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Introduction 

Monica Michelis, Enrico Gennaro 

Vol.To, Italy 

Foreword 

Background 

In today’s society, high youth unemployment rates reflect difficulties faced by 

young people in finding a job. This problem is amplified in young people from 

disadvantaged backgrounds or with fewer opportunities, at risk of 

marginalisation, and suggests a hypothesis of change in systems of working, in 

relationship between generations and in training paths. 

 

The EvolYou project contributes to improve the level of key competences and 

skills, with particular regard to their relevance for labour market and their 

contribution to a cohesive society, in particular through strengthened 

cooperation between the world of education and training and the world of 

work. Specifically, it aims to intervene on the marginalisation and social 

exclusion phenomena, favouring active inclusion of disadvantaged young 

people aged 15-30 into labour market and consequently in society. 

This objective is achieved through a training path of participated 

involvement of senior expert volunteers in an intergenerational 

mentoring environment. The path contributes to upskill youngsters and 

bring them closer to work introduction systems, sharpening their soft and 

employability skills, so countering their conditions of fragility and 

disadvantage; furthermore it helps to develop the contribution of senior 

population to society. 
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As a result, this project highlights the effectiveness of voluntary 

intergenerational cooperation for the benefit of young people in difficulties, 

using an innovative mentoring methodological model of social inclusion, 

which is applicable in Europe helping young people to better understand 

the labour market and its requirements. 

The methodology of 
reference 

The starting point of the project is a good practice of mentoring successfully 

applied in Germany since 2009, the VerA initiative of the Senior Experten 

Service – one of the largest German voluntary organisations for specialists and 

managers in retirement. Launched together with the leading associations of 

German industry, crafts and the liberal professions, it is funded by the Federal 

Ministry of Education and Research. 

Following the sharing of this initiative in a previous Erasmus+ KA202 project 

exchanging practices on voluntary work in the field of VET – the MYDI 

“Mentoring Young Disadvantaged people for Inclusion”1 –, some partners 

decided to transfer this good practice to their respective countries, but applying 

it to different targets of beneficiaries according to local needs. 

Thus the project realises the ssccaall iinngg  uupp  of the VerA initiative (of which it is 

complementary), bringing it in other EU countries where it still does not exist, 

to cater for the needs of young people in difficulties and to deal with 

differences in learning outcomes linked to social disparities, by cooperating 

with the responsible actors in the VET field of the respective Member States. 

This is done through a Strategic Partnership involving 6 countries and 9 

partners active in the voluntary work and VET fields. 

The partnership 

The EvolYou partnership is a balanced composition of organisations from 

Italy, Spain, France, Belgium, Germany and Finland, active in the volunteering 

and social inclusion fields and using complementary approaches to support 

young disadvantaged people. 

                                                
 

1 Ref. Erasmus+ project no. 2017-1-DE02-KA202-004144. 
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 Volontariato Torino (Vol.To) – the project coordinator – and Immaginazione 

e Lavoro soc. coop. (IL), Italy; 

 Seniors Españoles para la Cooperación Técnica (SECOT), Spain; 

 Echanges et Consultations Techniques Internationales (ECTI), Association Générale 

des Intervenants Retraités, Actions de Bénévoles pour la Coopération et le 

Développement (AGIRabcd) and Office Tecnique d’Études et de Coopération 

Internationales (OTECI), France; 

 Confederation of European Senior Expert Service (CESES), Belgium; 

 Senior Experten Service (SES), Germany; 

 Nestor Partners ry, Finland. 

These organisations are linked to VET systems, academic fields and all the key 

stakeholders for the project topics (social inclusion, intergenerational 

education and lifelong learning, career guidance and youth unemployment). 

IL + Vol.To, SECOT, ECTI + AGIRabcd + OTECI and Nestor Partners ry 

play the role of “partner testers” and are responsible for the implementation 

of the pilot at a local level, each for its geographical area of belonging. Vol.To 

also is a tester, but indirectly, since its direct users are associations: in the 

testing it collaborates with IL. In turn, SES is the transmitter of the 

methodology, whereas CESES is the leader of the dissemination and 

exploitation strategy. 

Target groups 

The partners develop a Didactic Experimentation in 4 of the 6 countries (Italy, 

Spain, France and Finland), specialising the target groups based on 

geographical area of belonging: 

 In Italy, young migrants, asylum seekers and refugees, aged 18-30; 

 In Spain, young people aged 16-20 undergoing Basic Vocational Training 

with special educational needs or with persistent economic problems and a 

low socio-economic level; 
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 In France, mentees and students in vocational education who have 

difficulties to follow their training and risk dropping out, aged 15-25 (most 

of whom with a profile very similar to NEETs2); 

 In Finland, migrants, low qualified mentees and VET dropping out 

students, aged 18-30. 

The participant youngsters take part in the pilot test through training courses 

and Living Labs of mentoring in tandem, finding a mentor from the 

specific branch they are interested in. 

The philosophy of the 
intergenerational 
tandem model 

Work difficulties in different countries have to be addressed with a model that 

can be adapted to the case, depending on environmental and cultural specific 

situations. But, despite the adaptation to local contexts and to different target 

groups, the philosophy of the model is unique for all tester countries, 

since inspired by the lessons learned from the VerA initiative, which is the 

reference methodology. The uniqueness of this philosophy is in the tandem 

between a senior mentor and a young mentee: the human encounter 

between a senior and a youngster who is looking for a job. 

The senior has grown to high levels of professional responsibility: s/he has 

spent life developing her/his own work and assisting colleagues in personal 

growth at a professional level, constantly taking into account the regulatory, 

social and economic environment of context. In creating the tandem, the 

senior makes this very rich and useful experience available to the youngster, to 

accelerate the knowledge of the environment in which the mentee will have to 

find her/his own place. The mentor is in a position to evaluate the mentee in 

her/his desires, preparation and attitudes. Thanks to her/his past experience, 

he can therefore guide her/him in the path of self-recognizing, enhancing 

her/his strengths, becoming aware of her/his weaknesses and opening up to 

new perspectives and new motivations. 

                                                
 

2 NEET is the acronym for “Not in Employment, Education, or Training”, referring to a 
person who is unemployed and not receiving an education or vocational training. 

8
REDESIGNING

THE FUTURE
IN TANDEM

Methodological
Manual



9 

 

Many of the young beneficiaries of the project have lost a life goal and interest 

in the activity they were carrying out (training or work). Part of their difficulties 

is precisely in not having a positive goal anymore. In the relationship of trust 

that can be created in the tandem, thanks to her/his long experience in 

the world of work, the mentor – who becomes a coach, manages to 

direct the mentee to the best of her/his potential. 

Another aspect of the philosophy behind the intergenerational tandem 

model is a personal development of the senior mentor, who can keep her/his 

activity up to date and who can have a contribution from the mentee in terms 

of innovative support, for example, in the use of technology such as 

smartphones, tablets and social media. 
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Overview 

This Manual describes the methodological framework for implementing a 

model of social inclusion for disadvantaged young people in Europe: the 

training program, its contents, didactic materials and tools, as well as the 

training methodology and the procedures to be implemented. 

PART 1 
Guidelines 

It systematizes the variety of training experiences to be developed in 

descriptive guidelines for the introduction of the VerA best practice in the 4 

Member States in which the pilot test has to be implemented (Italy, Spain, 

France and Finland). These guidelines can be viewed as the project “engine 

room” driving and coordinating the activities of the pilot test to be 

implemented by showcasing approaches to be used by “partner testers” and 

crucial factors for a successful implementation. 

The subsequent Didactic Experimentation will validate this narrative, taking 

into account all the changes occurred on the field. 

The guidelines are therefore a set of recommendations systematically 

developed, continuously updated and validated, in order to lay the foundations 

for the setting of modus operandi and behaviours shared in the partner 

organisations that will have to implement the pilot in the respective countries. 

PART 2 
The model 

The Manual guides VET and volunteering systems, offering a methodological 

support on how to exploit the potential of intergenerational mentoring in 

tandem for social inclusion of disadvantaged young people. Therefore its aim 

is promoting the introduction and implementation of this model mainly 

in VET centres and senior voluntary associations. 

The methodology, generally applicable at European level, is integrated with the 

characteristic elements of each territory involved in the pilot test and thus 

adapted to the different welfare regimes, methods to approach 
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intergenerational issues and social problems, operational requisites required by 

the current legislation and to the specific categories of disadvantaged 

youngsters of each involved Member State, country by country. The tandem 

model of intergenerational mentoring in volunteering is therefore 

targeted for geographical area and beneficiary type. 

 

Following this Manual, as a coordinating vehicle, it is possible to plan the 

training activities to be realised in-group and in tandem. Thus, this output is 

functional to development of the Didactic Experimentation and, at the same 

time, the testing defines its finalisation. 

The Manual allows stakeholders of the volunteering community and VET 

sector to know about the basis of a social integration model applied in other 

countries. 

The common procedure of implementation is ready to be used in other 

contexts outside the project, embedded in the Didactic Experimentation and 

made available without restrictions. 
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Acronyms 

AGIRabcd “Association Générale des Intervenants Retraités, Actions de 

Bénévoles pour la Coopération et le Développement”, Paris, France 

CESES “Confederation of European Senior Expert Service”, Brussels, 

Belgium 

ECTI “Échanges et Consultations Techniques Internationaux”, Paris, France 

EvolYou “European senior Volunteering through mentoring for the social 

inclusion of Young people in difficulties”. Erasmus+ project no. 2019-1-IT01-

KA202-007472. 

Design your future in tandem, evolve you! 

EvolYou! 

IL “Immaginazione e Lavoro”, Torino, Italy 

INAPP “Istituto Nazionale per l’Analisi delle Politiche Pubbliche”. The 

National Agency managing the Erasmus+ programme in Italy for the 

Vocational Education and Training sector. 

ORA “Objectif Réussir Apprentissage”. The French EvolYou pilot test. 

OTECI “Organisation pour la Transmission des Expertises et Compétences 

Intergénérationnelle”, Paris, France 

SECOT “Seniors Españoles para la Cooperación Técnica”, Madrid, Spain 

SES “Senior Experten Service”, Bonn, Germany 

VerA “Verhinderung von Ausbildungsabbrüchen” (prevention of learning 

dropping out). A national initiative of SES. 

Vol.To “Volontariato Torino”, Torino, Italy 

design your future in tandem, evolve you!
EvolYou!
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PART 1 

Guidelines 
 

Davide Prette, Monica Michelis 

Vol.To, Italy 

Contributors: Bernd Tuchen (SES, Germany), Enrico Gennaro (Vol.To, Italy) 

 

 

Guidelines describe the training experiences to be developed to introduce the VerA best practice in the 4 

Member States implementing the pilot test – Italy, Spain, France and Finland. 
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1. Didactic Architecture 

1.1. Training aim 
The aim of this programme is helping young people in difficulties in 

improving their life, starting from the achievement of training goals that they 

are struggling to achieve. 

How to do 

The way to do that is finding the most appropriate mentor for each mentee 

and finding the best mentor available in appropriate time and place. 

The first step is the request of mentoring: it can be made by a trainee, by a 

company, a chamber of commerce, a professional school, by students in 

vocational preparatory classes or by their parents. 

The second step is the choice for a senior expert. 

The third one is the assignment of the expert to the mentee. 

In order to reach this objective, it’s necessary to apply a matching between 

mentors and mentees based on competence and pragmatism. That’s why, 

in these phase, also the trainee consultant could intervene to clarify the request 

and to help in the matching. 

1.2. Mentoring process 

1.2.1. Mentors and mentees 

Mentors’ profile 

The appropriate mentor should have a social competence and reside not so far 

from the mentee’s living place, working place or vocational school. 
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S/he has to take part in an introductory seminar in order to understand how to 

share her/his interests in activities in favour of young people. 

The mentor needs also to valorise the knowledge already held by the mentee, 

so that this knowledge base can support the new specific skills that the trainee 

needs to acquire. Furthermore, the mentor should have a professional 

experience coherent with the mentee’s future profession (e.g. economic, 

technical or craft professions) and should adapt her/his time availability to the 

training schedule of the mentee. 

So, in order to proceed in the selection among candidates, these are the criteria 

to be taken into consideration: distance from mentees, address, profession, 

business, willing to work with young people, current availability, number of 

mentees already supported, skills to comply with the special learning needs of 

the mentee. 

 Low distance from the mentee’s living, working or training place. 

 Time adaptability to the mentee’s schedule. 

 Professional experience coherent with the mentee’s profile. 

 Will to work with young people and to understand their skills and needs. 

Features of a mentor 

 

Mentees’ profile 

Apart differences among countries, the general profile of the mentees helped is 

that of boys and girls already enrolled in a professional training or that 

have ended prematurely a mentorship and would like to search for a 

suitable new one.  

Young people who need this service have a set of difficulties in the transition 

from school to work, stress at home (e.g. family problems), lack of social 

integration (mainly for foreigners and immigrants), problems deriving from 

erroneous past behaviours that led them to a condition of social exclusion. 

Generally, the mentees are unable to achieve the most important life goals, like 

completing a study or professional training path, getting and keeping a 

satisfactory job. 
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The mentee, once aware of her/his problems, must however be determined to 

solve them and to make a regular commitment over time to listen and put into 

practice the mentor’s advice. 

 Already enrolled in a professional training. 

 Unable to achieve the most important life goals (e.g. premature end of a mentorship). 

 Social problems (e.g. lack of social inclusion, troubles in family). 

 Will to change her/his condition by following the mentor’s advice. 

 Lack of connections with the local reality and/or the host country (e.g. for migrants). 

Features of a mentee 

 

The process 

The definition of the roles between mentor and mentee takes place in the 

first phase, so when they have just got in touch. 

Indeed the mentoring process foresees that the senior experts and the juniores 

immediately work on these steps: 

1. First contact between mentor and mentee by e-mail or phone. 

2. Meeting in a public place for getting to know each other. 

3. Discussion about the help or support needed by the mentee. 

4. Decision about whether mentor and mentee want to work together or not. 

5. Signature of an agreement that is the official start of the mentorship. 

The first contact between mentor and mentee takes place by e-mail or 

phone. Then, they decide time and place of the first meeting, if it possible in a 

public place – e.g. a library, a vocational school, a café, a meeting room in a 

chamber of commerce. 

The first trick to keep in-mind is to emphasize confidentiality in order to 

create the necessary relationship to build the “mentoring in tandem”. 

The general scheme of the first meeting – which of course may vary depending 

on each particular situation – foresees a mutual introduction and the 

identification of the issues to work on: problems during the individual training 

path, need of a better mentorship, etc. It’s then possible to discuss about the 
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familiar situation of the mentee (if s/he is not embarrassed) and exchange ideas 

regarding the expectations of the mentee towards the mentor, and vice-versa 

the expectations of the mentor towards the mentee. The first meeting ends 

after both parties have agreed on further steps: date, location and what to do in 

case of illness or non-availability for different reasons. 

 Mutual introduction. 

 Identification of the issues to work on. 

 Emphasizing confidentiality. 

 Possible discussion about the mentee’s familiar situation. 

 Exchange of ideas regarding the mutual expectations mentor/mentee. 

 Agreement on further steps: next meeting, what to do in case of illness or non-
availability, etc. 

First meeting mentor/mentee 

 

After the first or the second meeting, the mentor has to forward the agreement 

and the initial report on mentoring support to the organisation carrying out the 

programme. 

Then, mentor and mentee can meet whenever and as long as they want – e.g. 

once a month, weekly or more often (for example when an exam is due). 

1.2.2. Expected learning results 

At the end of the mentorship it is expected that mentees are able to 

individually achieve a set of goals like passing difficult exams and/or 

accomplishing their vocational training. 

In the unfortunate event of a tutoring failure, a termination of agreement 

occurs – e.g. because of the unreliability of the mentee, her/his decision to 

terminate the mentorship, the inconsistency between mentor and mentee, or of 

possible personal problems of the mentor, etc. 
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1.2.3. The VerA best practice for implementation 

The VerA best practice, which the EvolYou strategy adopts, provides to 

each young people in difficulties a personal coach who is familiar with the 

professional world and makes the young people fit for school and business. 

The mentor has time to dedicate, a reimbursement of expenses and an open 

ear for the problems of mentees and can make it easier for young people to 

start their careers. Trainees are supported in every kind of professions totally 

free of charge. 

The best practice is based on the following milestones: 

1. Continuous and qualified assistance of the mentor towards the mentee; 

2. A specific commitment that mentors and mentees mutually undertake by 

signing a written agreement; 

3. A continuous assistance and training of mentor in carrying out her/his 

function, thanks to the help of a headquarter (HQ) carrying out the 

programme; 

4. A voluntary participation in the programme of both mentors and mentees, 

a factor that increases the motivational element in fruitfully completing the 

mentoring path. 

The HQ provides a continuous assistance to the mentors, by organizing an 

introductory seminar for the new ones, by answering their doubts, by releasing 

print products that may be helpful – such as flyers, fact sheets & posters for 

senior experts, juniores and other multipliers – and by updating a website 

where to find learning materials to implement the strategy. 

1.2.4. Monitoring 

Means to monitor 
the mentees’ progress 

Mentors constantly monitor the progress of mentees by interviewing them in 

order to assess, with specific questionnaires, if they have improved their 

learning/training outcomes or changed a specialization path that was not 
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consistent with their expectations and characteristics. The periodic interviews 

are also aimed at determining if they have developed practical abilities for their 

future working life and have decided to undertake a new 

professional/educational path. The monitoring process is useful also to assess 

if mentees have decided to improve the local language in order to enhance 

their working perspectives (especially in case of foreigners and migrants), if 

they have increased their rate of motivation and have gained a good 

preparation for exams in vocational schools. 

Monitoring the success of the training support is also based on uniformly 

designed reports, which are filled by the mentor at specified intervals, after 

collecting the mentee’s replies to a specific questionnaire (ref. Annex 5). 

At the end of the mentoring path, the mentor prepare a final report describing 

all the mentee’s achievements: this report is issued to the mentor as a 

certificate of attendance and can be transmitted to the chamber of commerce, 

the training and professional institutes or to parents, so all the actors that may 

have requested the mentoring path. The final report is compared with the 

initial one, in order to understand which improvements have been made, and 

to what extent, from the beginning to the end of the mentoring process. 

How to evaluate the 
mentoring process 

Assessing whether a mentoring process has been successful is detecting if 

juniores have acquired a basic knowledge of the professional training 

opportunities that the local context makes available and an effective study 

method, together with the ability to assimilate what has been learned. 

Of course a good mentor does not forget to notice whether her/his mentee 

has improved the way to prepare for an exam, has gained important social 

skills – for example how to relate correctly to others (e.g. study companions or 

colleagues), good communication skills, the ability to self-motivate in difficult 

moments and to identify and solve conflicts. Furthermore, especially for 

mentees with a migrant background, it is also taken into account if intercultural 

skills have become part of their personal background. 
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Reference 

«VerA-Initiative - Verhinderung von Ausbildungsabbrüchen». Informative and 

technical documentation of the “VerA initiative - Prevention of dropping out 

from training” – e.g. VerA general information, new focus, flyer, info sheet, 

process scheme, conditions for coaching, code of conduct, contract between 

SES and the expert, job description for senior experts, request form for 

support. Senior Experten Service, 2020. 
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2. Procedures and activities 
In order to recruit and involve senior experts, it is necessary to create a 

headquarter (HQ) – i.e. the office of the organisation that will have the task 

of carrying out the programme. 

The HQ tasks 

HQ has the following tasks: 

1. A regular and close exchange with the senior experts in order to support them; 

2. Semi-annual documentation about activities carried out; 

3. Support in the preparation of introductory seminars for newcomers; 

4. Organisation of an optional annual conference at the central office 

premises (arrangement of the meeting agenda, organisation of the event, 

involvement of facilitators/moderators); 

5. Keeping in touch with Chambers and network partners: regular exchange 

with the contact persons of the Chambers, with local bodies, educational 

institutions and multipliers, with school administrators, teachers, social 

workers and companies; 

6. Creating partnerships with Chambers of Commerce, companies and non-

profit organisations in order to involve new mentors and mentees 

experiencing difficult training conditions; 

7. Putting in touch with new potential volunteers who can act as mentors, by 

promoting this volunteering opportunity through the cooperation and 

networking with stakeholders, the word of mouth and appropriate 

communication actions like press office initiatives, social media campaigns, 

participation in fairs and events; 

8. Supporting mentors in case of questions about ongoing mentoring 

activities, providing training for new mentors who weren’t able to attend 

the introductory seminar. 

Therefore, once the network has been established, looking for potential 

mentors is a specific task of the HQ. 
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Recruiting mentors 

Like in the VerA programme, the selection of mentors depends on specific 

features, such as the social and professional competence, geographical 

distance, time availability, willing to take part in a very demanding volunteer 

path, which also includes continuous training and participation in updating 

courses, starting from the introductory seminar. 

Of course the selection of a mentor is strictly connected to the features of the 

mentee whom s/he interfaces with. 

2.1. The Didactic Experimentation 

2.1.1. Features of piloting activities in the different 

European countries 

The piloting activities need to be implemented simultaneously by all the 

“partner testers”. 

The foreseen total number of youngsters taking part in the pilot test is 130: 

through the training courses and the Living Labs of mentoring in tandem, they 

can find a mentor from the specific branch they are interested in. Here the 

main features of the four pilots in the respective countries: 

1. Italy: Immaginazione e Lavoro and Vol.To are going to involve 30 young 

people in the target group of migrants, asylum seekers and refugees, 

aged 18-30; 

2. Spain: SECOT is going to involve 20 young people, aged 16-20, 

undergoing Basic Vocational Training with special educational needs 

because of lack of motivation to continue with their studies, cognitive 

difficulties, continued academic failures, a family context not giving 

importance or support to their studies, persistent economic problems and a 

low socio-economic level; 
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3. France: ECTI, AGIRabcd and OTECI are able to involve 60 mentees and 

students in vocational education aged 15-25 – most of whom with a 

profile comparable with that of NEETs – who have difficulties in 

following their training and are at risk of dropping out; 

4. Finland: Nestor Partners is going to involve 20 migrants, low qualified 

mentees and VET dropping out students, aged 18-30. 

Expected result 

The expected result of the pilots is a mentoring methodological model of 

social inclusion that can be valid in Europe and that can favour the 

approach of disadvantaged young people to the world of employment, 

improve the level of their key competences and skills – especially those related 

to the professional field, but also those contributing to a cohesive society – 

thanks to the involvement of senior expert volunteers in an intergenerational 

mentoring relationship that can be maintained beyond the end of the project. 

These measures, which must be implemented through a strengthened 

cooperation between the world of education and training and the business 

companies, are all aimed at reducing the marginalisation and social exclusion 

phenomena, by favouring an active inclusion of disadvantaged young people 

(aged 15-30) into the labour market and consequently in society. 

2.1.2. Scheduling and timing: the pilot testing 

step-by-step 

The Didactic Experimentation should follow these rough schedule and timing: 

1. Preparation of the contractual documents to manage the mentor-

mentee relationships. Duration: about 2 months; 

2. Developing the VET network and identification of centers interested 

in participating in piloting. Duration: intensive for 2 months, continuous 

during all the programme; 

3. Identification, recruitment and selection of senior experts. Duration: 

continuous, particularly intensive in the beginning of the programme; 
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4. Training of trainers: training of senior experts in the mentoring activity. 

Duration: defined at the first recruitment and updated during the activity; 

5. Promotional activity to inform target groups, mainly through press 

releases and web spreading. Duration: continuous for all the programme; 

6. Recruitment and selection of participant mentees. Duration: 

contemporary and consistent with the selection and training of mentors; 

7. Curricula definition, foreseeing collective courses (optional) and specific 

Living Labs of mentoring in tandem. Duration: in the first 2 months and 

continuous updating for all the programme; 

8. Training to small groups of mentees, according to their affinities of 

difficulty and to their particular competence. These collective courses are 

optional. Duration: approximately 2-3 weeks per course; 

9. Matching of mentor/mentee profiles and creation of the tandems. 

Duration: consistent with the selection of mentors and mentees; 

10. Living Labs of mentoring in tandem. Duration: from 1 to 6 months for 

each tandem, extendable in the most complex cases; 

11. Design and submission of questionnaires and interviews to participants 

to the pilot (mentors and mentees). Duration: consistent with the activity 

of the created tandems. 

Some steps of the programme should be carried out in parallel and a fine-

tuning should be foreseen day by day. 

Contractual 
documentation 

A simple but clear form of bilateral agreement must be signed by the 

mentor and mentee to regulate some basic behaviour. The aim of the 

agreement is achieving a successful training and professional path. 

Solutions are worked out together with the mentor’s support, which should 

not exceed 12 months but susceptible to be extended; anyway, any 

extension has to be justified by the mentor. 
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The general agreement should foresee that the mentor can work voluntarily 

and free of charge, the involvement of Chambers of Commerce, Chambers of 

Crafts, Chambers of professions as training supporters and the guarantee of 

confidentiality. 

The mentee must declare her/his will to work closely with the mentor as part 

of the mentorship for the entire duration of the support; on the other side, the 

mentor must inform the mentee about all the circumstances concerning the 

progress of the training relationship. 

The relationship mentor/mentee is based on addressing the interests of the 

mentee and on giving her/him a necessary help in order to achieve the training 

qualification. 

Finally, inside the agreement it should be clear that the mentoring process can 

only be a support and does not replace the mentee’s personal effort to reach 

the goal. 

It’s an integral part of the contractual documentation for managing the 

mentor-mentee relationship the preparation of the individual training path, 

carried out by the mentor taking into account the formal, informal and non-

formal pre-existing knowledge and skills. 

The individual training path is co-designed with the mentee according to the 

professional sector of her/his interest, giving her/him the opportunity to more 

consciously manage her/his own path. 

The concrete tasks and objectives of the support are determined in a first 

personal interview, whose replies are gathered in an initial report and written 

inside the mentorship agreement. 

The agreement can be terminated at any time unilaterally: in this case, the 

senior expert immediately informs the headquarter that the mentoring is 

terminated and no more meetings will take place. 

A checklist regards all the mentee’s data that can be useful for the mentorship 

process: name of her/his training company or employer, name and address (date 

of birth, Zip Code, City, mobile, e-mail, profession, contract date, Chamber) and 
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type of requested support (e.g. problems in vocational school, preparation for 

examination, language deficits, employer related problems, etc.). 

The sample documents to be used in the path are: 

1. Agreement for the mentoring support; 

2. Commissioning for the mentoring support; 

3. Initial report on the mentoring support; 

4. Periodical questionnaires to detect the mentee’s level of satisfaction; 

5. Intermediate reports; 

6. Final report. 

Identification of 
VET centres and 
selection of mentors 

After the preparation of the contractual documents to be used for managing 

the mentor-mentee relationship, the provision of mentoring starts with the 

identification of VET centres interested in taking part in the pilots and with 

the recruitment and selection of senior experts to be trained. 

Also in this case, as a general rule, mentors should follow an introductory 

seminar organised by the HQ. But, given the necessity of implementing an 

experimental pilot within limited timeframe, the mentors are trained, in a first 

step, by SES during a seminar taking place in Bonn, Germany, in November 

2019 and, in a second phase, by sector specialists – in coordination with the 

authorities for vocational training, Chambers of Commerce, Chambers of 

Crafts and Chambers of professions – on subjects like: coaching aspects and 

motivation of the mentees, performance and trend of labour market in the area 

of competence, leading sectors and sectors in slowdown, updates on the 

contract legislation in force. Training concept foresees a theoretical framework 

consisting of concepts, definitions, references and learning contents. 

Promotional activity 
and recruitment of 
mentees 

The promotional activity (mainly by press office and web-spreading) is aimed 

at informing target groups about the recruitment and selection of participants. 
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The mentees should make a request for a free mentoring. Their training 

company, vocational school or parents can make the request as well. 

This is the general rule: for the EvolYou pilots, mainly the organisations that 

are involved in the project – i.e. VET centres, training companies, schools, 

associations welcoming migrants and helping them to integrate in the society – 

have to procure the participants. 

Curricula definition 
and training to small 
groups of mentees 

The partner testers are the principal actors of training for mentees within the 

programme: they provide a tailor made training path divided in modules that 

are collected in curricula. 

The innovative element lies in the fact that currently there is not yet any 

training path preparing young people to enter concretely the world of work: 

infact schools and universities only pay attention to technical and specialist 

aspects and not to the evaluation of professional environment outside the 

classroom. 

The training modules are dedicated to many topics, among which: 

1. Soft skills to be acquired and that are related to behaviour in job 

interviews, in public presentations and in the presentation of a working 

document; 

2. The principal sectorial and geographical features to be known about the 

labour market and its performance; 

3. Job contracts and the current labour legislation; 

4. Training tools for a professional specialisation; 

5. Public and private employment agencies: how they can help and what 

they require; 

6. Assistance in establishing a new business: Chambers of Commerce, 

microcredit, business angels, etc.; 

7. Other topics according to the judgement of the single tester. 
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These modules are processed with frontal lessons or with visits to companies, 

institutions and/or organisations. 

Anyway the training plan is individual, so co-designed with the mentee 

according to the professional sector of her/his interest, giving her/him the 

possibility of consciously managing the path itself. The training path also takes 

into account the mentee’s formal, informal and non-formal pre-existing 

knowledge and skills and is aimed to the upskilling of young people – already 

during the pilot phase, through learning workshops – by introducing them a 

new way of viewing and valuing the surrounding working environment. 

Training modules are structured to increase, in the young participants, the 

knowledge of themselves and of the working future they want to build. Each 

module identifies objectives, schedule, contents for the face-to-face training, 

evaluation criteria, according to the European standard. 

Of course, during the whole process, the HQ is always ready to help. 

The curricula are tested in small groups of mentees, according to affinities of 

difficulty and competences, for a foreseen total of 3 collective courses, each 

one lasting 3 months. 

Creation of tandems 
and Living Labs 

Meanwhile the matching between mentor and mentee can take place, in 

order to create the tandems and realise the Living Labs of mentoring in 

tandem. 

Once mentor and mentee have been paired, the next steps are: 

1. Meeting in a public place for getting to know about each other; 

2. Discussion about the help or support needed by the mentee; 

3. Decision about whether they want to work together or not; 

4. Signature of an agreement. 

At the beginning of the mentor/mentee relationship, the first checklist to be 

taken into consideration regards the preparation of the first meeting. The 

mentor should ask her/himself the following questions: 
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1. How can I prepare the first meeting and where could it take place? 

2. How do I want to communicate with the mentee? 

3. What do I want to learn from the mentee and how can I proceed? 

4. Which rules are important for me in order to work with the mentee? 

After these steps, the mentor agrees on regular exchange of experiences 

through periodical meetings with the mentee. 

For the whole mentoring duration, the mentor continuing mission is to 

qualify each mentee in coping with her/his training difficulties (e.g. 

preparing and passing exams, eventually change the training path if not suitable, 

enhance her/his capacity to find a good job, etc.), in self-motivating and self-

helping, with the aim of leading the mentee to a successful end of mentorship. 

Being the connection mentor-mentee a relationship of “in tandem” mentoring, 

completely focused on the mutual trust, it’s important to point out that: 

1. The work of the senior expert has a recommending character. So, the 

implementation of the recommendations into practice is solely the 

responsibility of the mentee. In this way the mentor try to encourage the 

mentee’s autonomy and personal resourcefulness; 

2. The mentoring agreement does not establish a contractual relationship 

between the two parties. So, the mentee should be aware that, at the end of 

the mentorship, the mentor would not be able to offer her/him a job. This 

is especially valid if the mentor is a professional who has not yet 

completely stopped her/his activity; 

3. The senior expert is required to keep all internal information during the 

mentoring process confidential in order to protect the mentee’s privacy; 

4. Any publication concerning the mentoring activities of the expert within 

the programme is subject to the approval of the organisation managing 

the programme in that specific country; 

5. The senior expert does not receive a fee, but only a lump sum as 

reimbursement of expenses. Being a volunteer, a personal commercial 

benefit for her/him or third parties is excluded; 
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6. For the whole duration of the mentoring, the expert is included in the 

group insurance stipulated by the organisation that manages the 

programme for all its volunteers. This only includes a private liability and 

accident insurance in the context of her/his activity. So, the insurance does 

not cover health issues: the expert must have an own health insurance, at 

least for the duration of the assignment and/or rely on the national health 

service of her/his country. 

Learning environment is always inclusive: relying on a collaborative basis, 

intergenerational mentoring enables to apply a socialising and personalised 

didactic, which increases the productivity of the group and of tandems, 

together with the quality of cooperation. 

The senior experts push youngsters in proposing observations and 

considerations through learning-by-doing and shared re-elaborations. 

Moreover mentees are stimulated in both their dimensions of women/men 

and citizens, making them able to know the society and take part in it 

dynamically and with curiosity, active participation, critical thinking, problem 

solving and ability in taking decisions. 

Monitoring the 
provided training 

The procedures for monitoring the provided training foresee the filling of 

questionnaires and qualitative semi-structured interviews designed jointly 

by the partner testers, under the guidance of the project leader as a responsible 

for the quality. Questionnaires and interviews are submitted to mentors and 

mentees involved in the Didactic Experimentation. 

Their aim is assessing the attitude of the interviewed participants towards the 

experience carried out in this intergenerational mentoring environment. They 

are multilingual to catch the largest possible number of inputs from all the 

respondents of the 4 pilot tests. Replies are then collected in a periodic 

complete review of the training process with the objective of improving the 

general quality of the provided mentoring. 

Strengths or weaknesses of the training experience and the elements that make 

the training path more effective or not are analysed by the partners, taking into 
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account the results of the satisfaction questionnaires distributed and 

compiled by the mentees and mentors. 

These are some possible questions directed to mentees: 

1. How did you learn about the EvolYou mentoring path? From family, 

friends, employer, VET centre or training company, vocational school, 

brochure or flyer, mass media, social networks? 

2. How often did you meet your mentor? Once, twice, from three to four 

times, from five to seven times, eight or more times per month? 

3. In which way did your mentor help you? About taking a decision for 

professional education, preparation for examinations, improvement of 

language, practical abilities for work, managing conflicts?  

4. How did you benefit from the mentoring process? Did you find the right 

job, did you get better results in vocational school, did you choose to 

continue your education experience, did you improve practical abilities? 

5. How do you judge or evaluate your mentor? Did s/he take the time for 

you, was a good role model, did s/he take you seriously? 

6. What did you achieve after the end of your training? Did the situation in 

your training company improve, did you improve your performance in 

vocational school, did you successfully complete your training, did you find 

a new mentorship, did you not drop out of training? 

7. Which media do you think should be used to make potential mentees 

aware about the EvolYou mentoring path? Internet, Facebook, Twitter, 

YouTube, school, radio, newspapers? 

8. Would you recommend this path to your friends in case they have 

problems in their professional education? 

These are some possible questions directed to mentors: 

1. What motivates you to act as an EvolYou mentor? Learning new things 

and broadening your horizon, bringing your professional knowledge and 

expertise, having contacts to other people, helping to shape your social 

environment, need to be useful to the society? 
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2. How do you rate the offer regarding information and support? Helpful or not? 

3. What did you consider more helpful? The training seminar, some specific 

presentation on exchange of experiences during meetings, support by the 

EvolYou team from the HQ, the information material? 

4. Which were the biggest challenges during the mentoring period? No 

shows, cancellations on short notice, few meetings, no interest, no 

motivation, inappropriate behaviour, language barrier, problems in 

understanding, cultural difference, not appreciated mentoring, lack of 

attention, disappointment regarding honesty and trust, lack of willingness, 

own physical burden by mentee’s background, unreliability? 

5. How satisfied were you about the cooperation with the EvolYou HQ? Did 

they show preparation for the mentoring process, availability, friendliness, 

speed of reaction, support during the mentoring process? 

6. What were you unsatisfied with? 

7. Would you recommend friends to act as a mentor? 

8. Other comments. 

2.2. Monitoring the mentoring process. Quality 
assessment and Indicators of effectiveness 
In order to track the progress of mentees, at the beginning of the tutoring 

process, an initial report is prepared by the senior expert. The development 

during the mentoring process is regularly monitored with intermediate 

reports, including interviews made by the mentor and self-evaluation forms 

filled by the mentees. At the end of the mentoring path a final report is issued. 

The intermediate and final reports are then compared with the initial report to 

measure the effectiveness of mentoring. The final report is delivered by the 

mentor to the mentee as a memorandum of the path made together and is also 

sent to the HQ. 
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Some indicators3 are foreseen to evaluate the outcomes and effectiveness of 

the mentoring process: 

1. The EvolYou new mentoring methodological model, based on social 

inclusion and volunteering involving senior experts in an intergenerational 

activity in favour of disadvantaged young people, has been implemented 

and has caught the public interest; 

2. At least 130 disadvantaged young people have been made aware about the 

challenges related to entering in the professional world, have been trained 

and upskilled; 

3. About 80-90 senior experts have been trained in mentoring, in order to 

create 130 mentor-mentee tandems; 

4. About 100 disadvantaged youngsters – i.e. the 80% of the participants to 

the pilot tests – have successfully completed their training path and 

enriched their CV with soft and employability skills, supporting their entry 

in the labour market; 

5. At least 10 stakeholders from the volunteering and VET sectors have 

expressed interest about the project. E.g. VET institutions have expressed 

interest for the EvolYou model and have activated didactic paths addressed 

to young people in difficulties, by making, as a consequence, their 

disadvantaged learners able to upgrade their CVs with soft and 

employability skills. 

Spreading the model 

Considering a systemic level, a better alignment of the educational and training 

systems to the needs of the labour market, the cooperation between education 

and companies through innovative approaches geared to social inclusion of 

young people in difficulties, can also be counted among the positive indicators. 

                                                
 

3 The indicated numerical data concern the specific EvolYou case: each new tester can resize 
them according to its resources and objectives. 
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2.3. Communication actions addressed to 

stakeholders 
Being the EvolYou programme based on the interaction with stakeholders 

from different fields – education and training, volunteering, employment and 

recruiting, Third Sector, business, public authorities and institutions, politicians 

and policy-makers, representatives of press, media agencies and from the 

Erasmus+ National Desks – it’s crucial to keep a continuous contact and a 

constant communication with them. All the stakeholders should be thought as 

opportunities to amplify and give strong resonance to the programme actions. 

In order stakeholders can share the objectives and can see which actions are 

put in place, a good strategy is directly involving these organisations or 

people, for example by adding them as external experts and validators in 

boards or working groups in charge of assessing quality and of a general 

evaluation: in fact, the first way to communicate is to let everyone experiencing 

what’s going on. The involvement of stakeholders is, after all, connatural to the 

institutional activities usually carried out by organisations like the European 

senior expert services. 

Apart from the direct involvement, there are specific communication and 

dissemination activities that can be addressed not only to target users, but also 

to stakeholders: 

 A periodic newsletter (at least half-yearly) to be sent to the widest 

possible mailing list, always in compliance with privacy regulations and also 

assessing that the database contacts are really interested in what is going to 

communicate; 

 News, posts or videos published on website and social media, in order to 

inform stakeholders on the work in progress with regularity (e.g. in 

occasion of the release of a new output); 

 Organisation of press office initiatives and dissemination events; 
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 Spreading of the word of mouth, especially among young people. This 

effect can be intensified through the Internet, for example by picturing 

young people in difficulties and senior mentors sharing their experiences. 

An effective dissemination of the EvolYou mentoring model may also 

determine on the relevant stakeholders an increased awareness about the 

Erasmus+ Programme and the possibilities offered by it: a source of 

inspiration for future projects, looking to sustainability at local, regional, 

national and European level. 

As mentioned, a good communication strategy foresees a regular press office 

and/or event, organising work carried out by each organisation: yearly press 

conferences, background talks with the press organised in the different partner 

countries, speeches or presence at local, regional, national or European 

conferences dedicated to the social inclusion of disadvantaged young people, 

to volunteering and intergenerational cooperation. 

Even if is strictly recommended that each partner uses its own dissemination 

tools and procedures in order to maximize the number of reached 

stakeholders, of course a good communication should be done using a 

coordinated image and under common guidelines: 

 Press releases have to be prepared after the most important activities or 

during the dissemination events and must be sent to different media; 

editorials have to be sent to specialised press, with the purpose to increase 

the visibility of the results; 

 Public events are fundamental to disseminate and exploit results and 

outputs. 
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3. Dissemination of a project of mentoring 

3.1. Communication procedure about the 

start of the project 
When the project starts, except for very rare cases in which the partners decide 

to anticipate some activities, not all the structures and communication tools 

specific yet exist: they will be created just after the kick-off meeting. However, 

communicating the official start of the project is very important for the 

organisations that are part of the consortium: it means that one of their 

planned initiatives has obtained funding from the European Commission, a 

factor that is a source of satisfaction not only from an economic point of view, 

since it represents a huge credit of trust that falls on all members of the 

partnership, giving them positive visibility and enriching their project design 

and planning curriculum and portfolio. It is therefore necessary to use all the 

means of communication that each organisation already uses for its 

ordinary and institutional activities, without forgetting any, in order to 

communicate the news. 

Coordinated image 

Anyway, just after the widespread of this very first news, so still during the 

“inception phase”, the most important element to be taken into account in 

order to start to best communicate a mentoring programme is to immediately 

brand it through the creation of a coordinated image: this increases recognition 

both for the volunteer mentors and for the mentees, who agree to undertake 

the mentoring path. 

The first step for branding is the logo design, followed by the lettering and 

the colour shades to be chosen for publications (e.g. letterhead, leaflets and 

brochures). The ideal logo is the one that contains, at a conceptual level, the 

concept on which the project was developed; it should be accompanied by a 
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brief textual explanation or a short video illustrating the creative process that 

led to that specific final realisation. 

The coordinated image will then be applied to all the documentation 

concerning the project, from the reports to the monitoring tools submitted to 

beneficiaries or to stakeholders in general. 

Once the logo and the main graphic elements have been defined, it is possible 

designing the website, the newsletter format, the Facebook page and the 

social media profiles in general: as a general rule, the more a project manages 

to be present on social media, the better it is. However, it appears not a good 

choice to create many social media profiles if the whole consortium is not sure 

of being able to update them frequently and with a defined periodicity – it is 

better to focus on updating as frequently as possible a single profile, which 

oversees the social platform most followed by the target audience. For a 

mentoring project, the most suitable platform seems to be Facebook, given 

the varied audience that it is able to gather – on one hand, young people 

looking for serious contents related to work and training, on the other a more 

adult or senior population of users, who might represent a good catchment 

area for the recruiting of mentors. 

The best practice for a website, able to quickly and clearly transmit all the 

information that mentees and mentors need, is the one that follows the latest 

web design must-have and presents: 

 Essential textual information, with concise and immediately understandable 

contents; 

 A large number of images; 

 Information not dispersed in too many secondary pages linked to the 

homepage. 

The same rules of synthetic texts and massive use of images also applying to 

social media profiles: the advice is to take advantage of all the spaces granted to 

promote the project with captivating graphics, starting from the uploading of 

the profile picture and of the cover picture. Furthermore, it is not a bad idea to 

promote posts from time to time with small investments on promotions, to 
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considerably increase the number of likes and followers and therefore the 

visibility of the whole project. 

Communication plan 

Writing a communication plan and a dissemination and exploitation 

strategy is certainly helpful at the beginning of a project of mentoring: it helps 

in finding all the right tools and media channels that can be useful to 

disseminate, but it also helps in defining the first drafts of contents and a 

timing to publish them so as to ensure continuity (e.g. the number of posts to 

be published each week, the number of newsletters and their frequency, the 

important moments to be underlined through press office activities and the 

printing of flyers, brochures, posters). Anyway, it’s not strictly necessary, 

mainly when the communication actions are already well described inside the 

project application and when the partner organisation in charge of 

communication and dissemination is already skilled in this field and is able to 

give to the whole consortium some valuable guidelines during the kick-off 

meeting, also taking into account the specific communication rules foreseen in 

the financing programme – the Erasmus+ rules. 

Apart from the organisation which is responsible for the coordination, each 

member of the consortium should have a person in charge of the local 

communication and dissemination: this person has to be appointed at the 

beginning of the project, preferably before the kick-off meeting or just after it, 

contextually to the identification of the project team for each partner and 

therefore of the project manager, the quality manager and the technical 

manager. One of the most important task of this person in charge from the 

very beginning of the project lifecycle is the monitoring and tracking of 

dissemination and communication activities. 

A continuous verification and confirmation of the roles and responsibilities of 

the human resources active in the project is also implemented thanks to the 

constant communication among the members of the partnership, not only 

through transnational project meetings, but also through virtual cooperation 

(for example through e-mailing and video calls on platforms such as Skype or 

Zoom): the organisation and frequency of these moments of confrontation 
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and debate is contained in the internal communication plan, the preparation 

of which becomes a milestone in the management of any project. Only a 

careful internal communication, which stimulates a close-knit and efficient 

teamwork, will be reflected in an effective external communication and 

dissemination, able to give a satisfactory visibility to the project. 

3.2. Methods to encourage the recruitment 

of mentors and mentees through the right 

communication 
The strategy to encourage the recruitment of mentors and mentees cannot 

ignore the active involvement of stakeholders, starting from an appropriate 

gardening of the list of contacts registered to the project mailing list – in 

compliance with the GDPR rules. 

By focusing more on the main stakeholders of a mentoring project, i.e. 

mentors and mentees (the latter being also direct beneficiaries of the activities), 

it is essential to organise seminars in which to present the mentoring 

programme as an opportunity to volunteer and to make something useful for 

the society: making use of a type of communication that leverages the 

motivation of potential mentors can result really attractive to managers and 

professionals that are at the end of their job career and that are more likely to 

embark on a mentoring process to help young people in difficulties. 

In order to involve potential mentees, it can be very useful to rely on their 

network of friends, by stimulating the word of mouth among young people 

in relation to how useful and satisfying it can be to count on the help and 

advice of a senior expert person, who can be a valid guide to orient oneself in 

the world of training and, above all, in the world of work, in an increasingly 

competitive market in which it is difficult to emerge if you cannot count on the 

accompaniment of those with more experience. 
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It can be above all decisive the presentation of success stories: telling real 

life events, in which people, previously in difficulties, managed to change their 

lives thanks to the help of senior mentors, can increase curiosity and desire to 

join by young people, who tend to consider much more important the direct 

testimonies of their peers rather than advice given by adults. It is possible to 

do that by using different means: 

 By organising live or virtual events, directly involving young people in 

difficulties, also through the training programs of associations or networks 

of NGOs at national and local level; 

 By creating video testimonials to be enhanced in post production 

through an engaging editing, to be repeatedly posted on social media so 

that they become viral and are viewed or liked by as many young people as 

possible, showing in the last frames all the contact information to get in 

touch with the project managers and to receive immediate response in case 

of interest. Video testimonials can be of two types, where: 

1. Only young mentees are filmed, in order to increase the persuasive 

power towards their peers, so to involve them in joining the project; 

2. Both a young person and her/his mentor are interviewed in parallel, in 

order to show the strong potential raising by working “in tandem” with 

a view to solidarity between different generations. This second type of 

video could serve as a useful tool not only for recruiting potential 

mentees, but also for engaging new mentors. 

In general, the video testimonials should always be accompanied by posts that 

tell in a concise and captivating language how useful a mentoring path can be 

for one’s future. It is anyway important to emphasize, for intellectual honesty, 

that sometimes results do not arrive immediately and that the time dedicated to 

this path is to be considered an investment that bears fruit not always 

immediately, but often in the medium and long term: this precaution is 

important in order not to create wrong expectations in young people, which if 

betrayed can lead to premature interruptions and dropouts from the project.  
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PART 2 

The model 
 

Davide Prette, Enrico Gennaro, Monica Michelis 

Vol.To, Italy 

Contributors: Patrizia Andreello (IL, Italy), Carmen Alemán, Doris Bandin 

(SECOT, Spain), François Routhe, Gilles Moutardier (OTECI, France), Jean-Pierre 

Dauphin, Pierre Reynard (ECTI, France), Jean-Claude Vebret, Elisabeth Gauthier 

(AGIRabcd, France), Tapani Kultaranta (Nestor Partners, Finland) 

 

 

The EvolYou intergenerational tandem Model is aimed at anyone interested in any future use or re-adaptation. 

 

Design your future in tandem, evolve you! 

EvolYou! 

design your future in tandem, evolve you!
EvolYou!
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4. Experience on the field: from theory 

to practice 

The effectiveness of a mentoring methodology must always be verified in the 

field: in fact it can work well in one country and less well in another. Flexibility 

is therefore needed to adapt the method to individual territorial contexts: this 

awareness has pushed the EvolYou consortium to design and implement an 

educational experiment in four countries – Italy, France, Spain and Finland. 

Although starting from a common basis, which has its roots in the guarantee 

of the German VerA program, the EvolYou methodology has been shaped to 

be as functional as possible not only regarding the different features of the four 

countries in which the pilot took place, but also regarding the different types of 

mentees to which the partnership has chosen to address in each territory. The 

results of this long and patient work are set out below. 

4.1. Italy 

4.1.1. The implementation process 

In Italy, the training for mentors was designed according to the standards of 

the Piedmont Region, presented to the Public Administration for recognition 

and then recognised by the Region as a part of the “guidance counsellor” 

profile. 

Recruitment of 
mentors and mentees 

In addition to the selection of spontaneous applications followed the online 

dissemination of the project, the recruitment of mentors was mainly based to 

direct contact with associations of retired executives and with training schools 

for counsellors providing free internships. For mentees, the procedure has 
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included personal invitation to (online) presentation events, communication 

with associations following foreigners, direct contacts with High Schools 

through the guidance referent and contacts through the employment service 

counters. 

Training of mentors 
and mentees 

The training took place with group activities as a general rule, but both for 

mentors and mentees individual meetings were also held following a principle 

of flexibility and personalisation. 

Mentoring in tandem 

As regards the procedure for activating the mentoring in tandem, together with 

the mentees’ training responsible, the project manager matched tandems, 

proposed them to the mentors and – after a first meeting – these have been 

confirmed or not. 

4.1.2. The Italian Curricula by IL 

PATH 1. Guidance path for mentee 

The activity takes place according to 5 steps: 

1. Introduction to the path; 

2. Orientation information; 

3. Orientation training; 

4. Introduction to the world of work; 

5. Entrepreneurship. 

Based on the “Repertoire of Professional Profiles and Skills” of the Piedmont 

Region, the path develops around the competence referred to the orientation 

aimed at enabling young people involved in the project to describe their 

personal and professional resources, to list the constraints and the 

opportunities of the educational and training context, to describe and argue the 

personal, training and professional project, with the aim of employability. 
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COMPETENCE 

Developing the own training project, personal and professional life, in relation to the own resources and 
value horizons and the constraints and opportunities of the context 

MINIMUM SKILLS ESSENTIAL KNOWLEDGE 

Identifying strengths, personal limits, 
resources and constraints emerging from the 
reference context 

Personal characteristics 

Identifying the own value system among the 
many environmental proposals 

The reference context of the training 
course 

Defining self-enhancement strategies, 
consistent with the different formal and 
informal contexts 

Definition and evaluation of own projects 
– personal and professional 

Assuming different solutions for the own 
training and professional project and check 
their feasibility 

Enhancement of own projects – personal 
and professional 

Selecting suitable strategies for finding 
training and employment opportunities 

 

1. Introduction to the path 

Duration   1 hour 

First information to present and promote the project and services, sharing of 

each one’s objectives and expectations. 

Output  User registration, signing of the membership 

agreement, first definition of the personal project. 

2. Orientation information 

Total duration  5 hours 

Purpose of the meetings: 

 Preparing people for change by stimulating, through a series of exercises, 

the awareness of their personal and professional resources and the relative 

“re-appropriation” of them. 

 Encouraging the development of a clear and realistic definition of the 

individual work project. 
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Contents, according to user needs: 

 The functioning of the labour market 

 The trend of the labour market 

 The existing legislation: laws and elementary rules on work and on the 

C.C.N.L. – the Italian National Collective Labour Agreement 

 The contracts 

 Job search techniques 

 Training opportunities 

 Reading and analysis of the working context 

 Reading and analysis of its resources 

 Analysis of job opportunities 

 Knowing how to use the structures in charge of employment and 

redevelopment 

 Public and private employment agencies 

3. Orientation training 

Total duration  5 hours 

Purpose of the meetings: 

 Increase of autonomy in active job search, development of the operational 

implementation capacity of the individual project. 

Contents: 

 Exploring work-related values and motivation for change 

 Discovering and enhance the personal, character and professional strengths 

of the candidates 

 Preparing people to use techniques for active job search, learning to 

structure their curriculum vitae; providing useful elements to face the 
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selection interviews; reflecting on the different roles played by the selector 

and the selected one in the context of the selection interviews. 

4. Introduction to the world of work 

Total duration  5 hours 

The group path is divided into several phases carried out in the classroom 

aimed at reviewing the projects and verifying the results of the operational job 

search or activating strategies and behaviours aimed at the successful 

implementation of the personal project. 

A first phase is envisaged as a research activity for the new work activity, which 

will be followed by a second phase of development and review of the activity. 

The search for job opportunities and any revision and fine-tuning will develop 

later through the synergistic action between the candidate and the mentor 

through the accompanying actions of the person in search of the new work 

activity envisaged by the EvolYou project. This action develops both in-group 

and individual moments. 

Purpose of the meetings: 

 To develop skills and knowledge in the participants so that they can: 

1. Become protagonists aware and motivated to face their own career 

path; 

2. Identify one’s professional project starting from the knowledge of 

personal resources and with reference to the real opportunities of the 

labour market; 

3. Learn and make the best use of active job search techniques. 

5. Entrepreneurship  

Total duration  4 hours 

This phase involves the transmission of the contents necessary to orient 

oneself in the world of self-entrepreneurship. A company witness will give the 

necessary indications to correctly evaluate the real possibility of undertaking an 

autonomous entrepreneurial activity. 
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Purpose of the meetings: 

 To tackle an entrepreneurial work path with awareness and possess the 

suitable tools to correctly evaluate risks and possibilities. 

PATH 2. Mentoring techniques 

Certification type  Validation of skills 

Total duration  16 hours 

Description: 

The path is intended mainly for senior volunteers who wish to contribute, with 

their specific skills, to the insertion in the social fabric of people who show 

difficulties, because they are foreigners, in order they can orient themselves 

independently within it. 

The path, completely free of charge for the participants, is structured as a 

Working Community, a method suitable for investigating which are the 

training needs of each participant, in the design phase, and for training 

operators through a method of sharing best practices and enhancement of 

knowledge. Three types of elements – which are normally distinguished 

according to the informative and participatory dimension – are here combined: 

the specific objectives, the areas of intervention, the role of the animator and 

the technologies used. These three elements are defined as learning 

communities, communities of practices, professional communities. 

If case of an emergency situation such as determined by a persistent pandemic, 

the course will be delivered in synchronous distance learning method. 

Final test: 

This is not a structured test, but a moment of feedback carried out with the 

trainer and the participants of the working community. The final test consists in 

sharing what has been accomplished during the course through the definition of 

new tools and work materials, and the drafting of a document/report developed 

from a case study proposed by the trainer at the beginning of the training course. 

The path involves the parallel realisation of a group project work. 
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The final test, which will take place during the last two hours of lessons, 

consists of the joint presentation of the project work and the discussion of the 

papers with the trainer and colleagues. 

Entrance or orientation test: 

A motivational interview is foreseen to recognize the sharing of the project and 

the real willingness to contribute with voluntary activities. 

Entry prerequisites: 

The course is intended for senior professionals and adult trainees of 

counselling courses. 

Duration (hours) UF4  14 = 1 (reception) + 13 
Final test   2 
TOTAL 16 

Description The aim of the course is to train the students, young people at risk of 
exclusion, so that they acquire knowledge of the VerA programme 
applied in Germany, and therefore the necessary skills to encourage 
their active insertion in the labour market and consequently in society 
through a training programme that includes the participation of senior 
experts who work as volunteers 

Reference profile Guidance counsellor 

CERTIFIED SKILLS AT THE END OF THE COURSE 

To manage the relationship in guidance consultancy contexts 

MINIMUM SKILLS ESSENTIAL KNOWLEDGE 

Identifying the user’s need for guidance Knowledge of psychosocial variables 

Recognising the psychosocial variables 
involved 

Analysis of psychological factors – mood, 
personality, behaviour 

Facilitating the independent management of 
the project and the outcomes of the course 

Analysis of social factors – cultural, family, 
socio-economic 

 Comparison between the situation of the 
German VerA programme and the 
EvolYou one 

 Management of the orientation 
consultancy path (times and methods) 

                                                
 

4 Unità Formative (training units) 
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KNOWLEDGE TO BE ACQUIRED 

Stimulating and supporting self-knowledge 

Activating the process of analysis and understanding of your own ways of managing spaces 
and lifetimes 

Promoting the focus of conciliation needs 

Stimulating the use of personal resources and context 

Supporting the realization of the defined personal-professional life project 

Comparison between the consulting path of the VerA and the EvolYou programmes 

4.2. Spain 

4.2.1. The implementation process 

The Spanish implementation model has required, above all, the maximum 

coordination with the teams of professors responsible for choosing “the right” 

students to take part in the project. Furthermore, it was the professors who 

provided the mentoring sessions calendar as well as the digital tools to connect 

with the students in the case of the online mentoring sessions. The Covid-19 

pandemic naturally made it necessary for all activities to be carried out 

telematically. 

Recruitment of 
mentors and mentees 

The mentors were recruited internally among the SECOT seniors interested in 

participating in the pilot and who had the skills and expertise required for the 

project. Those who participated in the mentoring sessions had already trained 

the mentees in the first part of the project (“Education sessions”). 

The mentees were chosen by the VET Centres involved and received from 

their mentors training in self-knowledge and in the personal as well as basic 

skills necessary to gain employment, including information on the importance 

of CVs, job interviews, the context and reality of the labour market and a 

personal life plan. This initial training helped the students understand the 
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purpose and the objectives of the mentoring in tandem. Subsequently, the 

students were free to decide whether they wanted to participate in the 

mentoring in tandem sessions. 

Training of mentors 
and mentees 

The mentors participated in the first part of the project, making it easier for 

them to continue with the mentoring in the tandem phase. They received 

training in active listening methodology, involving listening without judging, 

being respectful, not interrupting, redirecting the conversation and adopting 

simple and specific commitments to be reviewed in the subsequent sessions. 

Through their involvement and empathy, the mentors helped the mentees to 

clarify their thoughts and opinions. 

The mentees received training courses during the first part of the project 

(“Education sessions”), in addition to a session focusing exclusively on the 

objectives pursued by mentoring in tandem. Those interested joined the 

project. 

Mentoring in tandem 

A key to the success of this project was to allow time for mentors to be able to 

share their experiences and to coordinate actions. Meetings took place both at 

the start and the end of each session. On occasion, the students’ class 

tutors also participated, especially when a difficulty arose that needed to be 

discussed with the team of professors. Given the high risk of the students 

dropping out, the ability to act on time made the mentoring in tandem more 

effective. 

The follow-up on the mentored students by the class tutors was also essential, 

providing highly useful information to strengthen the operation and to ensure 

the proper functioning of logistics in terms of both the connection tool and 

the schedule. 
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4.2.2. The Spanish Curricula by SECOT 

Participants: 

Young people between the ages of 16 and 20, who are undergoing Basic 

Vocational Training at Institutes that already work with SECOT, with special 

educational needs because of one or more of the following reasons: 

 Lack of motivation to continue with their studies; 

 Continued academic failure that directly affects their self-esteem; 

 Feeling of disappointment that makes them react emotionally with 

expressions of anger or anxiety; 

 Family situation that does not look favourably on education or facilitate the 

development of good study habits or a good attitude towards education; 

 Low family situation on the socio-economic scale and of persistent 

economic hardship. Many of them are of foreign origin. 

Given support: 

It is essential to hold the attention of these students for as long as possible. To 

that end participatory methodologies are used. 

The teacher provides the students with access to the basic materials used in 

each session. 

Objectives: 

 Helping to prevent early school dropouts at the Basic Vocational Training 

stage and to facilitate the transition to the middle level stage. 

 Sharpening the employable skills of young people at the Basic Vocational 

Training stage. 

STAGE 1. Education sessions 

A minimum of four theoretical/practical education sessions are given in three 

fundamental areas: 
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1. Self-knowledge and personal skills. Students will be helped to recognize 

basic skills, both personal skills and skills aimed at employment (self- 

esteem, interpersonal communication, assertiveness, self- perception). 

2. Context and reality of the labour market. A session will be given on self- 

employment or entrepreneurship, on working for someone else, on the 

employment sector, on the differences between insertion in the labour 

market as a skilled or unskilled employee and on economical/financial 

concepts. The students will make their CVs, which will be revised by the 

seniors. They will have some minutes to explain their CVs, as it is done in 

an elevator pitch. 

3. Personal life plan. The participants will be informed of the importance and 

contents of a CV, how to create a portfolio, ways to keep up their 

motivation to study, how to commit themselves to the personal goals they 

have set, etc. 

Each session will be evaluated, and this will serve as a guide for future 

sessions. 

STAGE 2. One-to-one mentoring 

It comprises five individual sessions that run throughout the school year. 

Selection of the senior mentors: 

The skills and personal expertise of the seniors are taken into account. SECOT 

counts on a significant number of seniors who have already demonstrated that 

they have the skills and expertise necessary to conduct the one-to-one 

mentoring stage. 

Objectives: 

 Considering the student’s academic background and her/his vocational 

calling; 

 Helping the student identify her/his hobbies and interests in order to 

prepare a simple curriculum vitæ tailored to her/his studies; 
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 Helping the student to realise the importance of vocational training as a 

means to enhance her/his chances of being hired; 

 Keeping low the number of early academic dropouts and failures. 

Specific features of the mentoring stage: 

All sessions have a previously established script that serves as a guide, 

describing how the mentoring session should begin and the methodology to be 

used throughout the mentoring session. 

At the end of each individual session the senior sums up in a personal 

document the agreements and commitments the student has entered into. 

Methodology: 

The methodology used in the mentoring sessions mainly involves “active 

listening”, designed to bring out the best of the student personally, 

academically and professionally in the future. 

The senior is expected to listen to the student without any interruptions, 

focusing the attention on what the student is saying and on how the student is 

expressing her/himself. 

S/he should show appreciation for what the student says and pose suitable and 

useful questions to avoid intimidating the student, respecting any silences or 

any reluctance to respond. This approach can help the student clarify her/his 

thoughts and opinions. 

The senior can redirect the conversation to reach simple and useful solutions 

and may share her/his feelings to enhance the bond with the student, thus 

effectively demonstrating empathy and involvement. 

Final evaluation 

To ensure that all the inputs necessary are at hand to analyse the results, the 

students, the SECOT seniors and the school educational team will conduct a 

final evaluation. 
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The path will end with a ceremony to present the results, at which time the 

young participants will take the lead and describe their experience in 

conjunction with the SECOT volunteers who have been their mentors. 

Script of the one-to-one mentoring sessions 

SESSION 1 

FIRST STEP. At the beginning of the session the student is asked how s/he is 

doing with the course, which subjects are easy and which are more difficult to 

learn for her/him. At this time, the student is given the opportunity to analyse 

why certain subjects are more difficult for her/him and to look for solutions. 

Since this is the first session, it is essential to make the student feel comfortable 

and at ease. 

SECOND STEP. The student is asked about her/his hobbies and the activities 

s/he engages in during his free time. The occasion is used to determine if any 

of these activities may be related to short- or medium-term academic or 

professional decisions. The most relevant points are written down. 

THIRD STEP. The student is asked about her/his behaviour at school, if s/he 

takes advantage of her/his time to study, and what her/his study habits are like 

at home and the amount of time s/he devotes to doing his homework. The 

degree of support s/he receives from her/his family and the quality of the 

communication s/he has with his parents and brothers can also be discussed. 

FOURTH STEP. This is the moment to come to an agreement with the 

student as to the improvements that s/he has to make to optimize her/his 

academic performance. At the end of the session, the senior sums up in a 

personal document the agreements and commitments the student has entered 

into. The student is also invited to write them down. 

SESSION 2 

FIRST STEP. This and the following sessions will start focussing on aspects 

aimed at helping the student gain confidence. 
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SECOND STEP. Once trust has been established, the student and the senior 

will begin to reflect on the agreements and commitments that were taken 

during the previous session. 

THIRD STEP. At this point it will become necessary to start getting down to 

specifics with the student regarding her/his academic opportunities for the 

following year. The time is fast approaching to reach decisions based on the 

interest shown by the student to embark upon a desirable and feasible 

professional life. 

FOURTH STEP. Commitments for the following session. At the end of this 

session the senior will sum up in a personal document the agreements and 

commitments the student has entered into. The student is asked to write them 

down as well in order not to forget them. 

SESSION 3 

FIRST STEP. The session starts with points that enable the student to gain 

confidence. 

SECOND STEP. Once sufficient trust has been established, it is time to read 

and reflect on the agreements and commitments reached during the previous 

session. Since this is the third session, time should be spent detailing the steps 

that the student needs to follow for the next academic year. 

THIRD STEP. The student is asked to bring her/his CV for the following 

session. The senior gives her/him a model for preparing the CV. This model is 

more complete than the one the student prepared during the training stage. 

FOURTH STEP. Commitments for the following session. At the end of this 

session the senior sums up the agreements and commitments the student has 

entered into. The student is asked to write them down as well in order not to 

forget them. 

SESSION 4 

FIRST STEP. The session starts with points that enable the student to gain 

confidence. 
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SECOND STEP: Once sufficient trust is established, it is time to read and 

reflect on the agreements and commitments reached during the previous 

session. 

THIRD STEP: During this session the senior revises the printed CV that the 

student brings with her/him and proposes improvements.  

FOURTH STEP: The student is asked to bring the improved CV to the 

following session. 

SESSION 5 

FIRST STEP. Once sufficient trust is establish, it is time to analyse the CV 

prepared by the student. During this last session the senior revises the 

improved CV with the student. 

SECOND STEP. Consideration is given to and an assessment is made of the 

student’s progress during the sessions and her/his advancements are noted. 

THIRD STEP. Now it is time to say goodbye. The senior mentor encourages 

the student mentee to achieve her/his goals. 

4.3. France 
The French pilot test within the EvolYou project is under the ORA “Objectif 

Réussir Apprentissage” (successful learning objective) brand. 

4.3.1. The implementation process 

Training of mentors 

ORA is exclusively a mentoring programme. There is no grouping for the 

mentees. 

All the mentors undergo training at the start of their entry into the 

programme. This training has three components. The first one: the role of the 

mentor, how to enter into a relationship with an apprentice and establish a 
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relationship of trust based on empathy; confidentiality is in particular the 

opportunity to approach the notion of total listening. The second part consists 

of making use of the Mentor’s Guide. Finally, the third part is the discovery of 

the digital tool made available to all mentors through a web platform5. 

In general, it ends by exchanging on the practices of tools allowing to 

understand the difficulties of the apprentice by suggesting the use of the 

Backcasting Method6 and by sharing with the mentors – in the form of 

exchanges – the precautions to be respected for a successful mentoring. 

The programme attaches great importance to the testimonials provided by 

experienced mentors. It also foresees a “continuing training” at the request of 

the mentors, taking place the third Tuesday of each month. The theme is 

proposed either by the mentors themselves or by the management team. The 

training is organised around intervention by an expert on a particular subject or 

intervention by a coordinator of the volunteer mentors, and systematically ends 

up with an exchange among the participants. This training throughout the 

programme is called “Mardi du Mentorat”7. 

 

From the procedural and operational points of view, the ORA programme 

works as follows. 

 Each apprentice has to register on the ORA digital platform, as well as the 

seniors who want to be mentors. 

 Within 48 hours a mentor is assigned to assess the mnetee’s application 

and decide whether to continue with the young person. 

 Mentoring lasts for as long as the apprentice wishes (in accordance to the 

European definition of mentoring), but in any case not more than two 

years, which is the preparation time for the academic professional degree. 

                                                
 

5 http://objectifreussirapprentissage.fr 

6 http://en.wikipedia.org/wiki/Backcasting 

7 [en] Tuesday of mentoring 
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Recruitment of 
mentors and mentees 

The ORA mentors are recruited from members of the associations partners in 

the programme and following contacts through social networks. 

The new mentors are integrated into the ORA mentors community. Each 

future mentor is guaranteed individual training and support. Access to a 

database of useful information for the mentor is foreseen. 

Apprentice mentees are contacted mainly by their training schools during  on-

the-spot presentations, otherwise by their job tutor, social organisations, or 

even via the word of mouth. 

Mentoring in tandem 

The establishment of a one-to-one mentorship is done according to the 

following procedure: 

 The apprentice registers online on the ORA platform. 

 The person in charge of assigning apprentices sends the contact details 

received to a mentor who is responsible for assessing the young person’s 

request. After this first contact, the mentor makes a quick account and 

confirms the assumption of responsibility or whether it is necessary to find 

another mentor. 

 The senior mentor notifies when s/he has ended the mentoring by mutual 

agreement with the youngster. 

 Sometimes a closed mentoring can be reactivated a few months later by the 

young person who has kept in contact with her/his mentor. 
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4.3.2. The French Curricula by OTECI in collaboration 

with AGIRabcd and ECTI 

The ORA programme 

1. Definition of the programme to participate in the fight against the dropout 

of apprentices by providing support, expertise and experience. 

Identification of potential partners: CFA8 training school, professional 

Chambers, public authorities, etc. 

2. Mobilising seniors to encourage them to become mentors. 

3. Definition of the objectives of the programme and its implementation, action 

based on personalisation of the relationship, confidentiality and free of charge. 

4. Presentation of the programme and the proposed partnership to the CFAs. 

5. Construction of a digital platform9 to communicate with the apprentices, 

the CFAs and apprenticeship masters and also to communicate among the 

senior mentors. 

6. Training the seniors to mentor an apprentice. 

7. Organisation of the operational management of the programme. 

Training plan for senior mentors 

Mentoring training 

Duration   1-2 hour(s) 

Content of the meeting: 

 What is mentoring 

 Would I be able to mentor? 

                                                
 

8 Centre de Formation d’Apprentis [fr]. Apprentice Training Center. 

9 http://objectifreussirapprentissage.fr 
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Training on the ORA programme 

Duration   3 hours 

Content of the meeting: 

 Role and positioning of the mentor 

 The mentor listens to the apprentice, understands the difficulty 

encountered by the apprentice, helps the apprentice to find the solution to 

move forward, encourages the apprentice to progress, etc. 

 Programme administration: 

 How young people contact OTECI, either through the CFA training 

school or the website, by relationships 

 How mentors are chosen 

 The role of the seniors in the pilot project 

 Which audience: variety of young people’s social backgrounds; mixed 

professional terrain; apprenticeship organisation (law of June 2018) 

 How to conduct apprentice-mentor meetings: 

 To contact the apprentice who has applied on the platform 

 To choose the place of the first meeting 

 To define the frequency of meetings 

 Why an apprentice can use a senior mentor 

 How to gain the apprentice’s confidence 

Training in the use of the digital platform10 

Duration   3 hours 

Content of the meeting: 

 Platform role 

                                                
 

10 http://objectifreussirapprentissage.fr 
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 Why a digital platform: federating the actors of the programme 

 What I will find on the platform: resources to be able to respond to most 

of the encountered situations 

 How to access it: each senior has a personal right of access to the seniors 

area 

 Which resources are provided to senior mentors: 

 FAQ gathers the most frequently asked questions and answers 

provided referring to the internal resources that can help the apprentice 

(help with homework, identifying skills, training for job interviews, help 

with school apprenticeships, French language, math-sciences, etc.). 

 Direct exchanges among senior mentors to share experiences and 

practices via a chat-toolbox needed to help the apprentice 

(presentations giving advice on how to use tools such as the CV, job 

interview, etc.). 

 Place where store activity reports: any document necessary for the 

proper follow-up of a mentee apprentice will be filled on the platform. 

 A tool to follow the life of the programme: information on 

publications (articles, notes) in the News section. 

Each year, one or more meetings among senior mentors are organised to 

evaluate the programme, rectify any observed weaknesses and train new senior 

mentors. 
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4.4. Finland 

4.4.1. The implementation process 

Recruitment and 
training of mentors 
and mentees 

All Nestor Partners’ members were invited to participate in the project with 

the goal of selecting mentors. Once the desired number had registered, mentor 

candidates were invited to the training, which was held twice. Prior to the 

training, the mentors signed a commitment agreement for mentoring. 

The source of mentees was the Helsinki Vocational College and Adult 

Institute: the school provides pre-training for immigrants and refugees as well 

as individuals in the NEET11 phase. Interviewees were selected from these 

individuals, and some of them selected for the project. The group was then 

divided into two parts: those wanted to have teaching and those wanted 

mentoring. 

The selection emphasised the mutual suitability of mentor-mentees for a 

successful mentoring. 

At the first mentor-mentee meeting, the mentees signed a non-disclosure 

agreement (NDA) for mentoring outlining the confidential information that 

the parties wish to share with one another but restrict access to. 

Mentoring training was provided separately and in a targeted manner. Mentees 

were trained at the recruitment event. 

Mentoring in tandem 

The mentees were identified by mentors on the principle of best fit. The 

mentors received mentees’ contact information, on the basis of which they 

invited them for a meeting. 

                                                
 

11 NEET – acronym for “Not in Education, Employment, or Training” – refers to a person 
who is unemployed and not receiving an education or vocational training. 
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Participants in the training wanted a pre-training for the profession they came 

to pursue. The training was given at the premises of the Helsinki Vocational 

College and Adult Institute. 

4.4.2. The Finnish Curricula by Nestor Partners ry 

Mentoring advising path 

Curricula for mentoring in tandem are based on the GROW model12. 

GG  
Goal This is the end point, where the mentee wants to be. The goal has to 

be defined in such a way that it is very clear to the mentee when 
s/he has achieved it. 

RR  Reality The current reality is where the mentee is now. What are the issues, 
the challenges, how far is s/he away from her/his goal? 

OO  

Obstacles There will be obstacles stopping the mentee getting from where s/he 
is now to where s/he wants to go. If there were no obstacles, the 
mentee would already have reached her/his goal. 

Options Once obstacles have been identified, the mentee needs to find ways 
of dealing with them if s/he wants to make progress. These are the 
options. 

WW  Way Forward The options then need to be converted into action steps, which will 
take the mentee to her/his goal. These are the way forward. 

Curricula for classes are based on profession selected. In the following case, 

Electrification as an example. 

Duration   40 hours 

Content 

 The role of the profession in society and vocabulary + test    3 

 Introduction to the basics about the profession and vocabulary + test   7 

 Electrical engineering studies and vocabulary + test   10 

 Tools, equipment and vocabulary + test      8 

                                                
 

12 http://en.wikipedia.org/wiki/GROW_model 
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 Practical exercises       12 

Classes are given once a week, 3 hours each. 

Mentoring is based on an initial meeting of agreed topics rather than a pre-

arranged program. 

The following main themes are proposed during the advising path foreseen in 

Finland in order to carry out the mentoring programme related to the 

EvolYou Didactic Experimentation. 

1. Soft skills to be acquired and that are related to behaviour in job interviews, 

in public presentations and in the presentation of a working document. 

In Finland, many actors offer basic things such as a resume, behaviour in a job 

interview, etc. 

2. The principal sectorial and geographical features to be known about the 

labour market and its performance. 

Finland is a large country in terms of area and population in the entire region. 

However, most of the population is in southern Finland and in the Helsinki 

metropolitan area, jobs are also concentrated in the same area. Finns usually 

own their homes and this makes it difficult to move from one job to another 

within the country, as housing prices fluctuate widely. This undermines the 

efficiency of the labour market. Vacancies and labour do not always meet. 

3. Job contracts and the current labour legislation. 

Several different laws regulate working life. The most important one in labour 

law is the Employment Contracts Act, which defines the general 

responsibilities of employee and employer. The law contains provisions on, 

among other things, the binding nature of collective agreements, the fixed-term 

employment relationship, the payment of wages, the probationary period, the 

prohibition of discrimination and the termination of an employment contract. 

A collective agreement is an agreement on working conditions negotiated by 

trade unions representing employers and employees. Different sectors have 

their own collective agreements. 
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4. The training tools for a professional specialisation. 

The goal of vocational labour market training often is to complete a 

vocational qualification, a further or a specialist vocational qualification, or a 

vocational qualification module. In addition, further or continuing education is 

also organised in many sectors. 

Free vocational labour market training is provided at vocational adult 

education centres, Higher Education institutions and private educational 

institutions. Many private bodies also provide education but it is chargeable; 

only state and municipal institutions such as vocational schools, polytechnics 

and universities offer free education. 

5. Public and private employment agencies: how they can help and what 

they require. 

There are several actors in the labour market, the most important of which is 

the State’s own agency – the Ministry of Economic Affairs and Employment13. 

The Ministry’s employment services are primarily responsible for the 

integration of immigrants. Private operators include commercial companies 

such as Monster Ltd. Thirds are labour market organisations, which provide 

jobs. Supply is plentiful and the State supports changing jobs, for example by 

providing relocation support. 

6. Assistance in establishing a new business: Chambers of Commerce, 

microcredit, business angels, etc. 

There are several different actors that offer help in starting a business. There 

are commercial players and those on a voluntary basis such as Nestor Partners 

ry. The State provides funding for new businesses alongside banks. 

Entrepreneurship training is widely available, both free and paid. Setting up 

and registering a business is easy and inexpensive, and there are several types 

of businesses available as needed. 

                                                
 

13 http://www.te-palvelut.fi/te/en/index.html 
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5. Lessons learned and post-project 

Recommendations 

Following the EvolYou Didactic Experimentation carried out in four 

European countries, there are many lessons learned and recommendations to 

be addressed, starting with the awareness that the methodology itself, when 

applied, must never be rigid and standardised, but must be agreed and 

shared from time to time and autonomously between mentor and mentee. 

The mentor’s creativity and her/his ability to know how to involve the mentee 

also counts a lot, making her/him passionate about the topics covered, wisely 

managing the times and making the whole experience useful and serious, but at 

the same time friendly and informal, starting from choosing an unconventional 

meeting location (e.g. a bar or a park, rather than an educational institution, 

workplace or training centre). 

From the direct experience in the field, therefore, it emerged how important it 

is to create a learning community: this means not only creating a “class” that 

attends the lessons of a course and listens to what is taught during a collective 

or individual meeting, but it also means creating a real cohesive and close-knit 

group, where each mentee is able to interact on an equal level with her/his 

mentor, in order to reflect on the best method to use to work together. 

It was found that mentoring works well only if it is interactive, face-to-

face and if both actors – mentor and mentee – identify learning tools 

together and consequently apply an agreed method. 

Another key lesson learned is that a mentoring path carried out by 

volunteers together with professionals is susceptible to obtaining official 

recognition from a local authority: the recognition can be considered an 

additional step for the programme long-term sustainability and lays the 

foundations for making a mentoring process structural, and therefore 

applicable also in the future and in other contexts. 
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Reflections and 
suggestions 

When structuring a mentoring process, organisation is very important: it is 

crucial to create a first network of mentors on which to base the 

methodological framework. The already experienced mentors themselves will 

then accompany the new volunteers. This activity needs time, also because 

mentors need to be trained. 

About the training of mentors, it has been noticed that it works better in 

tandem (so in a one-to-one peer mode between an expert and a newcomer) and 

that it is important to create periodic moments of sharing of activities and 

thoughts among mentors (e.g. once a month) for comparison, shared growth and 

to receive constant feedback from each other on their mentoring action. 

It has also to be taken into account that mentor is not a judge or a teacher, but 

a facilitator: “s/he doesn’t have to think, s/he has to listen”. Or rather, the 

mentor must have no prejudice about the person s/he will meet before 

meeting her/him and must not consider her/him according to her/his 

parameters. The mentor should also not pursue a determined goal before 

meeting the young person; s/he must help the youngster to find by 

her/himself which are her/his problems and which are the ways to solve them. 

So, the EvolYou path has the task to help young people with difficulties to 

enter the world of work, but the mentor does not have the task of finding a job 

or making a judgment on why her/his mentee does not yet have a job: mentors 

have to help young people in understanding what to do in their life and why. 

About the training of mentees, it has definitely to be personalised and 

provided on request. This fosters the loyalty of the young person and further 

understanding of her/his difficulties. This training activity has to be carried out 

in parallel with the mentoring activities, with the help of an expert counselor 

who will subsequently be able to compare with the mentor. 

The counselor is a professional capable to support people going through times 

of existential, work, health or emotional crisis. While the mentor can advise 

and accompany the mentee on a path of social and work inclusion, the 

counselor – who is an expert in interpersonal relationships –, can support the 
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mentee in discovering her/his abilities, limits and resources in order to become 

a protagonist in her/his own process of personal change. So mentors and 

counselors can work together for the benefit of their mentees. 

Another help can come from the creation of synergies with privately 

funded support projects, because a mentoring path should be offered to all 

young people who need it, who are already involved in a training or internship 

process and have encountered difficulties during this process. This kind of help 

can come from an organisation that already support projects of young people 

with strong discomfort, but unable to give them advice regarding their 

vocational and professional training. 

The EvolYou Didactic Experimentation led also to the observation that very 

often drop out situations occur due to a loss of self-confidence and to a 

loss in the personal ability to be resilient and to face difficulties. In these 

cases the mentors have proved to be fundamental in helping the mentees in 

rebuilding their self-confidence and in clarifying their objectives. 

It was also possible to verify in the field that a good communication can be 

established only when mutual trust is triggered between mentor and mentee: 

the communication is a necessary precondition for the success of the 

mentoring activity. And, in this, face-to-face contacts play a key role: 

social distancing and shifting some activities to the online mode do not help 

the mentoring process. 

Apprentices often need language lessons and legal advice, for example for the 

renewal of a residence permit: in situations like these the mentors do not have 

just to limit themselves providing their mentees general advice, but offering 

them specific indications on how and where to register for a language course 

and which attorney to contact for the permit issue. 

The EvolYou mentors have often also provided coaching for job-hunting. This 

factor shows that the mentees, hand in hand with support of a more 

psychological nature, from their mentors expect also practical help in 

dealing with paperwork and daily issues: this help is necessary in order the 

mentoring intervention can be considered complete and effective. 
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Sometimes volunteer mentors had to cope with difficult cases to treat, for 

example people with a type of disability that professionals in the sector should 

have dealt with before a mentoring intervention: in these cases, the mentors 

had to give up because mentees spontaneously abandoned the mentoring 

process; a source of frustration and a defeat – apparently – but which at the 

same time helped the volunteers to understand that a single person cannot save 

the world and that everybody has to deal with her/his limitations. Even in 

cases of failure of the mentoring work, the feedback from mentors has been 

positive: the experience has helped them in learning a lot in a short time, 

about themselves and the others, in feeling useful but not indispensable. 

Considering the experiences on the field by the organisations dealing with the 

EvolYou experimentation, a general suggestion for possible future 

development of a mentoring project can be to broaden the target by 

addressing people over 30 also: they are still young and may encounter 

problems if they need retraining as a result of terminated work experiences or 

after realising that they have not started the professional career best suits them. 

Mentoring can be of great benefit to anyone in difficulty, from young to older 

people who have lost their job. 

5.1. Why mentoring 
The importance of mentoring comes from the need of building mentees’ 

self-esteem, by making them more confident and active in their job search. 

An individual and long-lasting relationship between a mentor and a 

mentee, outside pre-packaged schemes, is very useful for activating self-

determination processes in the young people followed.  

The value of mentoring is found, above all, in the individualised attention 

given to each mentee. This is an added value, compared to what a young girl 

or boy already receive from her/his teachers: in the schooling process infact, 

youngsters have nobody outside the educational centre who can listen and help 
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them in gaining a better knowledge of themselves and of their abilities and 

attitudes. 

Moreover, the answer to the question “why mentoring?” becomes even more 

crucial for refugees and immigrants, as shown especially by the Didactic 

Experimentation carried out in Italy and in Finland: mentoring is definitely an 

efficient way to help migrants in adapting to their new life in the hosting 

country, helping them to integrate in the society and understand, for example, 

how important it is to learn the local language. 

Mentoring is definitely a good way to transfer experience to younger 

generations, with an original approach: this has been recognised during the 

EvolYou piloting both by training schools (especially in France) and by 

mentors and mentees themselves, who have joined the programme in large 

numbers and with great enthusiasm, submitting feedbacks showing the 

relevance of mentoring and its possibility to be extended to other senior 

associations in other territories without big obstacles. 

In order to be successful, a mentoring path has to be well disseminated 

and communicated, has to develop a sense of community and to be well 

structured, always taking into account a step-by-step quality 

assessment. 

5.2. Encountered problems 
The path of construction and implementation of a mentoring process is not 

without difficulties, as it was possible to verify during the EvolYou Didactic 

Experimentation. 

First of all, involving mentees for structured and long-lasting activities is 

often difficult: they have infact multiple needs, starting from the main one, 

that is having an income. That is why they are not always available for tandem 

meetings with mentors. 
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Another issue is the digital and remote mentoring. Given that the Didactic 

Experimentation was mainly carried out during the Covid-19 pandemic, it has 

been possible to measure the outcomes of this new way of mentoring. In the 

end, the overall results cannot be considered satisfactory. For example, 

many mentees didn’t have access to the Internet at home, didn’t have a 

personal computer to facilitate connections at the scheduled times. Moreover, 

most of young people tended to become distracted during the virtual classes, 

given the difficulties they encountered in focusing their attention for extended 

periods. These effects have been especially noticed during the EvolYou pilot 

carried out in Spain, even if also the other three tester countries have been 

affected by the same problems, which led to decline in the number of young 

people who continued with the mentoring in tandem sessions. In a certain way, 

the online mentoring increased the fluidity of mentees, which was an 

already widespread phenomenon, considering the large turnover of young 

people starting and often not finishing a mentoring path, mainly because they 

are willing to accept any kind of job, as soon as they can get one for a living. 

So, the lack of face-to-face interaction is a difficult problem to overcome 

and this has to be taken into account for the extension and further 

development of the EvolYou mentoring methodology. 

Always in terms of encountered problems, the case of foreign mentees 

deserves particular attention. Young foreigners often lack in social skills 

related to the context – such as understanding the need to be on time and meet 

deadlines – or are not able to communicate using the local language of the 

hosting country. In the first case, mentors can work on the transmission of 

social skills to the mentees; in the second case, which is much more complex 

because it can lead to a lack of mutual understanding between mentors and 

mentees, an auxiliary language – such as English – can be used, or the mentor 

can address the mentee to a specific language course intended for foreigners. 

Another difficulty not to be underestimated is getting visibility in a world 

where the offer of services is particularly wide and varied: this makes 

more difficult finding, retaining and renewing mentors and mentees in the 

mentoring programme. 
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5.3. Main networks to be activated 
Depending on the target of mentees to focus on, the networks to be 

activated can be multiple. 

As a general rule, the establishment of a network between public 

administrations and voluntary associations is a good idea in order to share 

the mentoring goals with the whole territory: cultural associations, associations 

dealing with migration issues, trade unions and employers’ associations with a 

vocation for the social sector, groups of volunteers managing orientation 

desks, but also Chambers of Commerce, Crafts, Industry and Agriculture 

are all important realities that can contribute to the success of a mentoring path. 

Teachers involved in vocational education and training have to be 

involved in the network too: the word of mouth among them, also when 

working in different schools or education centres, is crucial to spread the 

mentoring opportunity. 

These networks are important in the process of searching for mentors, in 

that of searching for mentees and finally in that of matching between 

mentors and mentees. All the established relationships are infact crucial to 

enrich the database of a senior organisation willing to implement a mentoring 

project over time: thanks to a multiplier effect, these networks of relationships 

facilitate in finding new people and organisations interested in future 

developments of the programme. 

Every time the results of a mentoring path are presented to the relevant 

authorities, the same results are more likely to become consolidated outcomes, 

with an increased possibility to generate a real long-term social impact. 
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5.4. Communication channels that gave the 

best results 
The project has allowed the entire EvolYou partnership to obtain a fairly clear 

view of the information events and promotion and dissemination activities 

providing the best results and that could be re-proposed in other similar 

mentoring projects, looking for a communicative effectiveness. 

First of all, partner organisations having branch offices in different regions of 

the same country have chosen to specifically address communication and 

dissemination actions to their regional representatives, mainly by presenting the 

work in progress related to the project during the coordination meetings taking 

place with a regular basis: this gave a great contribution in raising the 

awareness about the activities carried out at a local level. For example, 

summits or roundtables organised by umbrella organisations in which 

participants were the board members gave an extraordinary result in terms of 

increasing the knowledge of the project and its development. 

In addition, the project was promoted during regular meetings with EU 

officials related to the topics of active ageing and voluntary activities after 

retirement from work: these meetings also were very much appreciated. 

Another good decision, especially if the organisation is widespread and has a 

considerable size, is to disseminate the ongoing achievements to all the staff, 

offices and regional representatives: they can be all reached through intranets, 

e-mailing, newsletters and other means of internal communication. 

Outside the partnership, a careful dissemination was directed to “specialised” 

target audiences, including interlocutors at local, regional, national and 

European level. In particular, were reached stakeholders active in training and 

social policies for inclusion, but also people generically interested in mentoring. 

About dissemination on mass media, also interviews on local channels 

interested in the themes of volunteering, assistance and social inclusion, during 

which the project was mentioned, were effective. 
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If a mentoring project foresees the use of a digital platform to contact 

mentors and mentees and to serve as a unique place to host all the necessary 

tools to carry out the project, the launch of this platform can be done jointly 

with the launch of a communication campaign: as happened in France during 

the EvolYou Didactic Experimentation, this action can generate a very good 

return in terms of audience, maximising the visibility of the entire initiative. 

Communication through social media also worked well during the project, even 

if, to give even better results, it should have developed with more frequent 

updates. The creation and sharing of video testimonials involving participant 

mentors and mentees obtained a great success in terms of likes and followers. 

5.5. What could be the next step? 
As already mentioned, no future steps can be considered without establishing 

effective collaboration agreements with public administration: this is a 

necessary step to guarantee the sustainability of the project. Of course are the 

education authorities the ones that should be more sensitised on the 

effectiveness of the EvolYou mentoring methodology, especially in the 

framework of new education policy reforms. In some cases (e.g. in Finland) 

these authorities already recognise the importance of mentoring, but they are not 

yet ready in moving forward and supporting and/or applying it on a large scale. 

If this top-down approach doesn’t work well, a bottom-up one can be adopted 

as an alternative: given that the introduction of mentoring in the teaching-

learning process is proving to be very valuable, teachers and professors can 

be involved as promoters of it towards their students. If school staff begins 

to make frequent use of mentoring, or to suggest it as a useful methodology, 

the educational administration cannot do without providing education centres 

and associations with the necessary resources in order to enable students to 

take advantage of mentoring projects themselves. 

Based on the EvolYou Didactic Experimentation, seniors added the greatest 

amount of value to the project: young people received advice from people 
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having rich life experiences to share. In return, senior mentors received 

gratitude, respect and affection from their mentees and were enabled to stay 

vital and active. Therefore, the next step will have to start from the awareness 

that the mentoring is a co-creation path between mentors and mentees 

and that the pillars of intergenerational mentoring are the active ageing 

of senior mentors and the empowerment of young mentees. On one hand, 

project designers will have to take into account these elements in building 

future mentoring projects, while the financing authorities in supporting these 

projects, once submitted, should be able to evaluate which of them can create 

new opportunities and participation spaces for young people, as well as to 

valorise this attitude of talented seniors, who choose to volunteer in order to 

transmit their skills and knowledge and to continue their active participation in 

life. After all, the so-called “silver economy”14 is already under discussion in 

European forums. Anyway it’s not only a matter of economy, but also of 

keeping alive an heritage of experiences and skills – those of the elderly –, 

which appear currently excluded from the productive and educational system. 

Although the European Union has declared 2012 as the year of active ageing 

and solidarity between generations, the interest in this issue of seniors as a 

resource for the whole society has only been growing for a few years. 

The same recommendations, of course, also apply to the private sector. While 

senior volunteer organisations will have to increasingly seek the support of 

companies, companies must at the same time be able to evaluate the most 

promising projects to support and must understand that the development of 

mentoring in their own territory is an act of corporate social responsibility, as 

well as an investment for the future: part of the mentored young people could 

be members of the same company staff within a few years. 

Speaking of investments and outlooks, organisations that intend to develop 

new mentoring projects or strengthen already tested mentoring projects must 

have the courage to be more structured – e.g. by hiring new staff, 

structuring the programme steering, foreseeing training day for leaders 

                                                
 

14 A system of production, distribution and consumption of goods and services designed to tap 
into the acquisitive power of seniors and satisfy their consumption, life and health needs. 
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of cluster, developing a sense of community and spreading the 

experimented good practices to new geographical areas (as happened in 

France in the framework of the EvolYou pilot). 
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Annexes. Documentation supporting the 

training and mentoring sessions 

Annexes present documentation supporting the training and mentoring sessions: they are ffoorrmm  mmooddee ll ss  

readapted for the EvolYou methodology mainly starting from the VerA program. They are ss iimmppll ee   tt rraacc ee ss  

that each organisation can adapt to the needs of its national and local context of reference or to its own needs: 

they remain eexxaammppll ee ss , since EvolYou is a tailor-made, customisable and no standardised methodology. 
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Annex 1. Request for a free EvolYou mentoring 

TO 
Organisation 

Name  

Address  

Website  

Contact person  

Phone  ☐ mobile 

Email  

FROM 
Mentee 

Sex ☐ male  ☐ female 

Name  

Surname  

Birth date  Age 

Country of origin  

Citizenship  

Green card ☐ yes  ☐ no Type 

Address  

Phone  ☐ mobile 

Email  

Education and training 
Qualification 

Where was the qualification obtained? 

Spoken language(s) 

Work experience 

In this country ☐ yes  ☐ no 
What job(s) 

In the country of origin ☐ yes  ☐ no 
What job(s) 

Employment 
Status ☐	unemployed  ☐	employed 

☐	other 

Currently looking for a job ☐ yes  ☐ no Why 

Profession (if any) 
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Training company/employer 

Name  

Address  

Phone  ☐ mobile 

Email  

Website  

Vocational School 
Name  

Address  

Phone  ☐ mobile 

Email  

Website  

Chamber where the contract of mentorship is registered 

Name  

Place  

Support requested for 

☐ Contents of lessons in vocational school ☐ Problems in training company 

☐ Practical qualification ☐ Personal problems 

☐ Preparation for examination ☐ Other 

Professional and/or educational goal 
 
 
 

Time availability 
 
 
 

Remarks 
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☐ I agree that [name of each organisation] will collect my data, stored and processed solely for 

the EvolYou Erasmus+ project (no. 2019-1-IT01-KA202-007472), in accordance with the 

EU General Data Protection Regulation 2016/679. You have the right to revoke the consent at 

any time. For this an informal message by email is sufficient. 

☐ I have read the privacy policy. Without your explicit consent to the handling of your data we 

cannot process your request. 

 

Place _______________________ 

Date _______________________ 

 

Signature 

(possibly also of the parents) 
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Annex 2a. Mentoring Agreement 

BETWEEN 
Mentee 

☐ Mr ☐ Ms 

Name  

Surname  

Address  

Phone  ☐ mobile 

Email  

Profession  

Training company/employer 

Any other information 
 
 

AND 
Mentor 

☐ Mr ☐ Ms 

Name  

Surname  

Address  

Phone  ☐ mobile 

Email  

THE AGREEMENT 

no. _______________________ 

is concluded with the aim of achieving a successful professional qualification. Solutions are 

worked out together and the mentor supports the mentee in implementing the following 

measures: 

______________________________________________________________________

______________________________________________________________________

______________________________________________________________________

______________________________________________________________________ 
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Responsible Chamber 

Name  

Place  

The agreement can be terminated unilaterally at any time without notice. The total duration 

of the mentoring should not exceed the end of the Erasmus+ EvolYou project (no. 2019-

1-IT01-KA202-007472). 

At the end of the mentoring, the mentee provides her/his feedback to the organisation(s) 

[name]. For this, s/he receives an Internet link to a feedback sheet. 

The attached “General Terms and Conditions” – which are part of this agreement – apply. 

 

Place _______________________ 

Date _______________________ 

 

Signature 

The mentee    The mentor 

(possibly also of the parents) 
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Annex 2b. Mentoring Agreement. 

General Terms and Conditions 

1. The mentor works voluntarily and free of charge. 

2. The Chamber(s) responsible for vocational training is/are involved in the 

training support. 

3. Confidentiality is guaranteed. If the transfer of personal data is necessary, 

this will only be done with the agreement of the mentee (and in accordance 

with the legal regulations). 

4. The mentoring starts with the signing of the agreement by the mentee and 

the mentor. 

5. A liability obligation of the mentor towards the mentee is excluded. 

6. The mentee is willing to work closely with the mentor as part of the 

mentorship during the duration of the support and to inform her/him 

about all circumstances concerning the progress of the training 

relationship. 

7. The mentoring will be organized in such a way that the interests of the 

mentee will be addressed and the necessary help will be given in order to 

achieve the training qualification. 

8. The mentoring process can only be a support and does not replace the 

personal effort of the mentee to reach the goal. 
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Annex 3a. Commissioning for Mentoring 

Within the Erasmus+ EvolYou project (no. 2019-1-IT01-KA202-007472) 

Expert 

☐ Mr ☐ Ms 

Name  

Surname  

Address  

Phone  ☐ mobile 

Email  

TAKEOVER 

THE MENTORING OF THE 

Mentee 

☐ Mr ☐ Ms 

Name  

Surname  

Support for mentoring is requested for the following measures: 

______________________________________________________________________

______________________________________________________________________

______________________________________________________________________

______________________________________________________________________ 

The concrete tasks and objectives of the support will be determined in a first personal 

interview in the form of an initial report and a written agreement. 

Mentoring begins with the signing of the agreement by the mentee and the expert. It can be 

terminated at any time unilaterally without a deadline. The expert informs the organisation 

[name] immediately as soon as the mentoring is terminated or no more meetings take place. 

The total duration of the mentoring should not exceed the end of the EvolYou project. 

The mentor will support the mentee to achieve a successful qualification. Therefore, s/he 

holds two to three personal meetings a month with the mentee. Furthermore, s/he 

commits her/himself to participate in an introductory seminar as part of the assignment. 

Participation in the regular exchange of experiences meetings is expected. 
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The start report will be prepared by the expert at the beginning of the accompaniment. The 

development during the mentoring process will be regularly supplemented by a semi-

annual report. At the end of the mentoring a final report will be presented to the 

organisation [name]. 

The assignment is voluntary. 

The “General Conditions for Mentoring” are part of this commissioning. 

The mentor expressly declares that there were no criminal proceedings against her/him in 

connection with the care of minors and adolescents and that none are pending. 

No further agreements are met. 

 

[Country name] law applies to all contractual agreements. Jurisdiction is [city name]. 

 

Place _______________________ 

Date _______________________ 

 

Signature 

Organisation    The expert 

(stamp) 

 

85
REDESIGNING

THE FUTURE
IN TANDEM

Methodological
Manual



86 

 

Annex 3b. Commissioning for Mentoring. 

General Conditions 

1. Mentoring purpose is to qualify mentees and their instructions for self-help 

with the aim of leading them to a successful end of the mentorship. 

2. The Chamber(s) responsible for vocational training are involved in the 

training support. 

3. The organisation is obliged to select the expert with utmost care. 

4. The work of the expert has a recommending character. The 

implementation of the recommendations into practice is solely the 

responsibility of the mentee (and her/his parents). Liability for the 

activities of the expert is therefore excluded. 

5. After a detailed definition and a mutual agreement regarding the expert, a 

specific agreement will be concluded between the latter and the mentee. 

Therefore, this agreement does not establish a contractual relationship 

between the two parties. 

6. The organisation concludes an assignment with the expert. The expert is 

required to keep confidential all the internal information during the 

mentoring process. 

7. The expert does not receive a fee. S/he is a volunteer. A personal 

commercial benefit for her/him or third parties is excluded. 

8. For the duration of the mentoring, the expert is included in the 

organisation insurance. This only includes a private liability and accident 

insurance in the context of her/his activity. In addition, the expert must 

have an own health insurance, at least for the duration of the assignment. 

9. All agreements between the organisation and the mentee and the 

agreement made by the organisation in the assignment of the expert must 

be made in writing. [Country name] law applies to all contractual agreements. 

Jurisdiction is [city name]. 

86
REDESIGNING

THE FUTURE
IN TANDEM

Methodological
Manual



87 

 

Annex 4. Questionnaire for mentors 

1 = completely agree ➞ 6 = not agree at all 1 2 3 4 5 6 

What motivates you to act as an EvolYou mentor? 

I learn new things and I can broaden my horizon ☐ ☐ ☐ ☐ ☐ ☐ 

I can bring in my professional knowledge and expertise ☐ ☐ ☐ ☐ ☐ ☐ 

I like having contacts to other people ☐ ☐ ☐ ☐ ☐ ☐ 

I can help to shape my social environment ☐ ☐ ☐ ☐ ☐ ☐ 

I want to be needed ☐ ☐ ☐ ☐ ☐ ☐ 

Remarks 

 
 

	

 

0 = not attended/needed; 1 = helpful ➞ 6 = not helpful at all 0 1 2 3 4 5 6 

How do you rate the offer regarding information and support? 

Introduction seminar ☐ ☐ ☐ ☐ ☐ ☐ ☐ 

Specific presentations on exchange of experiences meetings ☐	 ☐	 ☐	 ☐	 ☐	 ☐	 ☐	

Support by the EvolYou Team ☐	 ☐	 ☐	 ☐	 ☐	 ☐	 ☐	

EvolYou information material ☐	 ☐	 ☐	 ☐	 ☐	 ☐	 ☐	

What should be changed? 

 

	

	

 

1 = the biggest challenge, 2 = the second one, ➞ etc. Please, rank the challenges by numbering the boxes. 

What were the biggest challenges during the mentoring period? 

No shows, cancellations on short notice, only very few meetings ☐	

Unpunctuality ☐	

No interest, no motivation ☐	

Inappropriate behaviour ☐	

Language barrier/problems in understanding ☐	

Cultural difference ☐ 

Mentoring not appreciated ☐	

Lack of attention ☐	
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Disappointment regarding honesty and trust ☐	

Lack of willingness ☐	

Own physical burden by mentee’s background ☐	

Unreliability ☐	

Other 
 
 

	

No difficulties ☐	

 

1 = fully satisfied ➞ 6 = not satisfied at all 1 2 3 4 5 6 

How satisfied were you about the cooperation with the EvolYou HQ regarding […]? 

Preparation for mentoring process ☐ ☐ ☐ ☐ ☐ ☐ 

Availability ☐ ☐ ☐ ☐ ☐ ☐ 

Friendliness ☐ ☐ ☐ ☐ ☐ ☐ 

Speed of reaction ☐ ☐ ☐ ☐ ☐ ☐ 

Support during mentoring process ☐ ☐ ☐ ☐ ☐ ☐ 

What were you unsatisfied with? 

 
 

	

 

1 = very unlikely ➞ 10 = very likely 1 2 3 4 5 6 7 8 9 10 

Would you recommend friends to act as an EvolYou mentor? 

Yes ☐ ☐ ☐ ☐ ☐ ☐ ☐ ☐ ☐ ☐ 

No ☐	

 

Other comments. What would you like to tell us in addition? 

 
 

	

 

Many thanks! 
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Annex 5. Questionnaire for mentees 

How did you learn about EvolYou? 

Family, friends, acquaintances ☐	

Vocational School ☐	

Training company/employer ☐	

Job preparation measure ☐	

Chamber of Commerce/Trade ☐	

Labour Office ☐ 

Poster, brochure, flyer ☐	

Internet ☐	

Other 
 

	

 

How often per month have you met your EvolYou mentor? 

1-2 ☐	

3-4 ☐ 

5-8 ☐	

More than 8 ☐	

 

What did your mentor help you with? 

Decision for professional education ☐	

Contents of lessons in Vocational School ☐	

Preparation for examinations ☐	

Increase of motivation to learn ☐	

Improvement of language ☐	

Practical abilities/work ☐ 

Conflicts in training company ☐	

Change of training company ☐	

Discussing personal problems ☐	

Organise myself ☐	

Other 
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0 = Not requested by me 
1 = Fully agree 
2 = Partially agree 
3 = Partially not agree 
4 = Not agree at all 0 1 2 3 4 

The training support has contributed to the following 

Found the right job ☐ ☐ ☐ ☐ ☐ 

Better results in Vocational School ☐ ☐ ☐ ☐ ☐ 

Successful examination ☐ ☐ ☐ ☐ ☐ 

Education continued ☐ ☐ ☐ ☐ ☐ 

Improved language ☐ ☐ ☐ ☐ ☐ 

Improved practical abilities ☐ ☐ ☐ ☐ ☐ 

Overcome conflicts ☐ ☐ ☐ ☐ ☐ 

Found new training job ☐ ☐ ☐ ☐ ☐ 

Reduced personal problems ☐ ☐ ☐ ☐ ☐ 

Improved daily structure ☐ ☐ ☐ ☐ ☐ 

Other 
 

	

 

1 = Fully agree 
2 = Partially agree 
3 = Partially not agree 
4 = Not agree at all 1 2 3 4 

My mentor… 

Took time for me ☐ ☐ ☐ ☐ 

Pushed me forward ☐ ☐ ☐ ☐ 

Supported my self-confidence ☐ ☐ ☐ ☐ 

Was always there for me ☐ ☐ ☐ ☐ 

Always listened to me ☐ ☐ ☐ ☐ 

Was a good role model ☐ ☐ ☐ ☐ 

Took me serious ☐ ☐ ☐ ☐ 

Other 
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0 = Not requested by me 
1 = Fully agree 
2 = Partially agree 
3 = Partially not agree 
4 = Not agree at all 0 1 2 3 4 

What did you achieve? 

The situation in the training company has improved ☐ ☐ ☐ ☐ ☐ 

I improved myself in Vocational School ☐ ☐ ☐ ☐ ☐ 

I have successfully completed my training ☐ ☐ ☐ ☐ ☐ 

I have found a new apprenticeship ☐ ☐ ☐ ☐ ☐ 

I did not drop out of training ☐ ☐ ☐ ☐ ☐ 

Other 
 

	

 

What else would you like to tell us about the EvolYou individual mentoring process? 

 
 
 

	

 

Which media should be used to make apprentices aware of EvolYou? 

Internet ☐	

Facebook ☐	

Twitter ☐	

YouTube ☐	

Poster ☐	

Radio ☐ 

Newspapers ☐	

Other 
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1 = very unlikely ➞ 10 = very likely 1 2 3 4 5 6 7 8 9 10 

Would you recommend EvolYou to your friends in case they have problems in their 
professional education? 

Yes ☐ ☐ ☐ ☐ ☐ ☐ ☐ ☐ ☐ ☐ 

No ☐	

 

Any other comments. What would you like to tell us in addition? 

 
 
 

	

 

Many thanks for your participation! 
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Websites 

AGIRabcd France http://agirabcd.eu 

CESES Belgium  http://ceses.net 

ECTI France  http://ecti.org 

Erasmus+  http://erasmus-plus.ec.europa.eu 

EvolYou   http://evolyouproject.eu 

    http://facebook.com/evolyouproject 

http://ec.europa.eu/programmes/erasmus-

plus/projects/eplus-project-details/#project/2019-

1-IT01-KA202-007472 

IL Italy   http://immaginazioneelavoro.it 

INAPP Italy  http://inapp.org 

    http://facebook.com/inapp.org 

    http://facebook.com/erasmusplusinapp 

Nestor Partners Finland http://nestorpartners.org 

ORA France  http://objectifreussirapprentissage.fr 

    http://facebook.com/objectifreussirapprentissage 

OTECI France  http://oteci.asso.fr 

SECOT Spain  http://secot.org 

SES Germany  http://ses-bonn.de 

VerA Germany  http://vera.ses-bonn.de 

Vol.To Italy  http://volontariatotorino.it 
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Licence 

This publication is a “Free Cultural Work”, licensed under the CC BY-SA 4.0 

Creative Commons Attribution-ShareAlike 4.0 International 

(http://creativecommons.org/licenses/by-sa/4.0/) – so its reproduction, 

distribution and circulation are consented. 

You are free to: 

 Share – copy and redistribute the material in any medium or format; 

 Adapt – remix, transform, and build upon the material for any purpose, 

even commercially. 

The licensor cannot revoke these freedoms as long as you follow the license 

terms. 

Under the following terms: 

 Attribution ➞ You must give appropriate credit, provide a link to the 

license, and indicate if changes were made. You may do so in any 

reasonable manner, but not in any way that suggests the licensor endorses 

you or your use. 

 ShareAlike ➞ If you remix, transform, or build upon the material, you must 

distribute your contributions under the same license as the original. 

 No additional restrictions ➞ You may not apply legal terms or technological 

measures that legally restrict others from doing anything the license 

permits. 
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Disclaimer 

The European Commission’s support for the production of this publication 

does not constitute an endorsement of the contents, which reflect the views 

only of the authors, and the Commission cannot be held responsible for any 

use, which may be made of the information contained therein. 
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