young people build opportunities up to
greater proportions resulting in bigger
falls.
There is an opportunity to create a
more effective developmental journey
through immediate action and a ‘fail
fast and keep’ trying approach.

5. Mix it up
“I don’t want to hang out with slackers.
That’s people who sit around and
smoke weed all day and live off the
system. If I spend too much time with
people like that, I get dragged down.
Patrick, Kenneth and me try to tell
each other off, if someone is slacking
too much. Kenneth does that, and now
he lives in Rødovre so I don’t see him
that much ”
(Dennis, 17)
Most of the vulnerable young
people have very small, closed and
homogeneous networks. Their
networks are characterized by either
contracting or consisting mostly of
negative influences, and their norms
are shaped by this. They have few
connections to the wider community
and their horizons and expectations
in relation to work are limited to what
the people around them do. There
is a need to enable young people to
become part of new, more positive and
productive networks with people who
are either ‘ahead of them’ or coming
from different backgrounds, and to
expand their connections with the
community.
Young people are currently
‘warehoused’ with other young people
in the same position through the job
centre system. However we saw the
positive effect that individuals from a
different background and with different

expectations - had on that group of
young people.
Being part of a new network can help
people form and change their identity
and goals.
Prospective employers need to meet
young people in new ways that allow
each to see their potential. The
majority of jobs are found through
word of mouth, and additionally
many opportunities that did not
exist previously are created through
the meeting of two people. Many
connections and exposure to different
contexts will make that more likely
to happen for young people - what is
important for them is that they are
‘known’ in a positive way by enough
members of the community to be
recommended or vouched for when an
opportunity arises.
There is an opportunity to create a
service that is not targeted exclusively
at vulnerable young people but
that works with all young people,
mixing backgrounds and employed/
unemployed people together and
building relationships with employees
and prospective employers in new
networked ways.

Using images and clustering characteristics in
the studio to aid the segmentation process.
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SEGMENTATION
During the analysis of the qualitative interviews, groups, or rather themes
around different needs were formed: The need to build and learn from relevant
experiences; the need for recognition and status; the need for a helping hand and
for personal guidance.
We have named these 3 needs based segments: The Experience Seekers, The
Status Chasers and The Guidance Seekers, described below.

THE EXPERIENCE
SEEKERS
Who are they?
Experience Seekers are a group
of young people who have litlle or
no idea about what their skills and
strengths are. They need to challenge
themselves in new activities and
pursuits to realize their potential.

What are their needs?
•

exposure to new activities and
pursuits

•

recognition and being part of a
group (belonging)

•

having responsibility

•

having access to a new, mixed
peer network

•

being invited to be part of
something
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•

low barriers to entry

•

long-term participation and the
chance to learn from multiple
experiences and other people

•

“therapy-in-action” to build
emotional resilience

How to spot an experience
seeker?

•

have an aspiration to contribute,
but need an invitation to get
started.

•

practice their skills (despite
struggling with, for instance,
depression) and find that practice
to be helpful.

•

practice their skills while looking
for a paying job.

•

have awareness of what they still
need to learn in order to be more
independent.

They...
•

have one or more hard skills and
can act autonomously.

•

are interest-driven.

•

already practice their hard skills
in safe settings e.g. helping out
friends or volunteering, where
they demonstrate their skills and
obtain recognition.

THE STATUS
CHASERS
Who are they?
Status Chasers are driven by
environments where their social status
and standing is affirmed by others.
They need to challenge themselves in
situations that force them to put their
lives in order. It is beneficial for them
to move upward in a hierarchy where
doing good equals recognition and
respect, from peers and the people
they look up to.

What are their needs?
•

Clear rules and structure

•

Status, respect and recognition

•

Belonging to a group (a sense of
family)

•

An alternative status system

•

Long-term participation and
support

•

Being held accountable and
responsible to people they respect

•

A shift from a negative network to
a positive one

How to spot a status
chaser?
They...
•

belong to a countercultural group
and alternative status system, like
criminal gangs.

•

are aware of the group’s negative
impact and/or have started a slow
exit from the group.

•

are dependent on one or more
individuals to inspire them, to be
able to visualize a potential future.

•

team up with like-minded peers
to provoke and remind each other
not to ‘slack’.

•

express a need to belong to a
group, in which their role is clearly
defined and valued and where they
feel respected.

•

their ‘plan B’, when out of a job,
can easily involve criminal activity.

•

need recognition for their work,
both regarding hard skills but
also for their work in making
‘something of themselves’.

•

need to be shown understanding
and flexibility while they learn
(due to their initial lack of
self confidence and additional
struggles, such as depression).

•

need a sincere role model who is
interested and invested in their
progression and success.

THE GUIDANCE SEEKERS
Who are they?
Guidance Seekers are young people
who have a strong need for stable
connections and a trusted parental
figure to learn from and look up to.
They need to challenge themselves
with a solid, continuous work
activity, supported and guided by
an experienced professional who
is genuinely interested in their
progression and personal growth.

What are their needs?

•

Work experience in a safe setting

•

A role model to look up to

•

Someone who is invested in their
progression and success

How can you spot a guidance
seeker?
They...
•

are the youngest group of the 3
segments, starting from age 15.

•

often have an unstable family
situation and little or no parental
support.

•

Solid and certain work conditions

•

A stable relationship with an adult

•

One-to-one guidance

•

need to learn basic life skills.

•

A caring parental figure

•

•

Development of life skills (for
some)

are depending on the right
personality match with their
bosses (someone who can relate
to their needs).
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DESIRED SHIFTS
FROM SKILLS
TO SOCIAL
ENGAGEMENT AND
CONTRIBUTION

conditions and capabilities that make
that possible. To do that we need to
take a relational lens rather than an
educational or transactional lens and
build services and structures that keep
them socially engaged and contributing
alongside work, training, education and
unemployment.

The law has recently changed,
meaning that if young people cannot
find a job they must go back into
education. However we have seen that
education doesn’t work well for this
group of young people, and the courses
that have been developed to respond
to this market do not give young
people a better chance of finding work
afterwards.

FROM FRAGMENTED
EXPERIENCES
TO A LONG-TERM
DEVELOPMENTAL
JOURNEY

The emphasis is on gaining formal
skills and qualifications. Many in this
group have skills that are not formally
recognised because they failed to
complete courses. What is missing
for them is the sense of purpose,
immediate value, belonging and social
capabilities that will mean they are
able to sustain productive activity.
Formal education is just not engaging
enough for them in this sense. We
have seen that what works better
are service experiences where young
people feel of value and where they feel
socially engaged.

These young people’s lives are
characterised by transitions,
interruptions and fragmented
relationships. The major transition
points happen all at once - they leave
school, leave home, leave settings,
leave the little support they have had.
Their experiences of the employment
system mirrors this - a collection of
fragmented activities with very little
logic tying them together, no reflection
or feedback from one activity to the
next, and no consistent relationship
throughout. They are either ‘in’ or ‘out’
- a set of binary states rather than a
path to follow.

What we need to build is not their
formal skills but their social fit - their
integration into society. We must
put the emphasis on them feeling
part of something and building the

What’s needed is a relationship over
time, and a service that takes a
stake in young people’s development
over the long term. We need to
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create structures in or alongside the
employment system whose aim is
to support a developmental journey
over time. The aim must not be to get
them from A to B with the minimal
amount of risk but to accept that young
people need to explore and to test
themselves, and to forge new identities
and relationships that will allow them
to move on from their pasts. There
should be not just ‘activation’ offers
but ‘progression’ offers that put the
emphasis not on job-seeking but
on sustaining and learning through
regular consistent feedback and
reflection.
Such a system would take a cohort
approach - measuring progress across
cohorts over time. Its measures would
not be jobs but employability and the
capabilities for social and economic
resilience.

FROM RATIONED
PSYCHOLOGICAL
INTERVENTIONS TO
WORK AS THERAPY
These young people are fragile. They
have all faced difficult challenges
already in their lives and for most that
emerges in predictable problems:
depression, heightened emotional
and aggressive responses, cognitive
psychological disorders and
attachment disorders.

All have to learn to live with these
challenges and manage emotions and yet we treat this need as an addon, separate from the activity of work
or education itself. Those depressed or
struggling to manage cognitive issues
are kept isolated, waiting until they are
improved enough to work. However
what we have seen is that a) times
and place when support is needed are
better identified in context and b) what
helps people ‘get better’ is a sense of
purpose, meaning and belonging.
We want to make a shift where the role
of health and psychological support is
not to help people get better so they
can work but to get people into work
so they can then get better. So the goal
becomes not that every vulnerable
young person has psychological
support but that every young person
has a sense of purpose and productive
activity and can draw on that support
to sustain it.
In practice that would mean that
that instead of referring, requesting
and rationing therapy that happens
in clinical settings, therapeutic
experiences, tools and reflection are
built into work and productive activity
itself.

FROM INDIVIDUAL
RELATIONSHIPS
TO A PRODUCTIVE
NETWORK
The employment system is a largely
individuated system. Individual young
people have individual case workers,
mentors, counsellors, advisors who
mediate a generic set of offers.
Because of the sanctions attached
to these relationships they are not
ones of trust, and because of the
time constraints of professionals
they are resource-limited. Victory
is transactional - finding a young
person a slot - rather than generative
of possibilities that could be
personalised. Young people cohabit
certain spaces with other young people
but usually on the basis of a common
deficit. They are not themselves
considered as potential assets in the
system.
We want to shift instead to a networked
approach, where peer networks (made
up of diverse young people, not just
those in trouble) produce opportunities

Graffiti on the main door of the Spearpoint facility.

and expectations. We need to create
services within which the divisions
between employed and unemployed
communities are blurred with
progression as the common purpose.
Belonging and trust will be built with
peers in the network, becoming a more
sustainable, supportive relationship for
a longer period of peoples lives.
This philosophy extends to the demand
side too - building relationships with
networks of employers and employees
rather than individual placement
opportunities. The emphasis is on
generating a rich set of relationships
out in the community for young people
to draw on throughout.
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CONCEPTS
CONCEPT
POSITIONING
In order for young people to progress
in work they have to have both
opportunities and the capabilities
needed to seize and make the most
of those opportunities. We observed
a ‘landscape’ in which there were
a number of opportunity areas for
concepts to be developed.
Firstly, we need to create the right
conditions for young people to
see and seize opportunities. That
means exposing them to places and
possibilities that expand their horizons.
It means expanding the number of
connections they have to working
people and peers making positive
progress so that more opportunities
are accessible to them. It means
working on the demand side with
employers, employees and educators
so that they may be offered more
opportunities of the kind in which they
will thrive.
Next, we need to create relationships
that will ‘pull them up’ through society
despite the negative influences they
face. These young people have missed
the first rung on the ladder because
of their circumstances and so, more
than others, they need to belong to a
strong social structure that can act as
a backbone to their progression and
keep their ambition alive.
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Finally, we need components
underpinning this that build this fragile
group of young people’s capabilities
and narrative. Narrative is strongly tied
to young people’s development. Whilst
we can have young people participate
in activities that theoretically bring
them closer to work, unless they
reflect on and absorb the learning
from these experiences they will not
develop a story about themselves that
helps them understand who they are,
where they are going next and the
contribution they can make.
This group need to develop core
capabilities, particularly around
emotional resilience that will help
them overcome challenges and build
practices that help them sustain work
or education.
We have developed 3 concepts that
cover this landscape in different ways
and components that underpin them.

CONDITIONS
Exposure to possibilities
Expanding connections
Opportunities for work

3

SOCIAL STRUCTURE

1

2

Networks and
relationships that
pull you up

DEVELOPMENTAL
Narrative - Ongoing
feedback & reflection
Resilience - Therapeutic
tools & basic skills

1

2

3

Concept 1:

Networked Mentoring
Concept 2:

Contribution Platform
Concept 3:

Component:

Ambition networks

Street Therapy
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Concept 1:
NETWORKED MENTORING
THE OPPORTUNITY
Companies are looking for ways to
deepen the skills of middle managers,
especially in positions where further
promotions aren’t available. In
addition, many companies experience
a high turnover of entry level staff, and
are looking for effective ways to attract
and sustain talent.
At the same time, some employers
are successful in creating the right
conditions for belonging that is making
the young people stay. Young people
describe how having a boss they can
relate and look up to is key.
There is an opportunity to engage
SME’s to create a scalable system that
will increase the number of employers
and employees who can create the
right conditions for vulnerable young
people. This is an opportunity to create
a local collective effort, to offer career
development for middle managers,
and to give young people a chance to
develop their emotional resilience by
doing hands-on real-world work, and
get immediate feedback from a trusted
person.

CONCEPT
NETWORKED
MENTORING
Concept Networked Mentoring is
a local network of employers and
individual managers invested in
raising the collective employability
of disadvantaged young people. The
Mentoring Network matches a young
person with a working professional,
who is invested in the development
and progression of the individual
young person. For the young person,
this is an opportunity for long-term
support, mentoring and professional
development.
‘Foster bosses’ make placements
available at their workplace, and the
young person is given work tasks that
enable them to develop specific work
skills as well as life skills. Every young
person in the ‘foster boss’ network
attends regular reflection sessions and
is asked to evaluate their ‘foster boss’
with another ‘foster boss’ from the
network.
By creating a network of ‘foster
bosses’, the potential for the right
match between a young person and a
boss is optimised, and people can be
moved around if a match isn’t working.
In addition, the network is a chance for
middle managers to meet likeminded
peers as well as a career development
opportunity.
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DESIRED IMPACT
FOR YOUNG PEOPLE
Stable relationships
to learn how to sustain a routine over
time and build trust

Basic coping skills
through a daily structure and
responsibility

Belonging
to a workplace, the community and a
trusted person to make young people
stick to an activity long term

A strong network
of people to look up to that are invested
in moving you forward

WHO IT IS FOR
This concept is aimed at the ‘Guidance Seekers’ segment. The young people in
this segment have a strong need for stable connections and a trusted parental
figure to learn from and look up to. They need to challenge themselves with
a solid, continuous work activity supported and guided be an experienced
professional who is genuinely interested in their progression and personal
growth.
These are people like:

Emilie, 21
Recently dropped out of HTX for the
third time, and looking for work
•

•

•

Is diagnosed with chronic
depression with psychotic traits,
but has a real desire to be
productive and contribute
If given the right conditions
(structure, stability, clear
expectations), work can be
therapeutic for her.

Simon, 22
Unemployed, looking for work
•

Has been in and out of education
and unskilled jobs. Is trying to
reduce his abuse of hash.

•

•

Need guidance and someone who
believes in her to thrive

Bjørn, 19
In a production school, dreaming about
joining the military
•

Seeking a role model or a father
figure who believes in him

Needs someone who is holding
him accountable to a chosen path
or activity

•

Needs a sense of belonging and
responsibility to grow and learn
from the challenges he is given

Needs to build his self-confidence
by being given responsibility
and continuous feedback from a
trusted person

•

Needs structure and stability to
learn how to stick to a routine

THE PROPOSITION
For Young People
Get connected to a network of working
professionals who are looking for
young people like you to contribute and
be part of their company. The goal is to
find you an awesome boss. You know,
someone who is willing to teach you
everyting they know, someone to look
up to and someone to rely on. This is
your chance to:

For ‘Foster Bosses’ and
Their Companies

For Funders
Invest in Concept Neworked Mentoring
to enable a strategic intervention
in the overall economic and social
resilience of a local area. Funding this
programme will result in:

•

Get real work experience

Become part of the Mentoring Network
if you care about young people, and
are looking for an opportunity to
develop yourself and your career. We
are looking for successful middle
managers, who can make placements
available for young people and
are interested in investing in their
development and progress. Being a
‘foster boss’ is your chance to:

•

Build your network

•

•

•

Get connected to someone who is
invested in your success

Get training in youth development
and grow your interpersonal skills

Development of Local SME’s and
their employees capacity

•

•

The ability to track long-term data

Prove yourself, build new skills
and learn from someone with lots
of experience

Meet young people in a new way,
and find possible talent for your
company

•

Get your company recognized for
being socially engaged

•

Become more connected to other
working professionals in your local
community

•

•

A scalable system that can work in
different regions across Denmark

•

Improved educational and
employment outcomes for
vulnerable young people
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HOW IT WORKS

1

2

“We often don’t have
time to ...”

Invitation!

“Maybe we could
create a role for that?”

FB
network

Launch

‘Job Hack Day’

Network Mentoring is launched in a
particular location by business and
community leaders and alumni young
people.

A ‘job hack’ day where potential leaders
and young people work together to shape
meaningful roles, with the support of
Networked Mentoring HQ staff.

Managers and emerging leaders of all
levels are invited to participate from all
types and sizes of businesses locally.
Young people set the criteria for ‘what
makes a good boss’ for them.

Tools:
Formats for role designs
Case study roles
Strengths diagnostic tools

Role:
Youth Panel shares the governance of the Network
Tools:
Criteria for what makes a good boss

6

7

“I have tried that before..
Maybe try to be more..”

“Yeah - that sounds good!”
See you next week!

Company
contact person
Alumnus

Progress Groups
Young people start working with their
leaders.
At the same time they are allocated a
Progress Group with other young people.
These are carefully selected to ensure a mix
of young people with different backgrounds
and levels of experience. They work
together on challenges they experience at
work and practice techniques to build their
emotional resilience.
Roles:
Progress Group Leaders are Senior network
members and alumni young people
Tools:
A suite of challenges and exercises to help young
people develop strengths
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Manager Networking and
Mentoring
Leaders themselves have regular peer
mentoring sessions where they share
experiences and challenges and help each
other to reinforce techniques they have
learnt.
They also attend regular networking and
social events with other members of the
network.
Roles:
Leader Group coordinators
Tool:
Online forum for Leaders to communicate to
others in the network

3

4

5

Sign-up and follow!

Leadership
approaches

Welcome!
Meet-up day!

Performance & event
City Maintenance
John’s Carpenter

1

Roskilde Festival

Training of Managers

Sign-up in cohorts

Meet-up

Managers and emerging leaders are invited
to apply and nominated by peers.

Young people who are unemployed and have
had difficulty sustaining work or education
are invited to apply to join the current
cohort.

The initial “meet-up week” of the
programme starts and the current cohort
visit different workplaces that are part of the
Mentoring Network and might suit them.

They can choose specific areas of interest
for them.

Meetings are designed to make everyone
feel at ease and Leaders are encouraged to
tell their own stories.

Tools:
Application system designed to help young people
tell a good story about themselves

At the end of the week, everyone has found
a match, and often new roles are created
through this.

They attend group leadership training
sessions co-led by senior leaders in the
network and alumni young people. Leaders
get to try out approaches and techniques
with young people themselves and receive
feedback.
Training:
Facilitated training session and content exercises
Roles:
Alumni young people co-lead training sessions

8

Tools:
Session designs to help people get to know each
other

9

Person C
Company 1

Sponsor

10

Community progression

76
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Connections built

Person C
Company 1

Person A
Company 1

Has gotten a job

Person B
Company 1

Person B
Company 2

Person B
Company 2
Person A
Company 2

Sponsor

Tracking of Progress

Network Effect

Young people are allocated another leader
in the network to act as their sponsor. They
can go to them if things are not working out
with their current boss or colleagues.

The development of individuals in the
cohort is tracked over time. An open access
dashboard shows the overall progress of
the cohort over time so that young people,
companies and the public can see the
impact. The dashboard shows the positive
resources generated and the strengths
young people have developed.

Throughout the year there are opportunities
for young people to meet leaders in other
companies in the network. When the
placements come to an end, Leaders use
the network as well as their own personal
connections to help each young person find
their next role. Young people can always
contact the network for recommendations
and advice after they have become alumni.

If it can’t be resolved, their sponsor will
work with the other members of the
network to find another place for them.
Leaders are trained to treat these failures
in positive ways and provide an alternative
swiftly.
Roles:
Sponsor - responsible for regular check-ins with a
young person

The community can follow the positive
effects of the project and the future
trajectories of young people who took part.
Tools:
Digital tools to capture progress

Tools:
Online profiles of alumni with recommendations
from the network

Tools:
Dashboard makes progress visible
Tools:
Marker or badge for participating companies to
display
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KEY ASPECTS
A Compelling Proposition for
Businesses
This is not about ‘foisting’ young people
onto businesses. Rather this is an
invitation to existing and emerging
leaders inside organisations of all
sizes to take on the most rewarding
leadership challenge of their careers
so far.
Developing the skills to manage and
develop these young people will mean
you have the skills to lead people from
very diverse backgrounds. This is both
a career development opportunity and
personal challenge. Leaders learn:
•

personal leadership skills,
particularly the ability to lead with
authenticity

•

managing positive team dynamics

•

psychological techniques

•

understanding of diversity

Networking for Leaders/
Mentors
One of the key roles of the networks’
local coordinators is to create a
valuable networking platform for the
mentors themselves with others across
different fields and industries.
Some larger companies may share
processes they have developed; whilst
smaller ones can share how they
develop the right conditions for young
people to feel welcome.

Value of the Network
There is a particular value to creating
this as a networked offer:
We saw that the companies most
successful at integrating vulnerable
young people into their organisations
were those who had the capacity to a)
move young people to different leaders/
departments/work gangs if the match
didn’t work first time and b) pass the
young people they couldn’t take on to
other companies in their own group or
supply chain. This is harder for smaller
SMEs to do. Being part of a network of
companies and leaders creates those
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same positive conditions. Leaders in
the network work with each other to
move young people to another position
in the network if things aren’t working,
and to find more permanent positions
for them.
By pooling the talent and resources
inherent in many local organisations
at many different scales and sizes,
there is a higher chance that young
people and leaders will find the right
match for them, greater chance that
opportunities will be created and more
opportunity for organic growth.
•

Shared resources in the network
mean that both young people and
leaders can draw on greater peer
support, making the system more
robust.

•

Shared values across the network
provide young people with an even
more consistent base.

•

A greater range of opportunities is
available to young people.

The Match
A critical part of making this work for
both parties, is the way the platform
works to ensure that the best possible
match is made between young person
and leader. This happens through a
meet-up week where young people
can experience workplaces and meet
potential colleagues, and a diagnostic
tool for anticipating working styles and
cultural fit.

drawing on feedback from work
colleagues.
Young people are encouraged to
take an active role in developing the
network itself through marketing and
acquisition.

Training
Potential leaders undergo training
when they join. Training is delivered
jointly by young people themselves
and senior leaders in the network.
Participants have the chance to try out
new approaches with young people in
the training sessions and young people
share aspects of their lives to help
leaders understand what motivates
them.
Training covers aspects such as:
•

Creating the right conditions for
success, including preparing
colleagues.

•

Managing falure in a positive way.

•

Understanding and managing
triggers.

•

Leading through challenging
behavior.

•

Approaching particular challenges
such as OCD.

Leaders have their own ongoing
version of the progress groups
where they meet regularly to discuss
challenges and reinforce techniques.

Each young person is allocated a
second leader in the network who can
act as a sounding board for that young
person if they are having difficulty with
the person they are placed with.

Feedback to leaders is provided when
young people collectively determine
what characteristics and skills are
important to them in their bosses and
give feedback based on those criteria.

Progress Groups

Young people share in the governance
and running of the programme through
a youth panel in each location.

Progress groups provide a critical
underpinning for young people as they
work to sustain their placement. Led
by former alumni, senior leaders or
trained coaches these work to help
young people reflect on their progress
so far and work through challenges
they are facing. Exercises to build soft
skills and emotional resilience are
combined with tools to track progress
across different character dimensions,

Cohort Approach
The platform is designed to
demonstrate that though collective
effort the network can raise the
employability of an entire cohort of
young people in a given area.
Taking a cohort approach makes it

possible to track progress across the
group and from one cohort to the next,
and makes the impact tangible for
local businesses and residents.

Dashboard
Data is captured through the Progress
Groups with input from leaders
and young people against specific
dimensions of progress. Activity
through the network is captured
through interaction on a member only
forum which allows leaders to share
support and opportunities.
These make it possible to host a digital
dashboard that shows the progress
of individuals, cohorts and network
locations and to compare them with
others.

USER CONTRIBUTION AND
BENEFITS

Business
Owners

Young People

Company Managers
& Leaders

Alumni

Contribution:

Contribution:

Contribution:

Contribution:

•

Sign their organisation
up to the network

•

•

Allow leaders time for
training and support

Commit to making the
effort even if things go
wrong.

•

•

Undergo training
and bring personal
investment

•

Spend extra time with
participants

•

Giving feedback

•

Supporting the training of
leaders

Benefits:

Benefits:
•

•

Gain a workforce better
able to manage tolerance
and diversity

•

Share experiences with
other leaders

Benefits:

Create development
opportunities for staff

•

Leadership skills

•

Improve company-to
-company relationships

•

Personal reward

•

New connections

•

Increase the
sustainability of business
locally and invest in
the next generation of
employees

•

Reputational gain

Support the training of
leaders

•

Personal development

•

Networking opportunities

Benefits:
•

Consistent relationships

•

A supportive learning
structure

•

Expanded opportunities
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QUESTIONS TO
ANSWER THROUGH
PROTOTYPING
Positioning

Roles & Training

Delivery

•

•

Is this proposition attractive to
enough employees across enough
companies? What proportion are
we likely to reach?

•

How much effort is required to
contact and work with SMEs and is
this feasible at scale?

•

What should the incentive/
recognition structure be for people
to take on these roles?

•

Can marketing be done by young
people themselves?

•

In which locations can enough
‘density’ be generated to create
a critical mass of company
involvement?

•

What proportion of companies
approached can create meaningful
placements for young people?

•

How does this fit with
existing financial tools from
municipalities?

•

What central functions are
necessary to support the
network’s operations across
locations?

•

What is the ‘lightest touch’
infrastructure required to deliver
and replicate or spread the
service?

•

What relationships or partnerships
will support the recruitment of
young people?

•

What is the relationship between
this and other apprentice/
placement schemes? What is
required for it to operate more
effectively at scale and with SMEs?
How should this be positioned
to ensure that it feels like an
aspirational opportunity for
companies? Do Companies have to
‘sign up’ or is this better marketed
to individual employees through
unions?

•

What is the value proposition to
CEOs/HR teams?

•

What existing networks or
associations might this fit with?

•

What is the right relationship
between this and municipalities/
job centres given we know
that companies have had poor
experiences of job centres placing
people with them?

•
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What is the right governance
structure of the network across
locations?

•

What is the simplest set of skills,
principles and techniques we are
confident will ensure the capacity
of leaders in the network to bring
about positive change in these
young people?

•

What are the minimum skills
required to lead the Progress
Groups and which roles can
alumni take on

•

To what degree can the training
be co-led by Senior Leaders and
young people themselves?

WAYS TO MEASURE
IMPACT
Capabilities

System Outcomes

•

Relationships - e.g. number of
relationships built and sustained

•

•

Emotional resilience and soft
skills, e.g. using a Character
Scorecard

Reduction in number of days not
in education/work/training for
members

•

Reduction in social worker contact
time

•

Independence - e.g. actions
initiated

•

Reduction in criminal or antisocial
activity

•

Increase in number of young
people seeking help for mental/
emotional issues

•

(longer term) Increase in earning
capacity

•

(longer term) Increase in stability

Contribution and
Participation
•

Number of young people
sustaining placements

•

Rate of progress against goals

•

Percentage of young people
recommended on through the
network

•

Number of young people drawing
on time, support or connections
from the network

•

Network growth (rate of new
leaders joining)

•

Number of new job opportunities
created as a result of participation

•

Resources contributed by
companies and organisations
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Concept 2:
PROJECT CONTRIBUTION
PLATFORM
THE OPPORTUNITY
The system’s emphasis on directing
young unemployed people towards
education, doesn’t help them explore
how they can bring value and what
their strengths and interests are. At the
same time, this approach isn’t enabling
anyone to move closer to work.
The constant emphasis on placing
people, rather than creating the right
conditions for meaningful social
interaction, isn’t enabling the sense of
belonging that many of the vulnerable
young people are seeking.
There is an opportunity to recast the
‘waiting for education’ or ‘seeking a
job’ period to become about trying out
lots of different things intensively in
order to build a narrative and finding
meaning and purpose.

PROJECT
CONTRIBUTION
PLATFORM
Concept Contribution Platform is a
new movement engaging a generation
of young people in Denmark by using
their strengths to make a meaningful
contribution and developing their
personal and practical leadership
skills.

DESIRED IMPACT
FOR YOUNG PEOPLE
Belonging and Contribution
Have meaningful activity to be part of
alongside unemployment, education,
or work.

Exposure

It is an ongoing platform where young
people from different backgrounds
and skill levels work in teams,
contributing to a project, based on
their own interests, while trying out
different roles and leadership skills.
They can take part alongside work/
education/unemployment. Long-term
participation is encouraged. While
working on a project, young people
participate in separate reflection
groups, where the aim is to strengthen
their emotional resilience as well as
enable them to build their narrative.

Exposure to different people
and activities to develop a sense
of possibility, direction and
connectedness.

The movement runs as an independent
organisation, collaborating with private
companies, organisations and the job
centres.

Uncover and develop their strengths
and capabilities.

Life leadership
Personal leadership and practical
skills to help them take charge of their
lives.

Strengths

Narrative
Learn to tell a story about who they are
and where they are going.
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WHO IT IS FOR
Concept Project Contribution Platform is aimed at the Experience Seekers
segment. The young people in this segment are characterized by having little idea
about what their skills and strengths are. They need to challenge themselves as
to what they could do to realize their potential. These are people who, in the right
conditions, could act autonomously, but may have fallen out of the system due to
depression or other conditions.
These are people with an aspiration to contribute, and who would benefit from an
invitation to demonstrate their skills and be recognized by peers and their local
community
Of the people we have met, these are people like:

Johannes, 23

Anne-Mette, 23

Unemployed, waiting to start education

Unemployed

•

Driven by interest

•

•

Is a social connector in every
setting he is put in

Has academic and organisational
skills, but nowhere to utilize or
test these

•

Takes initiative, but is currently
not in the right conditions to utilize
and build this capability

•

Wants to contribute, but doesn’t
feel recognized for the ‘work’ she
is already doing (mentoring her
friend through her BA)

•

Needs to feel needed and invited
to ‘opt-in’ to being part of
something
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THE PROPOSITION
For Young People

For Funders

Spend your spare time contributing
to something that really interests you.
This is an opportunity to collaborate
with others, and uncover and develop
the strengths that are unique to you.
Make a meaningful contribution and
build connections for the future. This is
your chance to:

Invest in Project Contribution Platform
to end the fragmentation in the existing
system and provide the glue that will
keep young people progressing through
life, education and work. Funding this
programme will result in:

•

Choose from real issues and
projects based on your interests

•

Find out what you’re good at and
develop strengths you can talk
about

•

Join teams with people from
different backgrounds who need
what you alone can bring

•

Build relationships with
organisations, businesses and
peers that will be valuable for your
future work

•

Have a series of real projects
under your belt that are valued by
your community

•

Learn ways to take charge of your
life and what creates meaning for
you

For Organisations
Become a project sponsor at Project
Contribution Platform and get the
opportunity to support an entire
generation of young Danes. Help them
develop their skills through social and
meaningful engagement with realworld organisations and businesses.
This is your company’s chance to:
•

Strengthen your reputation locally
and nationwide

•

Continue building a workplace that
your employees are proud to be
part of

•

Get to know young people in a
new way, spot future talent and
meet people who might be a good
cultural fit

•

Get a fresh perspective on a
challenge or a particular area of
your business
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•

A more resilient generation of
young people, who are socially
engaged and have developed
cognitive skills

•

Fewer young people dropping
out, as a result of being part
of productive and meaningful
activities while being out of work
or in education

•

An increase in the amount of
resources and connections
relevant and available for
vulnerable young people, through
utilisation of local SMEs

•

Increased social cohesion

•

Access to data on how young
people are progressing

WHAT IS LIKE THIS?
We are inspired by:

Service Learning in the US
for Students

Duke of Edinburgh Awards,
The Challenge

This form of learning emphasizes
critical thinking and personal reflection
while encouraging a heightened
sense of community, and personal
responsibility.

Designed to develop young people’s
self awareness and responsibility,
connect them with peers across
social boundaries and help them to
strengthen their communities.

TagDel.dk (DK):
An online mass participation platform
for urban development and citizen
engagement across Denmark.
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HOW IT WORKS

1

2

Current Projects:

Sign-up and follow!
Performance & event
City Maintenance
John’s Carpenter

Roskilde projects overview

Roskilde Festival

Online Project Platform

Sign-up

Projects are made available on the platform.
They are either created and sponsored
by companies and local organisations,
or drawn from existing activities. Some
opportunities are ongoing roles and some
are intensive time-limited projects

Young people join and can follow projects
or organisations they are interested in or
strengths they want to develop.

Tool:
Kits for how to create a project in your
organisation
Role: Business liaison
Responsible for generating & designing projects
and managing relationships with companies and
organisations

6

Young people are invited through
relationships with higher education, job
centres, social media and networks.
The invitation is to ‘opt-in’ and choose
something they are really interested in.
Platform:
The website holds all the latest opportunities on it
to choose from and sign up to. It is searchable by
interest, strength or challenge.

7

Person C
Company 1

Person A
Company 1

Company
contact person

Person B
Company 1

Person B
Company 2
Person A
Company 2

Reflection Groups

Network Growth

Individuals discuss challenges outside
the project in their Reflection Groups.
They meet regularly to share feedback
and plan next steps. They are facilitated
by a Reflection Group Leader who sets
challenges and records how their strengths
are developing. Feedback from peers
and employers is drawn in. This regular
reflection is used to help young people
develop a strong narrative.

The process is designed to increase young
people’s exposure to new contacts and
opportunities. Company sponsors are
supported to introduce team members
to their colleagues or orchestrate a
presentation of the work done.

Role:
Reflection Group
Leader. May be professionals or experienced
peers.
Tools:
Reflection tools in the Group sessions help young
people see how strengths develop and choose
what they want to tackle next
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Tools:
Guidance and structures for company sponsors to
involve colleagues.

3

4

5

Welcome!
Meet-up day!
P
St roj
ar ec
t-k t
it

Budget
In-work
Team Leader
Student

Communication
Unemployed

Meet-up Sessions

Project Roles

A Suite of Tools

Young people are invited for an introduction
session run by experienced members.They
take part in activities to understand their
interests and strengths.

Each project is designed to have different
roles demonstrating different strengths.
The team is formed to ensure a diverse mix
across background and experience.

They are allocated a ‘reflection group’ that
will stay with them throughout.

The company assigns a sponsor available
for a set amount of time, makes resources
available and gives feedback at regular
points.

Each team follows a structured starting
process where they get to know each other,
receive a briefing, agree team behaviours
and responsibilities and discuss what each
wants to learn.

Training:
Facilitated training session and content exercises
Roles:
Alumni young people co-lead training sessions

8

Role:
Company sponsor
This is the main contact point inside the company
or organisation and is positioned as a leadership
opportunity itself.
Tool:
Role descriptions for typical project roles are
developed to make team structures simple and
roles recognisable

9

A Facilitator follows each team to help
develop interpersonal skills and leadership
and ensure the project is on track.
Tools:
Project start structure - this can be led by the
team leader
Role:
Facilitator
This role is to actively develop young people’s
strengths and leadership abilities. They give
teams feedback and structure exercises to try out
live alongside project work.

10

“Maybe the next project for
you should be about ...”

Community progression
Current Projects:

Anna’s story about..

76
23

Connections built
Has gotten a job

Roskilde projects overview

Reflection Sessions

Personal Profiles

Dashboard

Before a project is complete or a young
person wants to move on they use their
reflection session to choose the next
opportunity from a visible pipeline of
opportunities coming up.

Young people move through different
levels of membership according to their
contribution.

A dashboard shows how the overall
cohort has progressed in terms of hours
of contribution, capabilities developed,
connections made and no. of young people
moving into work or education

Tools:
Reflection tools help young people decide what
they want to develop try next.

- strengths/capabilities developed
- recommendations gained

A company portal into the dashboard
shows participating organisations how their
sponsorship has moved young people on.

Platform:
The website makes upcoming opportunities visible
to members.

Profile:
An online profile is created for each young person
where they can tell the story of their progress and
experience so far

Platform:
Data is captured through digital tools and activity
on the website. Portals are created that allow the
service managers, participating companies to view
progress as a visual dashboard

They build an online profile that shows:
- what they have done and learnt

Tools:
Data Capture tools -Reflection Group Leaders,
Facilitators and young people themselves use
digital tools to capture activity and progress in
ways that are valuable to them and the system
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KEY ASPECTS

These projects could be repeated
quarterly or yearly following the
same format.

Projects

•

Ongoing voluntary team activities
set by companies, e.g. running
festival events

The platform should support a range of
project types that make it possible for
young people to contribute over time
and with more intensity when they are
unemployed:

•

Public contribution projects, e.g.
city and park development and
maintenance

•

•

Ongoing voluntary public
contribution roles, e.g. organising
a running club for unemployed
people

Short term projects set by
companies, for example arranging
the yearly Christmas part of trendspotting around particular topics.

Micro-enterprises set up and
delivered by rolling teams, e.g.
learning to set up and run a juice
stand and then training up the
next group

•

Teaching contribution projects,
e.g. young people are trained in
social media skills and teach
public organisations how to use
these technologies

Structured
reflection

Experience
Form a
diverse
group

•

Initial
strengths &
interests
exercise

PROFILE +
NARRATIVE
Reflection
Group Leader

Set/
anticipate
challenges
My Profile ...

Tools & exercises to
develop strengths
and resilience

Reflection Groups

Dashboard

The reflection process is key to
ensuring that activities young people
take part in on the platform become
experiences that inform their
development.

Anna’s story about..

Digital tools
capture
progress

Profile
Community progression

76
23

Anna’s story about..

Connections built
Has gotten a job

It is an ongoing cycle of reflecting on
experiences and setting aims for the
next activity.
The process is supported by simple
tools and exercises that develop
strengths and emotional resilience.
Feedback from peers, facilitators and
company sponsors are gathered to
inform the process.
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How young people progress after
leaving school is currently a black
hole in terms of data. Having people
be members over several years gives
us the opportunity to track their
development and share that back
with them and with participating
organisations as well as using that
data to optimise the service. We can
track:

Young people need a way to
demonstrate their contribution in a way
that brings them external recognition
from the community.

•

Connections

•

Growth in capabilities

•

Movement into work

An online profile is designed to allow
them to:
•

Tell their story effectively

•

Demonstrate their strengths

•

Show recommendations from
employers and other community
connections

•

Receive feedback on their
contribution

A Developmental Platform
Developmental support for vulnerable
young people takes places throughout
the service in the following ways:
•

Personal and practical life
leadership skills, emotional
resilience and narrative are
developed through the Reflection
Groups that underpin the activity

•

Individual and team coaching
while conducting a project

•

Exposure to and interaction with
a diverse group of young people
who will affirm and challenge
behaviours

•

The Reflection Group leader and
peers stay with you over the long
term building a solid base

USER CONTRIBUTION AND
BENEFITS

Company

Unemployed
Young People

Young People
in Education

Young People in
Work

Contribution:

Contribution:

Contribution:

Contribution:

•

Project sponsorships

•

•

•

•

1-3 employees who will
dedicate time to brief and
give feedback to teams

Benefits:

Benefits:

Benefits:

•

•

Rapid exposure to different
project opportunities
that will build an
understanding of their
strengths and what value
they bring

•

•

An opportunity to build a
new network relevant for
work and education

Benefits:
•

A dedicated team of
young people working
on project/challenge
relevant to the company

Collaborating and
contributing to projects

An opportunity to gain
relevant work experience
while studying and to
build a network relevant
for work

Collaborating and
contributing to projects

Collaborating and
contributing to projects

A safe space to develop
skills that are outside
of their comfort zone.
An opportunity to build
future connections
relevant for work
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WAYS TO MEASURE
IMPACT
Capabilities
•
•

•

Connections - e.g. numbers of
new connections made

Contribution and
participation

System Outcomes
•

Reduction in number of days not
in education/work/training for
participants

•

Emotional resilience and soft
skills, e.g. using a Character
Scorecard

Number of young people and
organisations engaged

•

Number of hours of contribution
made by young people

•

Reduction in social worker contact
time

Independence - e.g. actions
initiated

•

Resources contributed by
companies and organisations

•

Better value for money on existing
activation offers

•

Projects completed and levels
achieved

•

Increase in number of young
people seeking help for mental/
emotional issues

•

Percentage of time spent in
productive activity

QUESTIONS FOR
PROTOTYPING
Positioning

Projects

Delivery

•

Should this be positioned as
a free-standing service and
movement?

•

•

What is the lightest touch
infrastructure required to deliver
the service?

•

Should this be delivered
through Job Centres and Higher
Education?

Roles

•

What participation and incentive
structure will work alongside
unemployment benefit conditions?

•

What relationships or
partnerships will support the
acquisition of young people?

•

•

•

•

Where do people with the right
skills and values to play these
roles come from?

Should this be a joint venture
between unions, industry and the
community?

•

How should this fit alongside
existing job centre and education
guidance activity?

Content

Will young people ‘opt in’ given the
choice?

•

What is the real value proposition
to companies and social
organisations?

•

Which organisations are motivated
to participate and why?

•

How easy is it/what support do
organisations need to generate
viable projects?

•

How can this work just as well for
SMEs as for large organisations?

Which roles would work as
voluntary roles?

•

What tools and developmental
frameworks best support the
building of strengths, resilience
and personal leadership our
vulnerable young people need?

•

What tools will help young people
and facilitators determine which
strengths and skills are critical to
develop initially?

Organisational Relationships
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What types of projects work best
and why?

41

Concept 3:
AMBITION NETWORKS
THE OPPORTUNITY
Most of the vulnerable young people
have never felt a real sense of
belonging to anything, either because
of a diagnosis and/or an unstable
family background. Some young people
are seeking a sense of belonging in
alternative status systems such as
gangs or subcultural groups. In these
environments, hierarchy, clear rules
and structure create a system that is
understandable and easy to navigate
within.
These are people who have been
disadvantaged from the start of their
lives.
There is an opportunity to create a
structure for social mobility that moves
young people upwards and creates
ongoing progression. Providing the
productive conditions for belonging and
a space for positive identity creation
increases the potential to make young
people persist and advance.

CONCEPT
CONTRIBUTION
PLATFORM
Concept Ambition Networks is an
independent network group with
the overall aim of creating social
mobility for its members. Members
take part alongside work/education/
unemployment, and range from young
people who are looking for support
and advancement to senior members
who are in work and have proven
successful.
The network consists of small
chapters with 3-4 young people in
each. Members are recruited by
invitation-only, and pledge to help
each other’s progress in life by
holding each other accountable to
their goals. Each chapter has a leader
who is accountable for their team’s
progression. Members get challenges
that relate to their overall goals and
will help fast track progression.
The chapters are connected to the
larger network of more senior and
experienced members, and they
can draw on the resources and
opportunities in the network.
Concept Ambition Networks is inspired
by the dynamics of gangs, where
discipline, hierarchy, recognition
and status are elements that help
members persist and advance.
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DESIRED IMPACT
FOR YOUNG PEOPLE
Social mobility
- Being part of a structure that
supports young people in moving
upwards

Exposure
- To different and more experienced
people to develop a sense of belonging
and connectedness

Positive reinforcement and
identity creation
- Through peer discipline and
accountability

A strong network
- To rely on while going through
different challenges and life-stages

WHO IT IS FOR
This concept is aimed at the Status Chasers segment. The young people in this
segment are driven by environments where their social status and standing is
affirmed by others. They need to challenge themselves with a series of goals
that will force them to put their lives in order, and have them move upwards in a
hierarchy where doing good equals recognition and respect from peers and the
people they look up to.
These are people like:

Dennis, 17
Finishing 9th grade and has a part
time job
•

Is seeking belonging and people to
look up to

•

Needs a clearly defined role and to
feel respected

•

Responds well to a learning-bydoing approach and having the
space to fail

•

Needs a new positive network to
be able to move himself away from
weed smoking peers who will
“drag him down”

Fadilah, 24
Unemployed, has applied to start
education - not sure she will stay
motivated
•

Needs support and a structure to
help her progress

•

Has a very small and contracting
network, but has tried to build
new positive connections primarily
through the public system
(psychologist and foster care every
other weekend for her son)

Rachid, 25
Unemployed, looking for work
•

Has previously been in a criminal
gang

•

Has actively opted out of the gang
by moving city, and is now left
without much network or support

•

Learns from people he respects
and look up to
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THE PROPOSITION
For Young People

For Senior Members

For Funders

Get recruited into a network of more
experienced peers and gain access to
a new network of opportunities and
support. You need to seriously consider
if you want to be the person taking
orders from other people, or if you
want to be the person calling the shots.
This is your chance to:

Become part of the Ambition Network
if you know what it’s like to have had
some tough odds in life but you’ve
managed to build a successful career
despite this. Being a senior member of
Ambition Network is your chance to:

Invest in Concept Ambition Networks to
give vulnerable young people the same
life chances as others. Funding this
programme will result in:

•

•

Be part of a small group of people
who continuously support each
other while in work, education or
transition
Be given challenges that will fast
track your progression and move
you forward

•

Become part of a larger network
of ambitious people who are
invested in each others success

•

Learn to take charge of your life
by being held accountable for your
actions
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•

Support young people who haven’t
had the best odds in life but are
trying to make a positive change
and do better

•

Get connected to young people in
a new way, and find possible talent
for your company

•

Gain access to a network of likeminded senior members

•

Reversing the poor life chances of
this vulnerable group

•

Breaking vicious generational
cycles

•

Improving educational and
employment outcomes

•

Higher level of income and lower
level of mental health issues after
long term participation

WHAT’S LIKE THIS?
We are inspired by:

Den Danske Frimurerorden

Alcoholics Anonymous

Freemasonry is a fraternal
organisation with a hierarchical
system. At regular meetings,
freemason brothers discuss and
reflect about their actions, values
and help each other in improving one
another

AA is an international mutual aid
fellowship. AA member’s primary
purpose is “to stay sober and help
other alcoholics achieve sobriety.
AA’s Twelve Step Program aims at
developing AA member’s character and
resilience.

McDonald’s Trainee
Manager Scheme
The McDonald’s Trainee Manager
scheme is a way for people to
fast track their career by learning
leadership skills as part of the daily
work in the restaurants.
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HOW IT WORKS

1

2

“Listen, would you like to
become a senior sponsor?”
Leader
Leader
Course
Course

Cell Leader

1
Chapter Leader
Cell Leader

Forming the Network

Chapter Leaders are Trained

A group of local and national leaders form
an association and network committed to
reversing the life chances of vulnerable
young people. Each of these invites a
number of ‘senior sponsors’ to join.

Chapter Leaders are appointed, responsible
for activity in different locations. Each
Chapter Leader identifies local young
people who have leadership potential and
who have managed against the odds of their
backgrounds to do well. They are given the
role of Cell Leaders. Together they undergo
leadership training specifically aimed at
leading groups of vulnerable young people.

Role:
Senior sponsors - well known figures in the
community who publicly commit to raising young
people’s chances

Training:
Facilitated training session and content exercises
Role:
Chapter Leaders are responsible to growing the
network in their location and supervising Cell
Leaders
Role:
Cell Leaders are responsible for identifying,
inducting and growing new recruits

6

7
“Patrick struggles, he’s
ambitious but his brother is
holding him down”

“I’m applying for a job at the
Metro. Do you have any tips?”
“I see. I think we
should try ...”

“I’d be happy to vouch for
you. I think I know someone
there as well ..”

Cell Leader
Chapter
Leader

Cell Leader Support
The Cell Leaders report back to the Chapter
Leader about the progress of their new
recruits. They provide support to each other
in finding what works.
If the recruit doesn’t work well with the Cell
Leader they can change Cells.
Tools:
Format for Cell Leader debrief sessions

Using Resources from the
Network
New recruits can make use of the network
members and senior sponsors to help them
reach their goals, for example:
- exposure to different types of work
activities
- placement opportunities in the network
- carrying out tasks for senior sponsors so
that they get to know them and can vouch
for them
- recommendations for positions they apply
for
Platform:
An online forum helps cell leaders and sponsors
keep track of requests and share opportunities
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3

4

5

“I pledge to step up to put my
life in order and step up ...”

Cell Leader

“Well done man! A
re you
”
ready for the next challenge?

“Bring it on!”

Cell B2
Cell Leader

Cell Recruitment

Inauguration Pledge

Fast track challenges

Each Cell Leader identifies a number of
young people in their community who are
struggling to keep their lives on track or
who are engaged in alternative systems.
They determine which are ‘open’ -ready to
make the change and commit to making
positive progress in their lives. Each Cell
leader invites three new recruits to join the
programme.

The new recruits are inducted into the code
of conduct. They make a pledge in front of
senior sponsors to:

The three new recruits get given challenges
based on what they’re trying to achieve
and whether they are in work, education,
training or unemployed. They meet regularly
with their Cell leader to talk about how they
are doing.

Tools:
To identify which young people are “open” - ready
to make changes in their lives and stick to a new
path
Relationships:
A pipeline of potential young people are nominated
by peers and community figures

•

Invest in their true goals

•

Stick to positive actions and direction

•

Meet challenges set by the Chapter

•

Stay in regular contact with the Cell
leader

They get new fast track challenges to climb
levels of responsibility within the Chapter
itself.

•

Uphold their responsibility to the
Chapter

Tools:
Format for cell meetings

In return the senior sponsors pledge to
support them to reach their goals.
Tools:
The pledge is a critical contract between member
and network

Tools:
A suite of challenges and exercises Cell Leaders
can draw on to help recruits take and stick to
actions

Rules:
A code of conduct outlines a member’s
responsibility to the Chapter but also takes a
clear moral stance on what behaviours members
should uphold
8

9

“WOW! Really
well done Patrick!”

10

CHAPTER LEAGUE BOARD

Nørrebro
Chapter

Recognition and Ongoing
Support
If a new recruit slips back they receive calls
and offers of support from both their Cell
leader and sponsors in the Chapter. They
feel there is a solid network behind them
and that the Chapter wants them to do well
and step up. Failure is treated as a positive
learning experience.
Recruits receive recognition when they do
well during regular Chapter meetings. As
they progress they nominate new members.

NV
Chapter

“Is there anyone in your cell,
you think we should move up?”

Chapter Leader

Cell Leader

Performance Comparison

Moving up in the Hierarchy

Cell leaders receive recognition from the
Chapter Leader for the work they are doing.

At regular points during the year the
Chapter Sponsors and Cell Leaders get
together to determine the next cohort of
Cell Leaders.

Cells and Chapters can compare
themselves to other groups through the
Chapter league board and see which
Chapters are performing well that month.
They can track the overall progress of each
cohort of new recruits

Tools:
Guidelines for getting someone back on track

Tools:
Chapter league board - a digital platform that
illustrates the performance of each cell and
chapter against its members’ goals and highlights
achievements

Tools:
Format/ritual for Chapter meetings

Tools:
Achievement levels for new recruits

Sponsors nominate potential candidates
and new Cell Leaders are elected by the
group.
New Cell Leaders are trained by previous
Cell leaders and shadow them for the first
few months of their role.
Tools:
Nomination criteria and readiness tests to help
select new leaders
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KEY COMPONENTS
What will drive this

Pledge

Working the Network

This concept will live or die on the
quality of relationships, rules and
dynamics in the network. The following
are important in making that happen:

•

New recruits pledge to:

•

Invest in their true goals

•

Stick to positive actions and
direction

A member-only online forum supports
Cell and Chapter leaders to generate
requests for support or opportunities
from the wider network, and makes
visible those Sponsors who are actively
providing opportunities.

•

•

Meet challenges set by the
Chapter

•

Rituals - adhering to common
formats for meetings, pledges,
feedback sessions

Stay in regular contact with the
Cell leader

•

Uphold their responsibility to the
Chapter

•

Rules - these must be crystal
clear with no room for
interpretation

In return the senior sponsors pledge
to:

Spreading it

•

Transparency - around what is
acceptable/unacceptable and
moral guidelines

•

Use their influence to create
opportunities for them

Here we have detailed a version of the
concept with a very ‘male’ tone.

•

Use their time and experience to
support them to reach their goals

•

Hold them to account

•

Be there when they need it

We can imagine other types of
networks growing under the same
manifesto and structure but with very
different tones or influences - Girl
Power, Trades, through sports etc.

•

•

A bottom up approach and guerilla
tactics - to recruit people into the
network

The right personalities - we know
that young people respond well
to people who have ‘been there’
themselves

•

Authenticity - both in relationships
and activities

•

Code of honour - reciprocity,
mutual trust and respect will
sustain engagement

Manifesto
Senior sponsors come together under
a common manifesto, some because
they have ‘been there’ themselves:
•

To reverse the life chances of
vulnerable young people

•

To use our experience and
influence to increase the
opportunities available to them

•
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To actively grow a strong network
that creates the ladder for young
people to move up

Very Simple Tools and
Practices
The machinery of change happens
through very simple tools and practices
that members can be trained to
deliver:
•

Invitation and readiness
conversation

•

Challenge setting

•

Holding people to account

•

Reflection

•

Dealing with failure

•

Getting back on track

•

Techniques for specific issues
such as anger management

Company Sponsorship
Companies may become sponsors
of the local chapters, provide space
for groups to meet and contribute to
training costs

USER CONTRIBUTION AND
BENEFITS

Senior
Sponsor

New Recruits

Cell Leaders

Company
Sponsors

Contribution:

Contribution:

Contribution:

Contribution:

•

Pledge to provide support
on request

•

Holding new recruits to
account

•

Meet challenges

•

•

Share their own networks
and experiences

•

Holding regular meetings

•

Attend regular cell and
chapter meetings

•

Attend regular Chapter
meetings

•

Providing mentoring &
support to recruits

•

Support peers

Benefits:
•

•

‘Giving back’ - knowing
you are contributing to
young lives
Networking - meeting
other sponsors

Benefits:
•

Promotion in the
hierarchy

•

Leadership skills

•

Recognition from Senior
Sponsor

Benefits:
•

Membership of an
aspirational network

•

Solid mentoring
throughout different life
experiences

•

Connections to new
opportunities

Financial and in-kind
(spaces, expertise)

Benefits:
•

Reputational

•

Networking benefit for
employees

•

Access to emerging
leaders
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WAYS TO MEASURE
IMPACT
Capabilities

Contribution and
participation

System Outcomes

•

Connections - e.g. number of new
connections made

•

Number of challenges met

•

•

Emotional resilience and soft
skills, e.g. using a Character
Scorecard

•

Number of young people taking
actions related to their goals

Reduction in no. of days not
in education/work/training for
members

•

Percentage of young people invited
to the next level

•

Reduction in social worker contact
time

•

Number of young people drawing
on time, support or connections
from the network

•

Reduction in criminal or antisocial
activity

•

Number of young people
participating in new opportunities
through the network

Increase in number of young
people seeking help for mental/
emotional issues

•

Resources contributed by
companies and organisations

(longer term) Increase in earning
capacity

•

(longer term) Increase in stability

•

Independence - e.g. actions
initiated

•

•
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QUESTIONS FOR
PROTOTYPING
Positioning

Training

Performance

•

What existing networks or
associations might this fit with?

•

•

•

What is the right relationship
between this independent activity
and Municipalities?

•

How autonomous and self
governing should the network and
its Chapters be?

•

What is the value proposition to
commercial sponsors?

Quality Assurance
•

What is the right structure for
ensuring the quality of interaction,
guidance and support given?

•

How does the organisation
exercise discipline internally to
hold its members to account?

Action
•

What is the correct invitation to
new recruits both to test their
readiness and be compelling
enough to opt-in?

•

What kinds of challenges and
activities can a) keep new recruits
engaged and motivated b) fit
alongside other education/work/
training c) bring about the desired
impact?

•

What tools or training is needed
to support leaders to tailor the
challenges to what each individual
needs?

•

How can the right levels of
feedback or recognition be
designed into the interactions so
that young people feel they are
progressing?

•

In what tangible ways can new
recruits ‘move up the ladder’?

Roles
•

Can we identify enough people
with the right backgrounds and
motivation to play these roles?

•

What should the incentive
structure be for people to take on
these roles?

What is the simplest set of skills,
principles and techniques we are
confident will ensure the capacity
of leaders in the network to bring
about positive change in these
young people?

What tools and measurement
framework can be used to test the
hypothesis that if young people
are held to their intentions, meet
challenges and have relationships
they can draw on that they will
progress in education or work?

Delivery
•

What is the ‘lightest touch’
infrastructure required to deliver
and replicate or spread the
service?

•

What participation and incentive
structure will work alongside
unemployment benefit conditions?

•

What relationships or partnerships
will support the recruitment of
young people?
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Component
STREET THERAPY
THE OPPORTUNITY
The young people we met were
struggling to manage emotional and
behavioural issues, to develop better
interpersonal skills, find a sense
of meaning and increase their self
esteem. These struggles were at the
root of them dropping out of education
or placements, or failing to make the
most of opportunities. Most of them
would benefit from psychological
therapy and/or from learning practical
techniques to help them increase their
emotional resilience.
Although Roskilde Job Centre
estimates that approximately 50% of
its unemployed residents suffer from
mental health conditions, within the
way budgets are constructed it is not
easy to make therapeutic support
available to young people.
Whilst leading economists cite mental
wellbeing as the new frontier for a
productive economy (Layard, 2012),
practical therapeutic support remains
an expensive resource delivered by
professionals in clinical settings and
protected by rationed access.
One obvious approach would be
to have employment, health and
other professionals work more
closely together. However this
multidisciplinary approach rarely
has the desired impact, rather
multiplying the cost and reducing the
accountability, as each professional
protects their own agenda. So we
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might find that a psychologist will
protect her patient from having to
work.
It is better that we rethink the purpose
and application of this expertise so the
goal of health and therapeutic support
becomes not to help young people get
better so they can work but to help
young people work so they can get
better.
There are then two opportunities:
Firstly to locate the therapeutic support
inside the actions and relationships
young people have around work,
education and social activity - ‘to enter
not just their heads but their worlds’ and use that context to tailor the tools
and techniques that will have greatest
effect.
Secondly to isolate a number of simple
tools and techniques that young people
can use to overcome those challenges
most common, and distribute much
wider access to them.
The ideas below can be thought of as
stand-alone services or as components
underpinning the previous concepts.

COMPONENT:
STREET THERAPY
AND CHALLENGE
THERAPY
Street therapy brings psychological
support and practical techniques
into the lives of young people who
are struggling to sustain education
or work. ‘Barefoot’ psychologists
and individuals trained in simple
therapeutic techniques work with
young people in action in placements,
employment, courses and projects.
These ‘Street Therapists’ observe
young people in action, interview the
people around them (employers, peers,
teachers, mentors, other adults),
construct safe spaces for feedback,
set bespoke tasks and practices and
reflect with them on learning and
progress. They used mixed media
(conversations, video, SMS, games)
to deliver the techniques. They are
supported by a digital platform that
reduces the burden of recording
progress, helping them to spend the
maximum amount of time in action
with young people.
Challenge Therapy builds on the
emergence of MOOCs (Massively Open
Online Courses) and enables young
people to access simple techniques
online. Young people are introduced

to a better understanding of the kinds
of emotional and behavioural issues
they might be experiencing. They can
then choose to sign up to particular
challenges that resonate with them,
for example ‘keep my temper’, ‘deal
with boredom’, ‘learn to say no’.
Challenges are released online each
week alongside videos and tools to
help young people practice them.
Group discussions to reflect on how
they did are facilitated by individuals
trained in these simple techniques
either in person locally or online. Peer
support roles are created.

DESIRED IMPACT
FOR YOUNG PEOPLE
•

Support tailored to their real
worlds and circumstances Practical, applied tools to draw on
in any circumstances

•

Emotional resilience - awareness
of why they respond in certain
ways, ability to recognise and
manage emotional responses

•

Improved working and social
relationships - making it easier to
sustain work and education

WHO IT IS FOR
This component is not aimed at a particular segment but a cross section of
individuals who would benefit from more personal support or have a specific
issue they want to overcome. One challenge to be investigated through
prototyping is whether this provision can be open access, allowing young people
themselves to choose what they want, when they want.
People who would particularly benefit include:

Dennis, 17

Josefine, 22

Emilie, 21

Dennis has left school and is having
difficulty sustaining a placement

Josefine is unemployed, has applied to
start education - not sure she will start

Emilie recently dropped out of HTX for
the third time, and is looking for work

•

Finds authority difficult and often
finds himself in conflict with peers

•

•

•

Needs a clearly defined role and to
feel respected

Has interests in art and design,
but hasn’t been able to pursue
an education in the field due to
depression

Is diagnosed with chronic
depression with psychotic traits,
but has a real desire to be
productive and contribute

•

Gets bored quickly and has little
sense of purpose

•

Has a small contracting network,
and isn’t in any setting where
connections could be built

•

•

Doesn’t feel a sense of belonging
anywhere

If given the right conditions
(structure, stability, clear
expectations), work can be
therapeutic for her.

•

•

Could benefit from building
personal life skills

Need guidance and someone who
believes in her to thrive
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KEY ASPECTS
•

•

Not conducted in a therapeutic
setting - a much more flexible
approach that can be done
anywhere and requires little
infrastructure.
Therapists are invited by young
people to participate in their
everyday practices. Therapy
doesn’t take place in a room with
a closed door. It is about forming
a partnership with a purpose and
then doing what is necessary,
instead of doing what traditional
therapeutic practice suggests you
should do.

•

Not mono-theoretical - combines
different tools from different
approaches.

•

Is based on an awareness of
the conditions in which young
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people live and into which they
must integrate the learning and
behaviours.

•

Affirmation from certain people
works better because they are
respected by young people.

•

Not directed only at mental
illness. The purpose is to help
young people do meaningful
things with their life - the
intervention is more directed at
building meaning than removing
mental illness. It is about helping
them develop and live well through
their mental condition rather than
simply containing it.

•

Core expertise is supported by
simple web and mobile tools and a
number of peer support roles.

•

Involves other people around
young people. The approach builds
on their existing relationships to
gain feedback. It helps people
around them to notice things that
would help them, anticipate what
might go wrong and how they are
feeling.

WHAT’S LIKE THIS?
We are inspired by:

GlobalMentalHealth

CodeYear

Thetoolsbook.com

Vikram Patel and the Centre for Global
Mental Health trains ordinary people
to deliver psychotherapy interventions
for depression, schizophrenia and
psychosis across India, Bangladesh
and Africa. Rigorously evaluated,
these programs show lay people
can be trained to effectively deliver
simple applications of complex clinical
expertise.

Based on the MOOC (Massive Open
Online Course) model, CodeYear is
is a free Codecademy program for
anyone who is interested to learn
how to program. The program helps
people follow through on a New Year’s
Resolution to learn how to program,
by introducing a new course for every
week in 2012. Over 450,000 people took
part in 2012.

The Tools are 5 dynamic, resultsoriented practices that aim to deliver
relief from persistent problems and
restore control—and hope. Weekly
podcasts and live webcasts with two
leading psychologists help subscribers
make the Tools part of their daily
routine, supported by digital apps.

MAC-UK

SuperBetter

Barefoot psychologists work with
gang members on the streets in the
UK, based on the Integrate© model,
putting mental health workers at the
heart of activities led by the young
people themselves.

SuperBetter is an online game that
helps you achieve your health goals —
or recover from an illness or injury —
by increasing your personal resilience.
It harnesses your social networks to
help you tackle challenges. Everyone
who plays is helping to figure out
new ways to get SuperBetter —
for themselves, and for the entire
community.
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HOW IT WORKS

Street therapist

Company
contact person

Street therapist

Company
contact person

Young people are invited to work with a
Street Therapist who builds a relationship
with them in their own settings. They decide
which approach will work best for them in
their world.

Welcome!
Meet-up day!

Observe at Work/In Action
The Street Therapist might: Observe them
in action at work or college ...

Sign-up and follow!
Learn to say ‘no’
Performance & event
challenge

City Maintenance

Keep your temper
John’s Carpenter
challenge

Roskilde
Festival
Bored
at work
challenge

Introduction sessions are run by young
people trained up as peer facilitators. Young
people learn why these techniques might be
useful to them.
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Young people sign up online to challenges
that resonate with them.

y
person

Company
contact person

Company
contact person

Street therapist

Tools

Street therapist

Company
contact person

Video Reflection
... ask young people
to film activities or
interactions and then
discuss them ...

Gather Feedback from
Others

Build
Networks

Reflective Conversations

... gather feedback from colleagues,
educators, peers and/or facilitate
feedback meetings ....

... help young people
build new peer
relationships ....

...and throughout hold reflective
conversations on the street, in their
workplaces, at their homes.

“Maybe the next project for
you should be about ...”

Project

ur
Keep Yo
Temper ge
n
le
Chal
213 ers
follow

Company
Pipeline
Company
contact person

contact person

r
Keep You
Temper ge
Challen
213 ers
follow

Reflection

StreetTherapist
Group Leader

Challenges are released each week online
and by mobile. They are supported by videos
and mobile tools

Online communities form
around each
Company
challenge where young contact
peopleperson
can discuss
issues and approaches.

Offline meet-up groups are offered to
young people who want to learn more
and young people can request one-toone therapy
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QUESTIONS TO
ANSWER THROUGH
PROTOTYPING
Positioning

Content

•

How should this fit with existing
health and employment services?

•

•

If it is open to all young people,
how does that affect take-up and
management?

What challenges resonate most
with young people? How can they
be designed to build capabilities
effectively?

•

What additional input/support do
young people need to apply the
challenges?

•

What tool-kit will support the
Street Therapists to tailor/design
approaches to fit each young
person’s needs and context?

•

How can this become affordable/
scalable and still be effective?

Roles
•

What techniques can be effectively
delivered by lower-trained
professionals and/or lay people/
peers?

•

Where will the Street Therapists
come from? What kind of training
is required to achieve both the
cultural and technical approach?

•

If the Street Therapists build
relationships with young people
that transcend traditional
boundaries of settings and time,
how can this be managed as a
system?
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Infrastructure
•

What on-line platform will support
the interactions between young
people around challenges and
also support Street Therapists to
share tools and log progress?

THANK YOU!
We have met so many helpful people, who made it possible for us to
obtain insight into these young people’s lives.
We are grateful to all the people we have interviewed and to all those who
introduced us to these individuals and shared their knowledge with us.

Thank you:

THE SPEARPOINT
Mette Lycke Fanning
Madeline Grau Larsen
Serkan Teksen
Anders Tofting
Valeria Lacorte

ROSKILDE YOUTH GUIDE
Karina Vindum

KORSØR PRODUCTION SCHOOL
Anita Olsen

THE FLYING DUTCHMAN
Henrik Holst

PATH FINDER
Aina Grested

ROSKILDE FIRE STATION
Morten Nielsen
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- CONFIDENTIAL To protect the identities of the people involved in this study, the following
presentation is strictly confidential.
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