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‘Erasmus+ Youth’ has been part of the Eras-
mus+ Programme of the European Union in its
current (2021-2027) and previous (2014-2020)
programme generation. Together with the Euro-
pean Solidarity Corps, it constitutes the youth
programmes of the European Union. The Net-
work for the ‘Research-based Analysis of the Eu-
ropean Youth Programmes’ (RAY Network), which
includes the National Agencies of the European
youth programmes and their research partners in
34 countries*, conducts research activities in the
context of European youth work.

This RAY-COMP research report contains the
transnational analysis of research activities con-
ducted between 2021 and 2024.

The research work underpinning this report was
designed and implemented by Youth Policy Labs
in cooperation with the RAY Network.

The research work underpinning this report was
co-funded through the Transnational Cooper-
ation Activities (TCA) of Erasmus+ Youthand
through the Networking Activities strand (NET)
of the European Solidarity Corps.

This report, however, reflects the views only of
its authors, and neither the European Commis-
sion nor a National Agency can be held responsi-
ble for any use, which may be made of the infor-

mation contained therein.

* 34 countries in 2023/2024: Austria, Belgium, Bulgaria, Croatia,
Cyprus, Czechia, Denmark, Estonia, Finland, France, Germany,
Greece, Hungary, Iceland, Ireland, Italy, Latvia, Liechtenstein,
Lithuania, Luxembourg, Malta, the Netherlands, North Macedonia,
Norway', Poland, Portugal, Romania, Serbia', Slovakia, Slovenia,
Spain, Sweden, Switzerland', and Turkiye.

1 These countries do not take part in the European Solidarity Corps.
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COUNTRIES AND RESEARCH

PROJECTS

COUNTRIES

E+/Y These are EU member states, EEA countries and EU candidate/accession countries.
Programme

countries

E+/Y These are countries from Southeast Europe, countries from Eastern Europe and the
Partner Caucasus region as well as Mediterranean countries.

countries

RAY RAY Network members participating in the RAY-MON surveys as funding countries
countries (Austria, Belgium, Bularia, Croatia, Cyprus, Czechia, Denmark, Estonia, Finland, France,

Germany, Greece, Hungary, Iceland, Ireland, Italy, Latvia, Liechtenstein,
Lithuania, Luxembourg, Malta, Netherlands, North Macedonia, Norway, Poland,
Portugal, Romania, Serbia, Slovakia, Slovenia, Spain, Sweden, Switzerland, Turkiye).

CURRENT THEMATIC RESEARCH PROJECTS

RAY COMP A research project on educational approaches to competence development & capa-
city building of youth workers & youth leaders in the European youth programmes.

RAY DIGI A research project on dimensions of digitalisation in the European youth programmes
and on approaches to strengthen and support digital dimensions in youth work.

RAY LEARN A research project on strategies and practices for organisational development and
learning of networks, organisations and teams in the European youth sector.

RAY LTE Il A research project on the long-term effects of the European youth programmes on
participation and citizenship — and our first longitudinal research project.

RAY NPC A research project to explore key aspects of collaboration projects with neighbouring

partner countries in the context of the European youth programmes.

PREVIOUS THEMATIC RESEARCH PROJECTS

RAY CAP A research project on competence development and capacity building of youth
workers and youth leaders through support activities in Erasmus+ Youth in Action.
RAY COR A research project on the impact of the coronavirus pandemic on youth work in
Europe, including the European youth programmes, and the response of youth work.
RAY INNO A research project on the impact, role and potential of strategic partnerships in
Erasmus+ Youth in Action as instruments to foster innovation in the youth field.
RAY LTE I A research project on the long-term effects of the European youth programmes
on participation and citizenship of project participants as well as project leaders.
RAY PART A research project on participation and citizenship education and learning in the

European youth programmes, and the competences necessary to implement it well.
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ABBREVIATIONS AND PROJECT PARTNERS

ABBREVIATIONS AND
PROJECT PARTNERS

ABBREVIATIONS

CoE Council of Europe

E+ European Union Programme Erasmus+ (2021-2027)

E+/YiA Erasmus+ Youth in Action (2014-2020) — the youth strand within Erasmus+

ETS European Training Strategy

EYP European Youth Programmes

EYWA European Youth Work Agenda

KA1+2 Erasmus+ Key Actions 1 & 2

LTTA Long-term training activities

NA National Agencay

NET European Solidarity Corps Networking Activities

RAY Research-based analysis of European youth programmes. The RAY Network consists of
the National Agencies of the European youth programmes and their research partners

RAY-CAP Research project on competence development and capacity building of Erasmus+ Youth in Action

RAY-MON Research-based analysis and monitoring of Erasmus+ Youth in Action and Erasmus+ Youth

RAY-SOC Research-based analysis and monitoring of the European Solidarity Corps

SALTO Support, Advanced Learning and Training Opportunities-Centres for Youth

SNAC Strategic National Agency Cooperation Activity

TCA Erasmus+ Training and Cooperation Activities

ToT Training of Trainers Long-term training activity

YiA European Union Programme ‘Youth in Action’ (2007-2013) — the predecessor of Erasmus+

YOCOMO YOuth Workers COmpetence MOdel

YWM Youth Worker Mobilities

PROJECT PARTNER COUNTRIES

BE-FL Belgium, Flemish Community
BG Bulgaria

DE Germany

EE Estonia

EL Greece

HU Hungary

IT Italy

LT Lithuania

Lv Latvia

PT Portugal
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1 — INTRODUCTION

1 — INTRODUCTION

Being a youth worker is about
empowering young people during
one of the most critical phases of
their lives. It is a profession of im-
mense responsibility, where every
interaction can shape a young per-
son’s growth. The complexity of this
role mirrors the complexity of young
people’s lives—dynamic, challeng-
ing, and full of potential.

To live up to this task and implement high qual-
ity youth work, professionals themselves need
support. In the European Youth Programmes,
trainings are one of the pivotal opportunities for
youth workers to develop competencies relevant
to their everyday work. Their importance is visi-
ble on many levels: in the European Youth Work
Agenda and the European Youth Strategy, which
serve as policy context for the training sector; in
the European Training Strategy as a comprehen-
sive, strategic framework for quality development
of youth worker education and training; and in
numerous studies concerned with competence
development and training activities in European
youth work.

Impactful research projects within the Euro-
pean training sector shed light on expectations
towards and learning effects through training
activities (‘RAY-CAP’) (Bammer et al.,, 2019), on
questions of quality in non-formal education
and training and competence profiles of trainers
(Fennes & Otten, 2008), and on youth work ca-
reers and opportunities for professional develop-
ment from a structural perspective (Taru et al.,
2020). The research project at hand aims to bol-
ster the wealth of knowledge that already exists
by providing a close-up investigation on training
activities themselves. To do so, RAY-COMP looks
at them from the perspective of all relevant ac-
tors: training providers, trainers, and training par-
ticipants. This holistic approach enables us to
delve into the complexities, potentials and lim-
itations of a sector shaped by a variety of strate-
gies, structural realities, pedagogical approaches,
and concrete needs of youth workers. Ultimately,
RAY-COMP aims to support both the quality de-
velopment of trainings and the competence de-
velopment of youth workers within the European
Youth Programmes. Therefore, a strong focus has

been placed on recommendations either made
by research participants themselves or deducted
from our research-based interpretations.

Overall, the research report presents a variety of
insights into youth worker training. We hope it
will provide an engaging and informative read for
a wide range of actors involved in the European
Youth Programmes and beyond.

Chapter 3 explores the relevant training needs for
youth workers and the rationales behind them.
This chapter might be particularly interesting for
you if you are working for a National Agency and
wish to reflect on your current training offers, or
if you are a youth worker seeking to identify and
assess your own professional development needs.

Chapter 4 discusses the principles and proce-
dures that guide the development of training
activities. This chapter may be especially help-
ful for National Agency staff looking to reflect
on their objectives and approaches to train-
ing development, as well as for curious youth
workers seeking a better understanding of
the processes and reasoning behind trainings.

Chapter 5 takes a closer look at training im-
plementation, from methodological approach-
es and participant group dynamics, to the role
of trainers and the significance of venues and
logistics. This chapter might be particular-
ly useful for training providers looking for ways
to support their trainers and provide condu-
cive training conditions, but also for train-
ers to reflect on their pedagogical approaches.

Chapter 6 pursues a biographical approach, exam-
ining competence development over the course
of professional youth work careers. This approach
might hold special value for youth workers inter-
ested in reflecting on their own personal career
trajectories, and for National Agencies (NAs) when
thinking holistically about training development.

Chapter 7 zooms out to a macro point of view and
investigates the relevance of existing strategies
and frameworks for training development and im-
plementation. This chapter is relevant for anyone
who wants to learn more about how existing strat-
egies can be utilised forcompetence development:
from the individual youth worker thinking about
their own professional development to the strate-
gist working for a National Agency or SALTO centre.

10 RAY COMP — Transnational Analysis Research Report — 2025



1 — INTRODUCTION

Chapter 8 also takes a broad perspective on

trainings, exploring the importance of the Eu-

ropean training sector for national and local

youth work. This chapter might be particular- °
ly relevant for those interested in how Europe-

an training activities might benefit their youth

work contexts, whether you are a strategic de- 4 °
cision maker or a locally engaged youth worker.

Chapter 9 deals with the ‘quality standard par-
adox’. If you have ever advocated for or ar-
gued against the greater standardisation of
training activities to ensure and improve their
quality, or if you are curious to understand
what this issue entails, this chapter is for you.

Chapter 10 provides a synthesis of our core find-
ings and aim to inform future developments in
the field. These key points underline both the val-
ue of current training practices and areas where
greater strategic coordination, investment, and
reflection are needed. This key insights section
might be especially helpful for readers looking for
a concise summary of the primary insights gained
from the research.

Regardless of whether you came to this report

searching for a specific topic, or if you are gen- \ '
erally interested in youth work competence de-

velopment through trainings - we wish you a very

interesting read!

/1

ational Analysi 1




2 — RESEARCH DESIGN

2 — RESEARCH DESIGN

21. CONTEXT

As already stated, RAY-COMP aims to gain further
insights into competence development through
trainings in the context of the European Youth
Programmes, with a special focus on potentials
for improvement. We aim to explore the differ-
ent perspectives on competence development in
the youth sector. These include training providers’
rationales for developing training offers; youth
workers’ and leaders’ perceptions of their own
training needs; and trainers’ perspective on train-
ing objectives and issues both hampering and
fostering their ability to respond to participants
needs while implementing training offers. Be-
cause each perspective comes with benefits and
limitations, they are complementary and can best
show potential for improvement when looked at
together.

RAY-COMP aims to address these overarching
research interests through a series of core
questions. The core research questions of the
project are:

e How do training providers develop training
offers and what are their intentions, con-
cepts, and goals?

e How do trainers prepare and implement
training activities for youth workers and
leaders involved in the European Youth Pro-
grammes, in particular in relation to the pro-
vider’s instructions and their perception of
youth workers’ and leaders’ needs?

e What training needs are perceived by youth
workers and leaders involved in the Euro-
pean Youth Programmes, and how do they
relate to the training strategies in the field?

For an overview of the underpinning research
questions of the project, please refer to p. 14: Un-
derpinning Research Questions — Deep Dive.

2.2. RESEARCH DESIGN AND
SAMPLE

The conceptual approach of this study is to shed
light on training activities by exploring and relat-
ing the different perspectives of involved parties,
namely training providers, trainers, and training
participants. Each lens is connected to one re-
search module, with a fourth module adding a
more transversal layer to the analysis of trainings.

Module 1 examines the perspective of training
providers towards trainings, aiming to reconstruct
in-depth data about relevant aspects affecting
the development of training activities and the
overall significance of trainings within the realm
of European youth work and the European Youth
Programmes.

Expert interviews were conducted with training
providers from different countries by the trans-
national research team. TCA-/NET officers from
different National Agencies and staff from several
SALTO centres were also interviewed as the main
bodies offering training activities. However, staff
members from NGOs, which also offer trainings
as beneficiaries under the umbrella of youth work
mobility, were not included in the interviews. This
limitation should be taken into account when in-
terpreting the findings of the report.

Module 2 aims to clarify the perspective of train-
ers with respect to their role within trainings, par-
ticularly in relation to training providers and par-
ticipants. It specifically addresses how trainers
navigate the participants’ needs and providers’
objectives, and it also explores factors that either
support or impede their ability to effectively re-
spond to both groups.

Focus group discussions were conducted at the
national level with youth workers and leaders
working as trainers in the context of the Europe-
an Youth Programmes. These discussions involved
trainers with varying levels of experience both in
trainings at the national and European level.

Module 3 was designed to explore the needs of
training participants and assess the potential, ad-
vantages, as well as shortcomings, of the current
training offerings.

National researchers held focus group discus-
sions with youth workers and leaders with expe-
rience as training participants. The focus group
discussions were held at the national level and
supported by the transnational provision of
guidelines. These discussions also involved train-
ing participants with varying levels of training ex-
perience with regard to trainings at national and
European level and in different training contexts
(KA1 and/or TCA/NET).

Module 4 explores the relevance of trainings for
the overall competence development of youth
workers and leaders. Competence in youth work
evolves through a blend of formal, non-formal,

12 RAY COMP — Transnational Analysis Research Report — 2025



and personal experiences. This module exam-
ines training’s significance in professional growth
using a biographical approach, including narrative
interviews at national and transnational levels.

The sample consisted of youth workers and lead-
ers spanning different ages and levels of profes-
sional experience. Within RAY-COMP, we inte-
grated a broad definition of youth workers and
leaders to enable national research partners to

2 — RESEARCH DESIGN

select the most suitable research participants for
their specific contexts. Our broad working defi-
nition was that youth workers and youth leaders
are engaged in youth work on a paid or unpaid
basis and collaborate with and for young people
across diverse spaces and themes relevant to
young people, utilising a wide array of youth work
structures and methods. Overall, we conducted
71 cases across all four modules:

Responsible research partners

Perspective Total cases
Module 1 Training providers 10 interviews
Module 2 Trainers 15 focus groups
Module 3 Training participants | 13 focus groups
Module 4 Youth workers and 33 interviews
leaders

Europe

Bulgaria, Estonia, Germany, Hungary, Italy,
Lithuania, Portugal

Bulgaria, Estonia, Germany, Hungary, Italy,
Lithuania, Portugal

Bulgaria, Germany, Hungary, Italy, Lithuania,
Portugal, Europe

Table 1 - Research Modules

2.3. DATA ANALYSIS

As is customary in research projects conducted
within the RAY Network, the data analysis is a col-
laborative effort involving both national research
partners and the transnational research team.

In RAY-COMP, national research partners can in-
dependently select their data analysis process-
es and employ analytical methods of their own
choice to process material and produce find-
ings. National module reports were submitted to
the transnational research team using provided
module-specific reporting templates, consisting
of a section to summarise each interview/focus
group and a section for preliminary analysis on
the national level and subjected to secondary
analysis, which was conducted by summarising
content analysis according to Mayring (2014) and
implemented with a software-assisted solution
(https://www.qcamap.org/).

Regarding interviews conducted on the Europe-
an level by the transnational research team, the
following methods were employed: data obtained
from expert-interviews under the umbrella of
module 1 was also analysed using summarising
content analysis. The analytical approach to-
wards data obtained from narrative interviews
under the umbrella of module 4 is based on nar-

rative analysis according to Przyborski and Wohl-
rab-Saar (2014, p. 223-245). This method enables
a comprehensive reconstruction of biographical
narratives, including the identification of per-
sonal development trajectories and their process
structures, general attitudes towards pivotal life
events, theories of self and identity construction,
as well as key motifs and personal values.

2.4. RESEARCH ETHICS AND
DATA PROTECTION

The RAY Network uses the Code of Ethics of the
International Sociological Association as a guid-
ing ethics framework, which is available online
at www.isa-sociology.org in English, French, and
Spanish. National research partners may choose
to use a non-conflicting code of ethics as a refer-
ence; for example, the code of ethics of their na-
tional association of sociology. National research
partners are responsible for ensuring compliance
with the national implementation of the European
Union’s General Data Protection Regulation during
their work on the national research components,
while the transnational research team will ensure
compliance during its work on the transnational
research components.

RAY COMP — Transnational Analysis Research Report — 2025 13



RESEARCH DESIGN

UNDERPINNING RESEARCH QUESTIONS

e Which systemic needs of the European youth field are perceive
by training providers, and which role do they play when designing
training offers?

e Which role do the European Youth Programmes and their priori-
ties play when developing training offers?

e Which aspects foster and hamper the trainers’ abilities to prepare
and implement training activities with respect to perceived and/
or expressed training needs of youth workers and leaders and the
instructions given by training providers? Which of these aspects
play a more decisive role, and how could they be tackled?

e Does the contract status of trainers (contracted by the National
Agencies themselves or beneficiaries of the programmes) and the
programme strand in which they are holding the trainings (Key
action 1 or TCA / NET) influence the challenges, opportunities,
and support mechanisms they observe?

e How does the ETS Competence Model for Trainers relate to
obstacles and support mechanisms recognised by trainers?

e What training needs do youth workers and leaders within the
European Youth Programmes assess themselves?

e How are possible changes in training needs discerned at the dif-
ferent levels, (youth workers and leaders, trainers, training pro-
viders) and how are these addressed?

® How do self-assessed training needs change over the course of
the professional careers of youth workers and leaders?

® What obstacles do youth workers and leaders face regarding
their participation in trainings (at both the individual and organ-
isational level)?

e Which training approaches do youth workers and leaders deem
appropriate for responding to their needs?

e How does the ETS Competence Model for Youth Workers relate
to training needs expressed by youth workers and leaders? [KS1]



3 — YOUTH WORK TRAINING NEEDS

3 — YOUTH WORK TRAINING NEEDS

In this chapter, we explore the training needs ex-
pressed by both youth workers and trainers with
regard to the development of youth work compe-
tencies. Our analysis reveals that these needs are
influenced by various factors, including specific
conceptualisations of youth work, the profiles
of youth workers, national contexts, and evolv-
ing personal needs. Additionally, new and emerg-
ing needs continuously update the landscape of
competence development.

Before delving into the research findings, it is
important to clarify what we mean by compe-
tencies. In relevant European-level competence
frameworks, competencies are generally divided
into three components: knowledge, skills, and at-
titudes/values (with behaviour sometimes includ-
ed, as in the European Training Strategy) (CoE,
2015; Fennes & Otten, 2008; JfE & SALTO T&C,
2023). Participation in trainings funded by the Eu-
ropean Youth Programmes supports the acquisi-
tion of knowledge, the development of skills, and
the reinforcement of attitudes and values. How-
ever, recognising developments in attitudes and
values can be more challenging, as these require
processes of self-reflection and are less about
change than reinforcement (Bammer et al., 2019).
It is important to note that youth workers are not
expected to be exceedingly competent in every
aspect of their practice. As Petkovic and Zentner
(2017) argue, “The myth of super-competence in
youth work should be avoided, while increased
openness to share professional uncertainties
should be encouraged.” Therefore, competence
frameworks do not provide exhaustive checklists
but rather offer guidance for individually designed
professional development. Competence develop-
ment is a gradual and continuous process; it is
not about achieving a fixed point of mastery. As
Potocnik and Taru (2020) explain, “Possessing and
making use of a particular competence is best
described by a continuum, which may take on
values from low to high level; it is not a pres-
ent-or-absent feature”

31. A NON-COMPREHENSIVE
LIST OF TRAINING NEEDS

This section outlines the training needs identi-
fied by youth workers and leaders, both as par-
ticipants and trainers. These needs are often
expressed broadly or relate to abstract concepts
rather than specific competencies, making it

difficult to differentiate between knowledge,
skills, and attitudes/values.

We categorise these needs into core and specific
training needs, a distinction that is often made by
the interviewees themselves. Core training needs
refer to foundational competencies essential for
youth work, while specific training needs are con-
text-driven, relating to issues like youth policy,
socio-political developments, or technical skills
necessary for organisational success. As specif-
ic training needs are context-driven and subject
to continual updates, the list of these needs will
be presented in section 4.2. Emerging, Specific
Training Needs.

Core and specific training needs are, in practice,
at risk to be associated with other terms such
as “basic” and “advanced” training needs. Those
phrases require careful consideration, as they
may suggest that core competencies are only for
beginners, which is misleading. Core competen-
cies encompass the complexity of youth work
and contribute to an ongoing development pro-
cess. As one trainer emphasised, “It’s not about
breadth, but depth” (Trainer, Lithuanian report).

The categorisation reflects the diverse and multi-
faceted nature of youth work, following principles
established by the Expert Group on Youth Work
Quality Systems in the EU Member States (2015).
According to these principles, youth work should:

* Be attractive & bring added value or joy to life;

* Address the diverse needs, interests & experiences
of young people as perceived by themselves;

* Be actively inclusive, reaching out to and wel-
coming all groups of young people;

* Be based on young people’s voluntary & active
participation, engagement & responsibility;

* Take a holistic perspective, treating young
people as capable individuals and resources;

e Enhance young people’s rights, personal &
social development, and autonomy;

* Be co-designed, delivered, & evaluated
together with young people;

* Be based on non-formal & informal learning;

* Have clear learning objectives relevant to the
young people participating.

Table 2 consists of core training needs mentioned
by training participants and trainers during focus
group discussions and interviews. It can serve
as inspiration for training providers to evaluate
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3 — YOUTH WORK TRAINING NEEDS

whether their offerings align with these principles
and address the relevant training needs of their
target groups. Just as the myth of super-com-
petence reminds us that not every youth work-
er needs to be competent in every possible area,
not every youth worker requires training in every
aspect mentioned in this list (Petkovic & Zentner,
2017).

3.2. EMERGING, SPECIFIC
TRAINING NEEDS

As youth work evolves, it is essential for youth
workers to be aware of and adapt to socio-po-
litical developments, the changing needs of
young people, and structural shifts within youth
work sectors in their context. The emergence of
new training needs is driven by the belief that
youth workers must continuously adapt to these
changes, staying engaged with current topics
and evolving alongside the shifting landscape
of youth work. This capacity to evolve ensures
their practices remain relevant and effective.
As previously stated, specific training needs are
driven by context specific trends in youth work.
Specific training needs, such as political educa-
tion, digital youth work, and anti-discrimination
training, are deeply interconnected with emerging
needs. As youth work evolves in response to so-

cio-political shifts, these emerging needs build on
existing specific competencies, reflecting a con-
tinuous process of adaptation. Emerging trends
deepen and enhance the specific skills required
to remain effective in youth work. Lifelong learn-
ing is a core element of the professional identity
of youth workers. One youth worker emphasised
this aspect by saying:

“These days, | need to run different topics
because the program goals are different”

(YOUTH WORKER, TRANSNATIONAL REPORT).

This statement highlights the ongoing necessity
for professional development to keep pace with
evolving programme goals and broader societal
changes.

Among the many training needs identified, two
trends stand out for their lack of standing out:
sustainable youth work and digital youth work.
Despite their significance, these areas appear to
be under-recognised in current training practic-
es. Discussions reveal a lack of awareness about
sustainable youth work, with the topic seldom
mentioned as critical. Similarly, digital youth
work, which is a priority within the European
Youth Programmes, is sometimes dismissed as
an overemphasised remnant of the pandemic, re-
duced to merely digital operations. One partici-
pant noted, “Personally, | feel like | am part of the

Non-exhaustive list of core training needs

Pedagogy

Intercultural competences

Non-formal education

(fostering youth participation, participation orientation,
promotion of independence and empowerment, group
facilitation)

Communication

(active listening, youthful communication,
relationship-building with young people,
conflict management)

Soft skills
(flexibility, responsibility, initiative, critical thinking,
teamwork, self-awareness of limitations)

Empathy
(identifying subtle needs of youth)

Youth-led activities
(application, design, implementation)

Diversity and inclusion
(youth and gender, accessibility, outreach strategies
for diverse target groups)

Professional identity development
(community building, self-reflection, professional ethics/
attitudes/values)

Project management

Organisational development
(application, design, implementation, safety,
multiplication of lessons learnt)

Organisational management
(accounting, fundraising, management tools,
time management, impact assessment and evaluation)

Table 2 - Non-exhaustive list of core training needs
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‘bored’ group on the subject and don’t seek out
such training opportunities” (Training participant,
Bulgarian report). Another added, “In my opinion,
at least in our national context, there are other
more pressing issues than digital transformation”
(Training participant, Bulgarian report). Currently,
training related to digital youth work often focus-
es on the use of Al, digital tools, and addressing
challenges such as fake news. For a detailed list of
other identified training needs from youth work-
ers and trainers, please see p. 21: Other Identified
Training Needs — Deep Dive.

The dynamic nature of youth work necessitates
the continuous adaptation of training needs. By
staying responsive to emerging trends and soci-
etal shifts, youth workers can ensure they remain
effective and relevant in their roles.

3.3. TRAINING NEEDS ARE
DEPENDENT ON YOUTH
WORK CONCEPTIONS

An individual’s understanding of youth work sig-
nificantly influences the training needs they iden-
tify for themselves. Furthermore, because youth
workers hold varying conceptualizations of youth
work, the training needs identified from group
discussions and interviews may not be relevant to
all respondents. Examples that became apparent
in our research were:

e Participatory youth work with highly moti-
vated young people often requires support
in practical areas, such as group facilitation
and the use of non-formal methods.

e Support-oriented youth work with less mo-
tivated or vulnerable youth is linked to a
need for skills in psychological counselling,
crisis intervention, and outreach.

e Relationship-driven youth work emphasises
the importance of soft skills such as empa-
thy, compassion, and self-awareness.

e Task-driven youth work focused on specific
topics is associated with a need for practi-
cal, topic-specific knowledge and skills.

These examples raise the question: How does one
develop a specific concept of youth work in the
first place? Our study suggests three different
relevant aspects to be considered.

Training needs are shaped by 1) personal biogra-
phies, 2) professional experience and trajectories,
and 3) national context.

3 — YOUTH WORK TRAINING NEEDS

3.3.1 Training needs are shaped by
personal biographies

Youth work conceptualisations and approaches
are deeply influenced by personal biographies.
For some, these concepts emerge from their own
experiences as participants in youth programmes.
For example, one youth leader respondent, having
experienced direct interaction with youth workers
as a young person, defines youth work as simply
engaging with young people on an equal footing.
Feeling confident in this role, they see little need
for additional training or education. Another youth
leader, who received meaningful support during
their own youth by participation in youth work
activities, views youth work as a vehicle for per-
sonal development and aligns their approach
accordingly.

Previous or secondary occupations also play
a critical role in shaping perspectives on youth
work. One respondent with a background in pro-
ject management brings a managerial approach
to youth work. Another has work experience in
event management and perceives youth work
less as ongoing engagement, but more as a series
of impactful, short-term events. A third respond-
ent who has a secondary occupation as a teacher
is particularly focused on improving facilitation of
group processes among youths.

Other occupational experiences not only have an
influence on youth work approaches, but also on
approaches to professional development in youth
work. For instance, one respondent who took up a
position as youth worker without previous experi-
ence, values training as the crucial tool for profes-
sional development and minimises the relevance
of practical learning. In contrast, a volunteer who
later became a youth worker has had a learning
journey deeply rooted in meaningful experiences
made in practical youth work settings. This indi-
vidual relies heavily on experiential, on-the-job
learning, and only supplements this background
with formal training as needed.

3.3.2 Training needs are shaped by
professional experience and
trajectories

Our research underscores that training require-
ments evolve throughout an individual’s pro-
fessional journey and are contingent upon their
unique career paths. This is particularly evident
among different categories of youth workers—
those transitioning from participants to youth
workers, established youth leaders, or individuals
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entering the field from other careers (for an in-
depth discussion, please refer to chapter 6).
Less experienced youth workers seek out train-
ing that covers foundational knowledge, practical
methods, and essential soft skills relevant to en-
gaging effectively with youth. On the other hand,
those with more experience in the field tend to
pursue training focused on specific topics and
seek a deeper understanding of complex issues
as well as opportunities for self-reflection:

“At the beginning | had a lot of questions about
techniques or wanted to know how to do things,
but now (...) [it is much more] what I’m doing re-
ally goes somewhere and has an impact or not?
Why am | doing this? Why am | proposing this
activity?”

(YOUTH WORKER, PORTUGUESE REPORT)

This observation aligns closely with a typology of
competence levels adapted for youth workers by
Veigel (2015), originally developed for educators:

¢ Novice: Ability to implement practical
methods, without further context-sensitivity

¢ Advanced beginner: Ability to connect prac-
tical experiences with theoretical knowledge

¢ Competent youth worker: Ability to identify
and prioritise overarching learning objectives
and design adequate activities

¢ Proficient youth worker: Mixture of deliber-
ative analysis of pedagogical situations and
intuitive decision-making

e Expert: Intuitive, context-sensitive
decision-making

Overall, a lack of clarity and awareness regard-
ing the role and responsibilities of youth workers
complicates the ability of both youth workers and
trainers to pinpoint relevant training needs. Inex-
perienced youth workers often find it challeng-
ing to accurately assess their own developmental
requirements. Conversely, as youth workers gain
experience, they become more adept at identify-
ing relevant training needs. This progression high-
lights the importance of clear role definitions and
competence frameworks in facilitating effective
training and professional development in youth
work.

Our research has identified distinct training
needs across various professional trajectories
within youth work. Focus groups with youth lead-
ers indicate that initial engagement with youth
work practice and training is often based on
personal motivations, which are more associated

with soft skills also relevant beyond the realm
of youth work. With experience and time, how-
ever, this motivation shifts towards professional
development and an increased interest in com-
petencies specifically necessary for youth work
practice.

Career changers new to youth work typically need
foundational training in pedagogical skills to make
a successful transition into the field. Individuals
transitioning from participants to youth workers
carry a wealth of informal learning experiences,
especially in non-formal education principles,
practical methods, and essential soft skills. To
leverage these pre-existing skills effectively, it is
crucial for them to systematise and clarify these
implicit learning experiences, thereby enhancing
understanding and placing these skills in a broad-
er context. Furthermore, recognising and certify-
ing these already-acquired competencies is vital
to this group of youth workers. Additional training
is also necessary to facilitate a smooth transition
into their new roles. For example, training in proj-
ect management is often essential, as highlighted
by one of the youth workers in our study:

“As a participant, | was mostly focused on enjoy-
ing the activities and learning from them. As a
youth worker, | realised | needed to develop skills
in project management and facilitation to effec-
tively run these activities myself.”

(YOUTH WORKER, TRANSNATIONAL REPORT)

Moreover, training on leadership and mentoring is
essential, as highlighted by another youth worker:

“The need for leadership skills became apparent
as | took on the role of guiding and mentoring
new participants. Training on conflict resolution
and group dynamics was crucial for this
transition.”

(YOUTH WORKER, TRANSNATIONAL REPORT)

Therefore, it is recommended that training be
specifically tailored for newcomers with a par-
ticipant background to effectively address their
unique needs and experiences.

3.3.3 Training needs are shaped by
national contexts

Our research findings highlight how the nation-
al contexts in which youth workers operate in-
fluence their training needs, particularly due to
country-specific legal and organisational frame-
works. In countries lacking a legal framework for
youth work, we observed increased uncertainty
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about the conceptualisation of youth work. This
uncertainty complicates both experienced and
new youth workers’ ability to navigate their pro-
fessional development paths effectively. In coun-
tries where youth work structures are in need of
development and youth workers are predomi-
nantly freelancers, self-managerial skills become
more important. In countries with robust youth
work frameworks—where youth workers are of-
ten employed by youth centres or NGOs—the fo-
cus of training only shifts from practical methods
to managerial and advocacy skills as individuals
advance in their careers.

For a deeper understanding of how national
structures shape youth work practices and train-
ing needs, including theoretical frameworks for
comparing youth work systems across Europe,
see p. 22: Training Needs are Shaped by National
Contexts — Deep Dive.

Additionally, the lack of specific higher educational
programmes in youth work contributes to greater
unawareness among newcomers, particularly in
regions without dedicated academic tracks. Even

FIGURE 1

3 — YOUTH WORK TRAINING NEEDS

within social work studies—a discipline that typ-
ically includes youth work courses—the focus on
youth work, especially at an international level, is
often marginal. This gap leaves those interested
in youth work without the necessary conceptual
understanding, increasing their reliance on train-
ing programmes or personal experiences as youth
participants. This situation underscores the crit-
ical need for comprehensive entry-level training
courses in (international) youth work to bridge
these gaps.

3.3.4 Training needs and training
offers — a match?

Overall, training participants report satisfaction
with the thematic variety of training available, al-
though the match between demand and supply
may vary depending on the topic. Our RAY-MON/-
SOC data reveals that 96.4% of participants in
YWM, TCA, and NET activities reported learning
about at least one core feature of youth work as
a result of their participation:

Also learned something about...

Youth Worker Mobility (YWM) activities in Erasmus+ and Solidarity Corps, impact modules, multiple choice, n=1309

None of the above 3,6% |

Peer Learning

Power & Power Relations 39,3%

Learner-Centeredness

36,2%

Needs Orientation

Youth Empowerment

56,8%

51,5%

72,4%

0% 10% 20% 30%

The need for training on mental health and
well-being, both for youth workers and for young
people, is a growing demand that must be em-
phasised. Another key issue that requires atten-
tion is the lack of awareness on sustainability is-
sues. Further research is needed to examine both
the current supply of training on sustainability in
youth work and the overall sustainability com-

40% 50% 60% 70% 80% 90%

100%

petence of youth workers (Bianchi et al., 2022).
This analysis will help to determine whether this
aspect of youth work is already sufficiently ad-
dressed or if it remains largely unexplored.

Overall, the availability of entry-level training on
foundational competencies is perceived as suffi-
cient or even excessive compared to the demand.
Given the high levels of fluctuation in the field
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observed by training providers and sector-specif-
ic goals to attract newcomers to apply for pro-
jects under the umbrella of Erasmus+, a strong
focus on entry level training is understandable.
Some trainers and youth workers also emphasise
the relevance of providing more and more train-
ing around core principles of youth work, rather
than increasing specialisation in training topics.
According to our MON and SOC data, 25.2% of
participants in YWM, TCA, and NET activities have
no prior experience with similar projects (Horta
Herranz et al., 2024). This statistic highlights the
success of attracting newcomers.

However, the focus on foundational competen-
cies, especially when designed for entry-lev-
el participants, seems to come at the expense
of training opportunities for more experienced
learners. The reported lack of advanced training
discourages experienced youth workers from en-
gaging with the training sector, despite their ex-
pressed training needs. This finding aligns with

FIGURE 2

RAY-CAP’s results, which indicate that specialists
and experienced participants criticise the lack of
new knowledge and skills, as well as the rele-
vance to their daily work (Bammer et al., 2019).

Interestingly, contrary to expectations, statis-
tical data from RAY-MON and RAY-SOC reveals
that when it comes to meaningful experiences
in youth work mobility, TCA, and NET activities,
there are no significant differences between par-
ticipants with or without prior experience in sim-
ilar projects. The mean satisfaction score for re-
spondents with prior experience was 8.58 out of
10 (n=3911), while those without prior experience
had a mean score of 8.47 out of 10 (n=1323). This
seemingly contradictory finding suggests that the
impact of these activities may not diminish signif-
icantly with experience, warranting further inves-
tigation into whether there is a diminishing return
on training over time. The data also shows no sig-
nificant variation in satisfaction across different
national contexts:

How meaningful was the activity for you?

Youth Worker Mobility (YWM) activities in Erasmus+ and Solidarity Corps, reflection module, cross-tabulation

10

Mean Meaningful Score

10
9
8 Youth work is strong
and well developed
7
Youth work is strong
6 and has room for
development
5 .
. Youth work is only
partly developed
4
5 Youth work is
in need of
2 development
1

Funding countries by youth work development clusters

Some training providers perceive an oversupply of
training on certain topics, leading to unnecessary
redundancies and negatively affecting participa-
tion rates. With more training options than neces-
sary, potential participants are spread thin across
multiple offerings, resulting in lower attendance
per session. To address this issue, some National
Agencies and SALTOs are working to reduce re-
dundant offerings through better coordination.
One training provider explained the situation:

“When you start to create activities on the inter-
national or European level without any coordina-
tion, you end up with duplicate or even triplicate
activities that tackle the same goals. This causes
problems with getting the right participants, as
they don’t know how to choose between all these
similar activities. We were very much in favour of
implementing a more strategic approach at the

transnational level”

(TRAINING PROVIDER, TRANSNATIONAL REPORT)
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3.2. EMERGING, SPECIFIC TRAINING NEEDS ®

OTHER IDENTIFIED NEEDS

Other recently identified training needs, based on

input from both youth workers and trainers, in- b

clude the following:

e Fostering a positive connotation of the EU: In
response to rising Euro-scepticism, there is
a need for training that promotes a positive
understanding of the EU.

e Political education, knowledge and pedagogy:

With shifting political landscapes and the rise b

of ideologies that may threaten inclusivity,
training in political educational methods, cur-
rent political knowledge, and fostering active
citizenship and civic engagement is essential
to prepare youth workers to educate and em-
power young people.

e Anti-discrimination training: The rise of mis-
anthropic ideologies underscores the need
for training that addresses discrimination and
promotes inclusivity.

e Mental health and well-being: The pandemic’s
lasting impact has created a need for training
focused on the mental health and well-being
of young people.

e Self-care for youth workers: The demanding b

nature of youth work requires training focused
on burn-out prevention, stress management,
resilience, and psychological well-being, en-
suring youth workers maintain their long-
term health and effectiveness.

e Dealing with war: The impact of ongo- L

ing conflicts has created a need for train-
ing in trauma-sensitivity, refugee work, and
peace-building, equipping youth workers to
support displaced youth and foster environ-
ments of healing and reconciliation.

RAY COMP — Transnational Analysis Research Report — 2025
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Dealing with cyberbullying & school bullying:
The increase in online hate speech highlights
the need for training on addressing cyberbul-
lying and school bullying.

Managerial training: Neoliberal tendencies
within the youth work sector, visible in the
necessity to rely on project funding rather
than structural funding, adhere to demands
for improvement of financial efficiency, and
consider impact orientation in application de-
velopment, has led to a demand for training in
managerial skills.

Youth-led project facilitation: With the Euro-
pean Youth Programmes placing greater em-
phasis on youth-led activities, there is a need
for training on how to facilitate these projects
effectively.

Reversing the decline in youth participation:
The perceived decrease in young people’s in-
terest in international projects necessitates
training to address this trend.

Prevention and crisis management: With in-
creasing incidents of violence, mobbing, and
substance abuse, youth workers need train-
ing to act effectively in unstable or volatile
situations, ensuring they can prepare for and
manage crises when they arise.

Post-colonialism and global learning: As
global awareness increases, there is a growing
need for training that addresses post-colonial
issues and encourages global learning, ena-
bling youth workers to foster critical thinking
and inclusivity in diverse youth communities.

Programme specifics: To effectively manage,
for example, volunteer programmes in the Eu-
ropean Solidarity Corps, youth workers need
training in providing guidance and support for
volunteers, fostering community-orientation,
and emphasising value-based volunteering
that aligns with broader social and ethical
goals.

21



3 — DEEP DIVE TRAINING NEEDS

® Youth policy: With varying policies at the Eu-
ropean and national levels, there is a need for
comprehensive training that covers European
youth policy, strategic frameworks, and the
influence of the EU on personal life, ensuring
that youth workers can navigate and advocate
within these structures effectively.

e Foster youth employability: High youth unem-
ployment rates, especially in certain regions,
require training that equips youth workers to
foster employability skills.

e Entrepreneurship: In the face of economic
challenges, there is a need for training that
cultivates entrepreneurial skills among youth,
encouraging innovation and the creation of
new opportunities that can benefit both indi-
viduals and communities.

e Networking and advocacy skills: To promote
and support youth work, training is needed in
describing youth work, advocating for youth,
stakeholder cooperation, and collaboration in
multidisciplinary working environments, en-
suring that youth workers can effectively nav-
igate and influence their broader contexts.

e Educational justice: The need to promote
fairness and address inequities in education-
al access and outcomes is crucial, calling for
training that equips youth workers to champi-
on educational justice and support marginal-
ised groups effectively.

e Ethical leadership: In a world where ethical
dilemmas are increasingly prominent, there is
a need for training that develops ethical lead-
ership skills, guiding youth workers to lead
with integrity and moral responsibility.

e Youth, sexuality, and relationships: As youth
navigate complex social dynamics, training
is needed to help youth workers understand
issues of sexuality and relationships, provid-
ing the support young people need to form
healthy, respectful, and informed relation-
ships.

3.3 TRAINING NEEDS ARE DEPENDENT ON YOUTH
WORK CONCEPTIONS

TRAINING NEEDS ARE SHAPED
BY NATIONAL CONTEXTS

Youth work in Europe has long been acknowl-
edged as a colourful mosaic of national struc-
tures, practices, and cultures. A key methodology
for categorising these national contexts into dis-
tinct youth work regimes stems from the IARD
Study in 2001 (Schizzerotto & Gasperoni, 2001).
This study operationalised differences across
various national frameworks based on dominant
concepts, main issues, main settings, and edu-
cation and training. It identified four regimes:

A more recent analysis by Kiiakoski (2018, 2020a)
introduces another framework for examining and
grouping national contexts of youth work, termed
youth work architectures. According to Kiilakoski,
youth work architectures are structured along
three dimensions:

e Cultural-discoursive arrangements
(“sayings”, professional vocabulary, profes-
sional recognition and theories of how good
practice is organised);

e Material-economic arrangements
(“doings”, physical and economic realities
which shape practice);

e Social-political arrangements
(“relatings”, social relationships and power).

Within these dimensions, national contexts are
qualitatively measured and clustered in four
practice architectures. Kiilakoski further argues
that educational paths in youth work are shaped
by the national practice architecture in which
they are embedded. From a theory of social learn-
ing-perspective, country-specific legal and or-
ganisational arrangements, their theoretical and
symbolic repertoire, and the constitution of a
national community of practice impacts learning
processes around both youth work practices and
identity (Kiilakoski, 2018, 2020a).
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4 — TRAINING DEVELOPMENT

This chapter explores the objectives, underlying
rationale, and frameworks guiding the develop-
ment of training programmes—in essence, it ad-
dresses the reasoning behind and methods of
designing training initiatives. This discussion en-
compasses not only the development of individ-
ual training sessions but also strategies for ad-
vancing the broader training sector. The sections
on training objectives and content identification
primarily draw upon interviews with training pro-
viders, while insights into the collaboration be-
tween providers and trainers are informed by
both sources.

4.1. TRAINING OBJECTIVES

The primary objectives of training in the European
Youth Programmes, as outlined in the 2024 Eras-
mus+ Programme Guide and the European Soli-
darity Corps Guide, include:

® Providing non-formal and informal learning
opportunities for educational and profes-
sional development.

e Building a community of youth workers and
strengthening local youth work practices.

e Enhancing the qualitative and strategic im-
pact of the European Youth Programmes

Our research indicates that training providers’ ob-
jectives can be categorised into three overlapping
clusters: participant-oriented objectives, sec-
tor-oriented objectives, and programme-oriented
objectives. While these categories often overlap,
different training providers tend to emphasize
different aspects, leading to variation in training
priorities and approaches.

41.1. PARTICIPANT-ORIENTED
OBJECTIVES

Participant-oriented objectives primarily focus on
competence development. Relevant competence
areas mentioned by training providers are in line
with the training needs voiced by trainers and
training participants. They range from core prin-
ciples of youth work on project management and
aspects specific to the EYPs, to practical meth-
ods and approaches to emerging needs such as
crisis management and adaptability or advocacy
and lobbying (see chapter 3.)

Participant-oriented objectives align most closely
with the attitudes of both trainers and partici-
pants themselves regarding the aims and ob-
jectives of trainings. As a consequence, it is very
likely that trainings that are tailored to the needs
of participants have the highest consensus be-
tween participants, trainers and training provid-
ers on their objectives. As one interviewee stated:

“overall, it’s important that people learn some-
thing. That there is a strong educational level.
This is the main goal”

(TRAINER, LITHUANIAN REPORT).

4.1.2. SECTOR-ORIENTED
OBJECTIVES

Training providers emphasize broader goals that
extend beyond individual competence develop-
ment to impact the youth work sector at national
and European levels. This includes:

¢ Building and qualifying national youth work
sectors, particularly in countries lacking
funding or policy frameworks.

e Establishing a common ground of knowl-
edge and skills for youth work practition-
ers and fostering a sense of belonging and
youth work identity (see chapter 8).

e Fostering networking opportunities between
training participants at both national and in-
ternational levels, as well as between prac-
titioners, policymakers, and the non-profit
and for-profit sectors (see chapter 5.3).

National Agencies, as key players with funding
and policy influence, play a critical role in shaping
training initiatives. Transnational support is es-
sential to balance the responsibilities carried by
these agencies. One provider stated:

““There is no other structure on the national level
in the field of youth but the NA. So, this youth NA
in [country] is super important in this sense. Also,
the field sees it like that.”

(TRAINING PROVIDER, TRANSNATIONAL REPORT)

Another described the burden of this responsi-
bility: “It’s a big responsibility that we are kind
of steering the development of youth work in the
country.” (Training provider, Transnational report)
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Several interviewees from NAs advocate for the
ability to offer more national trainings, as these
would allow them to teach more youth workers
the basics before advancing them to more com-
plex international training. Such national trainings
would require fewer resources and be more ac-
cessible for national youth workers, as they would
involve less travel and require a lower level of
English proficiency. Allowing NAs to conduct more
national trainings would not diminish the interna-
tional training dimension but rather support it, as
it would help produce more and better-prepared
participants for international trainings. One pro-
vider underscored the significance of national dif-
ferences in shaping these needs:

“I1t’s very different in each country (...) Value
things, priorities things and actions which are
connected and we are all on maybe not on the
same page but close in this way of how we are
thinking about it but when we watch at, the devil
is in the details, when we watch at this smaller
scale then we see these differences and there are
a lot of them and | think one of the most impor-
tant differences are in this aspect of who and
how you can come as a youth worker and also

the tradition of youth work as well”

(TRAINING PROVIDER, TRANSNATIONAL REPORT)

Several interviewees from National Agencies
highlighted the need for additional resources to
enhance sector-wide professionalization efforts,
particularly to improve accessibility and inclusiv-
ity in training opportunities.

41.3. PROGRAMME-ORIENTED
OBJECTIVES

Another rationale for training development is to
support the European Youth Programmes (EYPs).
Training serves as a tool to enable youth workers
to apply for projects under Erasmus+ Youth and
the European Solidarity Corps. Providers high-
light the systemic role of training in ensuring pro-
gramme quality and effectiveness, as stated by
one training provider:

“/ tend to think about it from the programme
point of view because we also have to take care
of the fact that there are enough applicants and
the applied projects are good enough.”

(TRAINING PROVIDER, TRANSNATIONAL REPORT)

While some trainers recognize programme-ori-
ented objectives, others express reluctance, per-
ceiving them as overly top-down and misaligned
with learner-centred approaches. The challenge

lies in balancing structured programme priorities
with a more organic, needs-based approach to
training implementation.

National Agencies acknowledge that ensuring the
success of EYPs through training requires more
than just increasing the number of applicants.
They emphasize that the quality of training out-
comes plays a key role in preparing youth workers
to submit well-developed applications and suc-
cessfully implement projects. However, structur-
al barriers—such as bureaucratic complexities
and access inequalities—cannot be addressed
solely through competence-building efforts. This
limitation is also reflected in how some trainers
perceive the tension between programme-driven
goals and participant-focused learning:

“Trainers are aware of the programme-oriented
goals, but there is a tension between focusing
on project outcomes and ensuring the personal
development of youth workers.”

(TRAINING PROVIDER, TRANSNATIONAL REPORT)

Moreover, some providers highlight that pro-
gramme-oriented objectives must be balanced
with sectoral development—ensuring that train-
ing does not merely serve as a mechanism for
producing more applications but also contributes
to the professionalization of the youth work sec-
tor as a whole.

4.2. APPROACHES TO
IDENTIFYING TRAINING
CONTENT

In our research, we asked training providers how
they determine the focus of their training courses
and offers. Interestingly, the responses reveal a
wide arsenal of instruments used to identify and
assess training needs. While most of the inter-
viewed NAs and SALTOs employ multiple meth-
ods to gather information and make decisions,
certain providers tend to prioritise specific ap-
proaches. However, in some cases, the devel-
opment of training content appears to be rather
intuitive and not necessarily based on concrete
evidence of training needs.

4.21. BOTTOM-UP APPROACHES
Bottom-up approaches focus on identifying train-
ing content based on the needs of youth workers

and practitioners.

Several strategies are employed to achieve this:
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e Participant-driven agendas: Some provid-
ers involve youth workers in shaping training
topics either through preparatory consul-
tations or by allowing flexibility in training
content during sessions.

e Trainer insights: Many providers rely on
trainers as intermediaries who understand
practitioners’ needs and can propose rele-
vant training topics.

e Sector-wide needs assessments: Surveys,
interviews, and open forums help providers
collect feedback on training gaps.

However, challenges arise in this approach, such
as the overrepresentation of experienced youth
workers in consultations, which may not fully re-
flect the needs of those new to the field. Addi-
tionally, some providers report that practitioners
do not always express interest in training that
aligns with strategic priorities. As one training
provider succinctly put it: “Practice has become
more stubborn.” (Training provider, Transnational
report)

This highlights a common challenge where train-
ing providers, particularly those emphasising an
expert-driven approach, must balance practition-
er preferences with sectoral and programmatic
needs.

4.2.2. TOP-DOWN APPROACHES

Top-down approaches focus on identifying train-
ing content through structured sectoral anal-
ysis and alignment with broader policy objec-
tives. Providers employing this approach use:

Sectoral mapping and thematic analysis: Iden-
tifying priority areas where expertise is needed
and addressing existing training gaps (please refer
to p. 21: Other Identified Training Needs — Deep
Dive).

e Policy alignment: Ensuring training topics
contribute to European Youth Programmes’
priorities and strategic policy objectives.

¢ Monitoring trends and socio-political
developments: Adapting training content to
address emerging needs based on data and
sectoral developments.

Providers highlight that while structured ap-
proaches support consistency, they sometimes
risk overlooking emerging practitioner-driven
needs. Additionally, a balance must be found be-

4 — TRAINING DEVELOPMENT

tween programmatic priorities and the realities
faced by youth workers. A key challenge in this
approach is ensuring that training needs identi-
fied at the policy level align with the realities of
youth workers on the ground:

“We have to read a lot from trends. Or bring to-
gether many assessments from colleagues.”

(TRAINING PROVIDER, TRANSNATIONAL REPORT).

Some training providers stress that not all prac-
titioner needs can or should be met through
EYP-funded training initiatives:

““The field needs more than what the programme
needs. Here is always finding this balance. (...)
They will just give you their general needs and
then you have to see maybe not all can be ca-
tered by the programme, not all are relevant for

us unfortunately.”

(TRAINING PROVIDER, TRANSNATIONAL REPORT)

Internal strategic frameworks also play a role in
guiding top-down training development. Some
providers develop detailed multi-annual work
plans based on European policy frameworks,
while others rely on internal institutional strate-
gies. These strategies vary in their connection to
external European initiatives, with some aligning
closely with the European Youth Strategy, while
others focus more on national priorities.

By integrating both bottom-up and top-down
strategies, training providers aim to design pro-
grammes that are responsive to practitioners
while ensuring alignment with European youth
policy objectives.

4.3. COLLABORATION BETWEEN
TRAINING PROVIDERS AND
TRAINERS

Collaboration between training providers and
trainers is critical in ensuring high-quality training
that meets both programmatic and practitioner
needs. Successful collaboration depends on clear
trainer selection processes, transparent commu-
nication, and co-development approaches that
balance structured objectives with trainer auton-
omy. Challenges identified include:

e Administrative burdens in trainer selection,
affecting quality and inclusiveness.

e Unclear communication and expectation
setting, leading to frustration.
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e Limited trainer autonomy, with excessive
top-down control hindering adaptation to
participant needs.

e Financial precarity of trainers, particularly
due to delayed contracts and lack of pay-
ment assurances.

Training providers that foster long-term collab-
orations and trust-based working relationships
tend to report better training outcomes. Address-
ing these issues is key to improving the effective-
ness and sustainability of the training sector.

For a detailed discussion on the collaboration
between training providers and trainers—includ-
ing selection processes, mutual expectations,
challenges, and factors for successful coopera-
tion—please refer to p. 27: Collaboration Between
Training Providers and Trainers in Training Devel-
opment Processes — Deep Dive.

Recommendations to foster
training development

® Increaserecognition of NationalAgencies:
To strengthen sector-oriented objectives,
increase recognition of the pivotal role of
National Agencies as drivers of nation-
al youth work sector development, by:

* Providing National Agencies and
other training providers with the
means and opportunities to offer
more trainings at the national level.

e Provide follow-up support: To strength-
en programme-oriented objectives, of-
fer systematic follow-up counselling for
training participants who become moti-
vated to apply for EYP projects after their
training participation.

® Promote good practice sharing: Initiate
dialogue on and share good-practice ap-
proaches to needs assessment and con-
tent selection among training providers
to draw on the wealth of existing innova-
tive practices.

@ Allocate resources for quality and inclu-
siveness: Commit sufficient resources to
training selection processes to ensure
both high-quality training and inclusive-
ness for new trainers.
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Ensure transparent communication:
Establish transparent communication
and expectation management through-
out the training process—before, dur-
ing, and after the sessions, including
decisions on prioritising the participant,
sector, and/or programme-orientation of
training objectives.

® Encourage co-development: Initiate

co-development processes on equal
footing, particularly regarding partici-
pant selection.

Provide timely contracts: Provide time-
ly contracts for trainers that grant pay-
ment assurances in cases of cancella-
tion.

Empower trainer autonomy: Ensure the
autonomy oftrainers in mediating training
objectives and agendas with the actual
needs of the participant group in the spirit
of non-formal youth work principles by:

» Establishing mutual trust that em-
powers trainers to adjust activities
on the spot, without fear of repri-
mand.

* Providing resources to develop and
apply “tailor-made approaches” on
the spot, particularly sufficient time
between sessions and technical
material to maximise options.

+ Designing training agendas that in-
clude designated time to listen to
participants’ needs and opinions
and to develop a professional sense
of group dynamics.

\ &

//
mii
» 4'



4 — DEEP DIVE TRAINING DEVELOPMENT

TRAINING DEVELOPMENT

4.3 COLLABORATION BETWEEN TRAINING
PROVIDERS AND TRAINERS

COLLABORATION BETWEEN
TRAINING PROVIDERS AND
TRAINERS IN TRAINING
DEVELOPMENT PROCESSES

This section examines the collaboration between
training providers and trainers in the development
of training programmes. Drawing from the expe-
riences of both training providers and trainers, it
begins by outlining standard selection processes
before discussing mutual expectations, perceived
challenges, and conditions for successful collab-
oration.

SELECTION PROCESSES OF TRAINERS

The selection of trainers is crucial for ensuring
smooth collaboration and high-quality training.
The approach to selection varies depending on
the scope of the training (national or internation-
al), the provider’s selection practices, and, when
permitted, the staff’s experience and preferences.

In some cases, trainer teams are pre-selected
as part of the training package, eliminating the
need for a separate selection process. Generally,
international trainings, developed in collaboration
with multiple NAs, offer the least flexibility due to
the application of numerous national regulations.
The main selection methods include:

e Open calls
@ Calls within trainer pools
e Direct invitations to preferred trainers

Administrative procedures at the training provid-
er’s institution often dictate the method of choice,
as direct invitations may be legally restricted, and
some contexts may rule out open calls. While
open calls are seen as essential for promoting in-

clusion, they are also criticised for creating an ad-
ditional workload without necessarily enhancing
training quality. As one training provider explains:

“I detest open calls. | hardly ever- people look so
different on paper from what they do in practice
that | rely on what they do in practice”

(TRAINING PROVIDER, TRANSNATIONAL REPORT).

Securing high quality trainers has become even
more crucial and also challenging, as some train-
ing providers observe a rise in the number of
trainers in the field who unfortunately lack the
skills necessary to fulfil their role:

“We have a massive amount of young adults who
want to be a trainer and want to train and want
to organize activities without knowing how.”

(TRAINING PROVIDER, TRANSNATIONAL REPORT)

In many cases, trainings are conducted by a team
of trainers, allowing for a combination of selection
approaches within the same training. For exam-
ple, training providers often pair an internation-
al trainer (selected through an open call) with a
national trainer (from a national pool) to balance
international and local expertise. Some providers
strive to ensure that all trainers in a pool receive a
similar number of assignments annually. One pro-
vider selects a primary trainer through the estab-
lished process, then allows that trainer to recom-
mend a co-trainer, fostering smooth collaboration
and introducing new trainers without formal open
calls.

Regardless of the selection method, there is al-
ways flexibility, as criteria are weighted and can
be contradictory. Experience is often a key fac-
tor, but providers also recognise the importance
of promoting new trainers or giving experienced
trainers opportunities to work on new topics. Ad-
ditionally, some providers adjust their selection
strategies based on perceived drops in training
quality. For instance, one NA has shifted focus
from international trainers to local experts, while

RAY COMP — Transnational Analysis Research Report — 2025 27



4 — DEEP DIVE TRAINING DEVELOPMENT

others rotate trainers regularly, believing that
consistent quality requires variation in the team.
As stated here,

“But then we had the same people working on
the activity for a long time and we somehow
noticed the quality dropping instead of increas-
ing. Because you know [ think it’s logical that this
happens, that simply people don’t put so much
effort anymore, because they have implement-
ed it so many times and you know and then you
don’t somehow approach it with the same level
of enthusiasm or something | don’t know how [
would call it. Or time investment. And it somehow
showed.”

(TRAINING PROVIDER, TRANSNATIONAL REPORT)

Training providers seldom offer feedback on re-
jected applications, and opportunities for con-
structive feedback with trainers are almost
non-existent. Systematic application assess-
ments are rare, and one training provider noted
that when time is limited, selection processes
become more pragmatic, leaving little room for
reflection or improvement.

More sophisticated selection processes, when
implemented, increase the workload both for ap-
plicants—who may need to answer a large num-
ber of specific questions—and providers, poten-
tially reducing the inclusiveness of the process.
This might contribute to the underrepresentation
of individuals facing barriers in national training
pools or as employed trainers, according to our
interviewees.

As the number of trainings provided by NAs in-
creased significantly, many of them established
trainer pools. The management of these pools,
however, requires more resources over time.

The management of trainer pools can entail:

Opening and closing of the pool

Selection of applicants to be included
within the pool

(Renewal of) contracts with trainers
Regular meetings with the pool
Training of trainers

Onboarding processes for new trainers

dentifying and attending to trainers’ needs

While having a trainer pool is a common prac-
tice at NAs, the management of these pools var-
ies. Several interviewees emphasise the need to
train their trainers and use various methods: in-

corporating training into their regular meetings,
onboarding process with trainings, job shadow-
ing and assessments, or contractual obligations.
Trainers’ needs are identified in various ways,
such as during the call for (renewal of) the trainer
pool, annual meetings, or surveys. There is also
a growing recognition that supporting trainers
must go beyond ensuring their qualifications and
training.

(13 s, 3
We don’t need many trainers, we need good
trainers and want to have a close connection
to them”

(TRAINING PROVIDER, TRANSNATIONAL REPORT).

ROLE OF TRAINING PROVIDERS IN PREPARA-
TION PROCESSES

Training providers decide the what (goals, con-
tent) and the who (target group) of the training
and select the trainers. However, trainers can
often influence these decisions. For instance,
during initial preparation meetings, trainers can
suggest adjustments by offering their expertise,
such as highlighting if the training goals are overly
ambitious or too much content is being included.

“We try to single out this is what we want for the
participants to happen and then it’s the trainers’
role to create the process for it. Many times they
also comment on what has been planned (...) so
there is a lot of this kind of discussion.”

(TRAINING PROVIDER, TRANSNATIONAL REPORT)

“What separates my work from the trainers’ is that
I need to be clear what | want to get out of the
training. So, we have to agree on that but then
their job is to figure out how.”

(TRAINING PROVIDER, TRANSNATIONAL REPORT)

The role of training providers involves several key
responsibilities that are essential for the suc-
cessful execution of any training activity. They are
tasked with the overall project management, en-
suring that everything is coordinated effectively
from start to finish. This includes defining clear
objectives for the training and continuously mon-
itoring the achievements against these objectives
to ensure that the desired outcomes are being
met.

Additionally, training providers play a vital role
in organising all logistics and technical aspects,
ensuring that the necessary resources and facil-
ities are in place for the training to be conduct-
ed smoothly. Another critical role is the selection
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and management of participants. This includes
conducting a thorough needs assessment to
identify the right participants and managing their
involvement and communication throughout the
training process.

Training providers are also responsible for con-
ducting evaluations with participants to gath-
er feedback and assess the effectiveness of the
training. Finally, they must ensure that open com-
munication channels are maintained between the
providers and the trainer to facilitate smooth op-
erations and address any issues that may arise
during the training.

Trainers report differences among training pro-
viders depending on whether they are NAs/SAL-
TOs or NGOs. From their perspective, trainers
are less likely to be responsible for technical and
logistical aspects, but also less involved in partic-
ipant selection processes if they are contracted
by NAs or SALTOs. When collaborating with NGOs,
trainers tend to have more agency and flexibili-
ty in training design, but they also have to take
on additional work and carry more responsibility.
As far as compensation, trainers report that NAs
tend to pay and value trainers better than NGOs.
As one trainer states:

“In relation to the salary issue the NA pays well, it
pays fairly, | think, but the rest of the youth sector
[in Portugal] doesn’t keep up. There’s another
issue that doesn’t have to do with payment, it
has to do with the employment relationship, the

precariousness in which you find yourself (...).”

(TRAINER, PORTUGUESE REPORT)

Another trainer adds to this sentiment:

“About the support, | think precariousness is
the main issue. there’s a European level where
I honestly think you earn reasonably well and |
think there are opportunities, although it’s always
within the system of freelancing. Now at a na-
tional level when you go to any type of organiza-
tion that you have this know-how and that’s it, it
can be for projects as it can be for other things.
you earn very, very badly, in other words, it’s not
a good job.”

(TRAINER, PORTUGUESE REPORT)
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ROLE OF TRAINERS IN PREPARATION
PROCESSES

Trainers are responsible for developing the how of
the training, including the overall flow of the pro-
gramme and methods. The common procedure is
that after an initial preparation meeting, they cre-
ate a plan for implementing the training. Training
providers can influence this process by using dig-
ital tools to monitor progress, reviewing general
drafts, and later assessing detailed scripts. When
multiple providers collaborate on a training, they
may assume different roles, with varying levels of
involvement. In some cases, there is no further
contact with the trainers until the training occurs.

A major role trainers ascribe to themselves is that
of a mediator. Pre-formulated training objectives
and planned activities, regardless of how focused
they are on the target group, are not completely
congruent with the needs of the actual partici-
pant group. In fact, trainers often describe a dis-
crepancy between training goals and the needs of
the actual participants, resulting in a tension that
leads trainers to assume the role of a mediator.
A crucial factor for training success is their ability
and freedom to adapt and translate the providers’
objectives to youth workers’ realities. Rather than
resolving these tensions with a one-sided ap-
proach, trainers emphasise the pragmatic com-
bination of top-down and bottom-up approaches
in training implementation by adapting provid-
ers’ objectives to the very specific target group
on the spot:

“/dectlly, in a training course, you should be able
to have a prior formulation asking about your
expectations, your needs, [and] put something
together based on that, and then, when you
receive the group, look at it again, and realise
that, based on this group, this moment, there are
things that can and should be changed. Some-
times we make compromises there, which is to
keep the fundamental objectives, some structure,
but change one thing or another that we think
will [meet the participants’ needs].”

(TRAINER, PORTUGUESE REPORT)

| think, is about being agile and being able to
change the program in a way that maintains
the objectives set but tailors the program to the
needs of the participants. | don’t think I’'ve ever
been to a training session where | didn’t have to

change something in the weekly program.”

(TRAINER, HUNGARIAN REPORT)
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Another trainer described their role as “a filter,
o detective, to detect youth workers’ needs and
combine them with objectives provided at Euro-
pean level by institutions” (Trainer, Italian report).
Some training providers seem to recognise the
challenging nature of the trainers’ role. They de-
scribe the need for trainers to possess near ‘su-
perpowers’ to handle a multitude of issues, from
participants’ competence gaps to personal prob-
lems, all while following an approved script and
adapting on the spot. Trainers, striving to meet all
of these demands, emphasise that authoritative
behaviour towards them from training providers is
counterproductive. Demanding strict compliance
with pre-established objectives and procedures
hampers the autonomy required for professional
facilitation and contradicts non-formal and par-
ticipant-oriented training approaches.

It is evident that an essential prerequisite for suc-
cess is the autonomy and flexibility of trainers.
Our research showed clearly that the freedom of
trainers is crucial in order to mediate training ob-
jectives and agendas with the actual needs of the
participant group and follow non-formal youth
work principles, such as openness, participation,
and participant orientation. Trainers require:

e The providers’ trust to adjust training activ-
ities on the spot, without fear of reprimand;

® Resources to develop and apply “tailor-made
approaches” on the spot, particularly suffi-
cient time between sessions and technical
material to maximise options;

e Training agendas that ideally include desig-
nated time to listen to participants’ needs
and opinions and to develop a professional
feeling for group dynamics.

Overall, trainers value and protect their autono-
my in training implementation and are critical of
excessive interference from providers. They reject
being “buppets doing what we are asked for, pas-
sive puppets” (Trainer, Italian report).

CHALLENGES IN COLLABORATION

Trainers often face significant challenges in col-
laboration, primarily due to a lack of time and re-
sources from both providers and trainers. One of
the key issues is the insufficient opportunities for
trainers to adequately prepare for training ses-
sions. This lack of preparation stems from vari-
ous factors, including poor communication, vague
calls, and an overall lack of awareness regard-

ing the training objectives. Furthermore, trainers
frequently find themselves excluded from the
selection process, leaving them unaware of the
group composition and without access to appli-
cation forms. This exclusion, combined with the
absence of contracts until right before the event,
leaves trainers in a precarious position. They are
often put on hold, fearing lost investments if the
event is cancelled. As one trainer explains:

“This aspect is relevant because you fix the
dates, verbally, which for us is equal to signing
an agreement, but then the agreement does not
come. Only very close to the activity, and it may
happen that the activity is deleted. If you do not
have the agreement, you cannot do anything. If
you say something, it seems as if you are doing

something wrong. But this is very basic.”

(TRAINER, ITALIAN REPORT)

Additionally, when trainings are organised on
short notice, time constraints can have a nega-
tive impact on creativity and hinder deeper coop-
eration between providers and trainers. This also
limits the consideration of participants’ needs as
expressed in their application forms.

Trainers often encounter differing expectations
regarding their roles and responsibilities, further
complicating collaboration. Moreover, excessive
bureaucracy and rigid procedures, particularly in
cooperation with NAs, create additional burdens.
A trainer highlights this issue, stating,

“I cannot buy a pen without public procurement.
This is very difficult for me”

(TRAINER, LITHUANIAN REPORT).

Overall, the current collaboration between train-
ing providers and trainers has significant poten-
tial for frustration. This perspective is indirectly
reflected by a training provider who believes that
trainers feel constantly judged, which hampers
their ability to develop freely.

CONDITIONS FOR SUCCESSFUL COOPERATION

The success of training programmes hinges on a
few critical conditions: transparent communica-
tion, co-development processes on equal foot-
ing, and long-term cooperation grounded in trust
while maintaining the autonomy of trainers.

Clear, transparent, and well-established com-
munication is essential throughout the training
process—before, during, and after the sessions.
Training providers should manage expectations
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transparently, taking into consideration the train-
ers’ experiences and capabilities.
As noted in one report:

“probably the most helpful thing is the proactive
role of the customer. To be clear about what we
expect, what we expect from you as a trainer,
what the end result should be, maybe even in the
long term. So that we as trainers have a clear
understanding of where we are going and where
the whole process should take us.”

(TRAINER, LITHUANIAN REPORT)

However, opinions vary; experienced trainers
might see fixed conditions, such as the structure
and objectives of the training, as limitations to
innovation, while newer trainers may find these
guidelines helpful for orientation.

It’s important to address power imbalances and
dependencies sensitively and to manage con-
flicts considerately and safely. An empathetic and
transparent relationship between trainers and
providers, often fostered by preparatory on-site
meetings, supports a better mutual understand-

ing.

Co-development processes should place trainers
and training providers on equal footing, avoiding
top-down directives. Providers should involve
trainers early on in designing the training and
selecting participants, which helps trainers un-
derstand the objectives and the group’s needs.
Conversely, trainers should take a lead role in the
development of training designs, either through
co-creation or by providing feedback, which both
strengthens the alignment between objectives
and methods and builds trust.

Additionally, trainers need contractual safety well
ahead of the training activities, including payment
assurances in cases of cancellation. The presence
of a representative from the providing organisa-
tion during training can foster understanding and
allow for professional ad-hoc deviations from the
planned training designs. Such an approach can
help to avoid situations as described here:

In the end, the only thing that the organisations
that pay us see is a questionnaire that has ques-
tions about the objectives of what they’ve asked
us to do.”

(TRAINER, PORTUGUESE REPORT)
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Long-term collaborations built on mutual trust
are vital. They allow for greater autonomy for
trainers and facilitate a clear role distribution,
which simplifies communication and better ad-
dresses each participant’s needs. Such collabo-
rations also enable trainers to contextually frame
their specific training offers within the broader
objectives of the providing organisation. Constant
dialogue beyond specific training events helps
maintain overall cooperation and the quick res-
olution of issues, as informal relationships can
bridge institutional gaps.

Structures like LTTAs and SNACs are beneficial
for fostering trusted, long-term relationships, as
echoed in one report:

In terms of organisations, what I'd like to high-
light is that well-structured, long-term partner-
ships and collaborations end-up favouring later
on the relationship with the organisations.”

(TRAINER, PORTUGUESE REPORT)

The typically small size of national youth work
sectors often means that trainers and provid-
ing organisations are likely to develop close re-
lationships, which can significantly enhance the
training outcomes.
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The effectiveness of youth work training pro-
grammes relies heavily on the participation, en-
gagement, and diverse contributions of the in-
dividuals involved. Participants, whether youth
workers or trainers, form the backbone of
non-formal education, where peer learning, active
engagement, and knowledge exchange are essen-
tial to success. However, several challenges can
impede productive learning environments, from
mismatched participant profiles to logistical bar-
riers such as language and financial constraints.
This chapter delves into the multifaceted role of
participants in youth work training, examining the
selection processes, motivations, and obstacles
that shape their experiences. Through a combina-
tion of survey data and focus group discussions
with trainers and training participants, we explore
how structural conditions and on-site dynamics
influence training experiences and propose con-
ditions for fostering more effective and inclusive
training environments.

51. STRUCTURAL CHALLENGES
AND OVERALL TENSIONS

Youth work, especially in the context of Europe-
an youth programmes, faces numerous structur-
al challenges that directly affect the quality of
training implementation. Particularly in countries
where the youth work infrastructure is in need
of development, NGOs delivering Erasmus+ train-
ing often operate under precarious financial con-
ditions. These fragile foundations can lead to a
range of issues that compromise the effective-
ness of training programmes:

e Focus on quantity over quality: To secure
necessary funding, some NGOs prioritise the
quantity of training programmes over their
quality. This results in limited time and re-
sources being allocated to each training ini-
tiative. As a consequence, training design of-
ten caters more to fulfilling reporting criteria
than fostering genuine competence devel-
opment in youth workers.

@ Pressure on trainers: Trainers working for
NGOs that are financially driven often face
the challenge of bridging the gap between
well-sounding applications and the lack of
resources for effective implementation.
This creates additional strain on trainers,
who may already be working under precar-
ious conditions.

e High turnover rates: Financial instability
within these organisations leads to reliance
on volunteers or poorly compensated staff
and high turnover rates. This affects organ-
isational knowledge management, making
it difficult to build long-term expertise and
maintain high standards in training delivery.

These issues not only reflect a divergence from
core youth work values but also underscore a
growing divide between the ideals of European
Youth Programmes and their practical implemen-
tation.

5.2. METHODOLOGICAL
APPROACHES TO TRAINING
IMPLEMENTATION

Training in the youth work sector is primari-
ly grounded in non-formal education methods,
which emphasise flexibility, reflection, participa-
tion, and experiential learning. This section out-
lines the five core training approaches identified
in our research, focusing on their effectiveness
and the challenges they face within the youth
work landscape. These approaches are summa-
rised below. For more detailed information and
background on this topic, please refer to p. 38:
Exploration of the Five Core Training Approaches
identified in our research — Deep Dive.

e Non-formal education methods: Non-for-
mal education has become the backbone of
youth work training, with methods ranging
from participatory workshops to hands-on
projects.

o Reflective learning approaches: Reflective
learning is another key approach, encourag-
ing youth workers to engage in self-assess-
ment.

e Blended learning approaches: Blended
learning, which combines in-person and dig-
ital training elements, has gained traction in
recent years, particularly in light of the COV-
ID-19 pandemic. This approach allows for
more flexibility in terms of time and location,
making it accessible to youth workers in re-
mote or underserved areas.
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e Adapting to participant needs: Another crit-
ical aspect of training implementation is the
ability to adapt to the specific needs of par-
ticipants. Trainers emphasised the impor-
tance of conducting thorough needs assess-
ments before the start of each training cycle
to ensure that the content is relevant and
tailored to the target group.

e Entertainment vs. in-depth learning: In re-
cent years, the balance between meaning-
ful content and entertainment within youth
work training has become a growing con-
cern. Training providers, trainers, and partic-
ipants have observed a shift where training
activities increasingly prioritise visibility and
entertainment over in-depth learning.

5.3. NETWORKING AND PEER
EDUCATION

Networking and peer-to-peer education have long
been considered fundamental components of
youth work training. The RAY-CAP study empha-
sises that networks and partnerships are essen-
tial for the successful implementation of inter-
national youth projects and represent one of the
most significant outcomes of youth work training
activities. Nearly all participants interviewed in
RAY-CAP reported that they had made new con-
tacts through the training sessions they attended.
While networking often happens naturally in in-
formal settings—during meals, evenings, or so-
cial trips—the study also highlights the need for
designated time within training agendas to foster
more intentional partnership development. RAY-
CAP advocates for structured networking oppor-
tunities, with concrete purposes and collabora-
tive objectives that go beyond casual interactions
(Bammer et al., 2019). The immense value of net-
working in training activities is also apparent in
RAY-COMP, for example in the following state-
ment by a participant:

“One of the biggest advantages is the meeting
with peers. This is no matter how well planned
the activities are and the quality of the organisa-
tions. The exchange of experiences is invaluable,
regardless of the learning value of the project
itself.

(PARTICIPANT, LITHUANIAN REPORT)

Peer education is another highly valued aspect of
youth work training. This approach allows partic-
ipants to share knowledge, experiences, and best
practices, contributing to a sense of mutual re-
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spect, shared responsibility and overall positive
group dynamics:

“peer learning is fundamental (...) because if we
have a good group that pulls even the person
who is perhaps weaker or more lost, they can
easily align themselves with the rest.

(TRAINING PARTICIPANT, PORTUGUESE REPORT)

Peer-to-peer learning fosters a sense of com-
munity among youth workers and helps facili-
tate professional development through shared
best-practices, insights and feedback in an infor-
mal yet structured environment. According to a
trainer, “In our field, the participant is probably
a transmitter of knowledge equal to or greater
than the facilitator himself’ (Trainer, Portuguese
report). Overall, peer-to-peer learning aligns with
the values of empowerment and participation
that underpin the youth work sector.

The importance of networking is also reflected
in the data collected through RAY-MON and SOC
surveys, where 84.7% of participants in YWM, TCA,
and NET activities agreed or strongly agreed that
their networks had expanded meaningfully as a
result of their participation (Figure 3, p. 40)

Our research findings also suggest that LTTAs
provide particularly fertile ground for sustaina-
ble collaboration and partnership building. Due
to their extended duration, LTTAs allow for in-
depth exploration of topics and the development
of lasting professional relationships. These long-
term engagements enable participants to collab-
orate on joint projects and develop shared strate-
gies for addressing youth work challenges across
Europe.

5.4. ROLE AND POSITION OF
TRAINERS

The role of trainers is pivotal to the success of
youth work training programmes. As highlight-
ed by both the RAY-CAP findings (Bammer et al.,
2019) and our focus group discussion data, train-
ers are instrumental in shaping the training at-
mosphere, fostering team spirit, facilitating peer
learning, and ensuring the overall quality of learn-
ing outcomes. However, for trainers to be effec-
tive, two key factors are necessary: they must be
competent in their role, and they must work with-
in well-balanced, complementary teams.

A well-balanced team of trainers, composed of
individuals with diverse personalities, experi-
ences, and expertise, is crucial for fostering a
positive group dynamic and providing varied
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FIGURE 3

My networks have extended meaningfully.

Youth Worker Mobility (YWM) activities in Erasmus+ and Solidarity Corps, impact module, n=5399
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opportunities for participants to engage mean-
ingfully in the training. Synergy within the trainer
team enhances the learning experience and en-
sures that participants’ needs are met in an in-
clusive and supportive environment.

In terms of the competencies required for train-
ers, a broad range of skills and attitudes were
identified by both participants and trainers them-
selves, including the following:

e The ability to facilitate learning and
self-reflection processes;

@ Strong interpersonal skills to develop
relationships with participants;

e Effective moderation of group dynamics
and peer learning;

e Flexibility in adapting to changing
circumstances;

e Methodological versatility and thematic
expertise;

® Expertise in experiential learning
techniques.

The trainers’ authenticity and their capacity to
create an open, inclusive atmosphere are also
highly valued. As one trainer noted:

“Accepting diversity, but adopting an attitude,
remaining in dialogue, inner relaxation, accept-
ing things and letting them stand, even if you
don’t agree with them yourself. Showing attitude
means showing authenticity, appearing authentic,

not pretending.

(TRAINER, GERMAN REPORT)

neither agree
nor disagree

agree strongly

These competencies align closely with the ETS
competence model for trainers working interna-
tionally, which emphasises skills such as facili-
tating learning processes, communicating mean-
ingfully, and working effectively in teams. The ETS
provides useful tools for assessing and strength-
ening these competencies, helping trainers re-
flect on their professional growth and fostering
more cohesive training teams (JfE & SALTO T&C,
2014, 2018).

However, trainers face significant challenges due
to precarious working conditions in the youth
work sector. Many trainers report that inade-
quate pay forces them to juggle multiple jobs,
leaving limited time and energy to dedicate to
each training session. The financial dependence
of trainers on training providers (sometimes re-
ferred to as “clients” or “customers”) also fosters
a service-oriented approach. This threatens to tip
the balance one-sidedly in favour of the providers
when setting training objectives and addressing
participants’ needs, thereby hampering the train-
ers’ freedom to innovate and make professional
adjustments on the spot. One interviewee notes:

“As a trainer, | do what the client told me to do.
You make your own suggestions, of course. But
somehow, sometimes you have to keep some of
your positions for yourself too.”

(TRAINER, LITHUANIAN REPORT)

The overwhelming responsibilities assigned to
trainers, often beyond their expected role—such
as handling participant selection, venue coordi-
nation, and logistical arrangements—add further

34 RAY COMP — Transnational Analysis Research Report — 2025



pressure. The combination of financial insecurity
and excessive workloads leads to mental stress,
burnout, and, in some cases, withdrawal from the
youth training sector altogether. Trainers consist-
ently emphasised the need for more stable em-
ployment conditions, higher pay, and clearer job
descriptions to alleviate this burden and ensure
they can focus on delivering high-quality, impact-
ful training.

5.5. VENUES, LOGISTICS, AND
TECHNICAL ASPECTS

Venues, logistics, and technical aspects play a
significant role in shaping the training experience,
influencing both the atmosphere and the capac-
ity of trainers to implement various non-formal
education methods. These logistical elements of-
ten determine whether trainers can successful-
ly foster dynamic group interactions and employ
creative approaches to learning. In fact, the envi-
ronment in which a training occurs is just as im-
portant as the content delivered, and coherence
between the training’s thematic focus and its
setting reinforces the overall learning experience.
For example, a paradox arises when sustainability
is a core theme of the training, yet the setting and
logistics fail to reflect these values, creating a
dissonance that affects participants’ engagement
with the content:

“We are part of an international seminar on
sustainability, but nothing is sustainable—neither
the prices, the food, nor the working conditions.
There’s a gap between the content we teach and
the environment we work in.”

(TRAINER, ITALIAN REPORT)

Furthermore, tourism-oriented venues can de-
tract from the learning experience, feeding into
the tendency to prioritise the entertainment as-
pects of training over its educational goals.

A well-equipped venue, with adequate space and
necessary digital tools, is essential for creating
a conducive learning environment. Training par-
ticipants frequently pointed out the importance
of having suitable facilities to support the meth-
ods used in non-formal education, such as group
work, presentations, and interactive activities.
For example, insufficient space or inadequate
technical setups can hamper creativity, restrict
participation, and undermine the authenticity of
a training session.

Unfortunately, logistical aspects are sometimes
treated as an afterthought in the planning pro-
cess, leading to significant challenges during the
actual training implementation. Trainers some-
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times find themselves burdened with the respon-
sibility of organising venues and managing tech-
nical aspects, which adds to their workload and
detracts from their primary focus.

5.6. PARTICIPANTS AND
PARTICIPATION

Participants are central to the success of any
training, contributing not only through their ac-
tive involvement but also through the group dy-
namics they help shape. In a non-formal learning
environment, where peer-learning and knowledge
exchange are critical, the composition and at-
titude of the group of participants can make or
break the learning experience. Therefore, par-
ticipant profiles, motivation, and expectations
are key factors in creating a productive learning
atmosphere.

Training participants repeatedly emphasise the
pivotal role of a well-matched group of partici-
pants for a meaningful training experience. Our
findings indicate that the quality of group com-
position is influenced by two factors: 1) the ho-
mogeneity of the participant group in work and
training experience; and 2) the fit between overall
training objectives and participant profiles and
expectations. Having a similar level of youth work
and training experience among participants is im-
portant, as varying levels of experience require
distinct pedagogical approaches and methods of
content delivery (see also chapter 3.3). A signifi-
cant disparity in experience can results in some
participants feeling excluded:

“part of the group was youth workers who had
been working for three years, and another part
had been working for three days or three weeks.
For those who were new, the training was very
good. For us, who had been working for longer,

we didn’t bring anything more from it”

(PARTICIPANT, LITHUANIAN REPORT)

Secondly, achieving a high level of coherence be-
tween training objectives and participant profiles
and expectations can be challenging if partici-
pants are generally unaware of their own needs
for development or come unprepared.

“What I've noticed more recently is that often now
participants come with almost no expectations,
sometimes they haven’t even read what the goals
of the training are. It seems to me that they come
unprepared, in other words, in a very casual way,
it seems that they don’t really know what they

want.”

(TRAINER, PORTUGUESE REPORT)
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At times, the lack of awareness on personal
needs is also connected to passive or consum-
erist attitudes, undermining the participatory and
peer-learning nature of non-formal education as
well as the essential role of active participation,
self-reflection, and engagement for fostering a
productive learning environment. This sentiment
was reflected in feedback from trainers, who
reported instances of disengaged participants:
“There is sometimes almost a passive attitude
in some of the participants” (Trainer, Portuguese
report). Such attitudes not only reduce individu-
al learning outcomes but also disrupt group dy-
namics, making it difficult for trainers to main-
tain positive momentum during training sessions.
Similarly, unmotivated participants contribute to
a lack of focus and direction, as noted here:

“Sometimes it’s bad because of the participants.
I’'ve been to several trainings where the partic-
ipants expressed the wish to leave earlier, even
though the program was supposed to end later. |
was so confused. Am | the only one who wants to

learn here?”

(PARTICIPANT, LITHUANIAN REPORT)

A more extreme version of lack of motivation be-
comes apparent in the issue of so-called “train-
ing tourists” As one trainer describes, “This tour-
ist participant [who] does not bring anything to
the table, and their main motivation seems to be
the plane ticket” (Trainer, Italian report). These in-
dividuals who attend training sessions more for
personal vacation than professional development
not only waste resources but also detract from
the collective learning process. Despite attempts
to filter out such participants during the applica-
tion process, many still manage to secure spots
in training activities. The limitations of applica-
tion processes for careful group composition are
brought up repeatedly and exacerbate feelings of
frustration among trainers and training providers.

“Because he might be sitting behind a desk, he
might be working with young people, he might
be training somebody. But it’s hard to find what’s
behind the words of the application letter”

(TRAINER, HUNGARIAN REPORT)

Training selection and motivation of participants
Youth workers select training programmes based
on various factors, including personal training
needs, organisational requirements, and the per-
ceived quality of the training. Several consider-
ations influence their decision-making, such as:

e Specific required competencies: Some or-
ganisations mandate participation in specific
training programmes based on the needs of
the organisation.

e Urgency of training topics: Youth workers
are often drawn to training programmes that
address current or emerging issues in their
work.

e Investment-outcome relation: Participants
assess the expected outcomes of the train-
ing in relation to the effort required to at-
tend, including travel and time away from
work.

@ Quality indicators: Factors such as the train-
er’s reputation, the training provider, accred-
itation status, and the content of the training
programme influence participants’ choices.

For a more detailed discussion on training selec-
tion, the motivations of participants, as well as
ongoing challenges to participation, please refer
to p. 40: Training Selection, Motivation of Partic-
ipants and Challenges to participation - Deep
Dive.

5.7. HIGH THRESHOLD, HIGH
REWARD: LONG-TERM
TRAINING ACTIVITIES AS
GOOD PRACTICE

LTTAs are highly valued by both National Agencies
and SALTO staff, often seen as well-structured
initiatives that address systemic topics within the
European youth work sector. From the perspec-
tive of training providers, LTTAs represent a fo-
cused and organised way to address sector-wide
challenges. However, some training providers ex-
press concerns that the top-down structure of
these activities, while beneficial for addressing
broad issues, can sometimes hinder innovation
and spontaneity. One training provider reflected
on how the rigidity of LTTA structures might limit
the more playful and experimental spirit of train-
ing initiatives:

“The LTAs—the idea behind them is good, but the
recuperations, like how much money it takes,
how many external people we have to pay to do
stuff... it creates a lot of work, and we get stuck
in these structures we made ourselves. | remem-
ber when we just decided, ‘what the hell, let’s try
it out!” And I think we’ve lost this playfulness.”

(TRAINING PROVIDER, TRANSNATIONAL REPORT)
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Youth workers and trainers, on the other hand,
consistently emphasise the positive aspects of
LTTAs, which they regard as examples of best
practice. The extended duration of these pro-
grammes allows for a more in-depth exploration
of complex topics and encourages deeper engage-
ment with the content. Many participants appre-
ciate the opportunity to delve into subjects that
would otherwise be difficult to cover in shorter
training sessions. One Italian trainer highlighted
the limitations of short-term training by asking,
“How can | unpack mental health in one week?”
(Trainer, Italian report)

Additionally, LTTAs foster stronger connections
between the theoretical aspects of the training
and participants’ day-to-day practice, ensuring
that the learning is relevant and applicable. The
extended timeline also provides sufficient op-
portunities for participants to engage in self-re-
flection, a crucial aspect of professional develop-
ment. This ability to reflect on personal growth
and development over time is one of the key
strengths of LTTAs.

For further information on the topic of LTTAs, in-
cluding additional benefits as well as challenges
that they pose, please refer to p. 41: Additional
Benefits of LTTAs and Challenges They Pose -
Deep Dive.

Recommendations on
fostering training
implementation

e Implement accreditation processes:
Implement accreditation processes for
organisations in TCA and KA2 strands,
ensuring quality and structural stabili-
ty for trainers and providers.

@ Introduce a Creative experimentation
strand: Introduce a strand for creative
experimentation in training, allowing
flexibility and innovation without the
fear of failure.

® Support career development:
Provide transparent information and
support for trainers’ career develop-
ment, including needs assessments
by National Agencies and funded
training opportunities.
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Expand mentoring and long-term
training: Strengthen mentoring pro-
grams and expand long-term training
of trainers’ initiatives, which are rec-
ognised for their positive impact on
trainer competence.

Establish quality standards for trainer
pools: Establish quality stan-dards for
trainer pools while providing accessi-
ble development opportunities to help
trainers meet these criteria and pro-
mote greater recognition of trainers in
European Youth Programmes.

Ensure well-equipped training venues:
Ensure training venues are well-
equipped, aligned with youth work
values, and compatible with hybrid
approaches when applicable, main-
taining safe spaces for participants.

Develop a European-level venue pool:
Develop a European-level pool of suit-
able venues to streamline selection
processes and maintain quality.

Align participant profiles with train-
ing needs: Match participant profiles,
expectations, and experience levels to
enhance participation & peer learning.

Improve application processes:
Improve application processes to se-
lect committed participants and raise
thresholds to deter disengaged “train-
ing tourists.”

Communicate training objectives:
Clearly communicate training objec-
tives and consider preparatory meet-
ings for alignment.

Promote language inclusivity: Expand
training beyond English and promote
language sensitivity, ensuring inclu-
sivity through native language pro-
grammes at national levels.

Offer language courses for youth
workers: Offer language courses to
support youth workers participating in
international training.
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TRAINING IMPLEMENTATION

5.2. METHODOLOGICAL APPROACHES TO
TRAINING IMPLEMENTATION

EXPLORATION OF THE FIVE
CORE TRAINING APPROACHES
IDENTIFIED IN OUR RESEARCH

This section provides a more in-depth explora-
tion of the five core training approaches identi-
fied in our research.

Non-formal education methods

Non-formal education has become the backbone
of youth work training, with methods ranging
from participatory workshops to hands-on pro-
jects. These methods prioritise active engage-
ment and participation, aligning closely with the
needs of youth workers who often operate in dy-
namic, informal settings. Especially participative
approaches are highly valued for their potential to
positively influence group dynamics:

“Because I think it immediately changes the whole
dynamic of the training and the way in which the
trainees are predisposed to be there watching
and effectively if it’s a participatory action or if
it’s just being there.”

(TRAINING PARTICIPANT, PORTUGUESE REPORT)

Furthermore, non-formal education offers the
flexibility required to adapt to diverse contexts,
as highlighted in our interviews with national
trainers. One trainer explains:

“The beauty of non-formal education is that it
allows us to meet young people where they are,
both geographically and emotionally. We can
adjust our approach to be relevant to their local
context, their social realities.”

(TRAINER, GERMAN REPORT)

Despite its strengths, non-formal education also
presents challenges. Trainers report that main-
taining the balance between flexibility and struc-
ture is difficult, especially when dealing with

large or highly diverse groups. Moreover, non-for-
mal methods require a high degree of facilita-
tion skills, which not all trainers possess. Train-
ing providers have expressed concern that some
trainers, particularly those early in their careers,
struggle with implementing non-formal methods
effectively due to a lack of comprehensive sup-
port and mentorship.

Reflective learning approaches

Reflective learning is another key approach, en-
couraging youth workers to engage in self-assess-
ment and reflection as part of their profession-
al development. This method builds on the idea
that learning is not a static process, but rather a
continuous journey shaped by personal and pro-
fessional experiences. Reflective practice is often
embedded into training activities through struc-
tured debriefing sessions, journaling, or group
discussions, allowing participants to critically as-
sess their experiences and draw meaningful les-
sons from them.

A youth worker from Italy shared:

“Reflective learning has been transformative for
me. It’s not just about acquiring new skills but
about understanding how my past experiences—
both positive and negative—shape my approach
to youth work.”

(YOUTH WORKER, ITALIAN REPORT)

Our data from the RAY-MON/-SOC survey sup-
ports this reflection, revealing that 82% of par-
ticipants in YWM, TCA, and NET activities agreed
or strongly agreed that their participation had a
noticeable impact on their work (Figure 4)

Reflective learning, while beneficial, can be
time-intensive and is often side-lined due to re-
source constraints. Trainers who wish to incor-
porate reflective learning need more support in
terms of time allocation and structured guidance,
as current training schedules rarely allow for this
level of introspection.
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FIGURE 4
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My participation in the activity already had an impact on my work

Youth Worker Mobility (YWM) activities in Erasmus+ and Solidarity Corps, impact module, multiple choice, n=5387
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Blended learning approaches

Blended learning, which combines in-person and
digital training elements, has gained traction in
recent years, particularly in light of the COVID-19
pandemic. This approach allows for more flexibil-
ity in terms of time and location, making it acces-
sible to youth workers in remote or underserved
areas.

A case study from Estonia demonstrated the ef-
fectiveness of blended learning in delivering com-
prehensive training without requiring participants
to travel long distances. Trainers noted that the
integration of digital tools allowed them to ex-
pand their reach and engage a more diverse group
of participants. One youth worker explained:

““The online component gave me the flexibility to
manage my time better, while the in-person ses-
sions allowed me to connect with my peers and
trainers on a deeper level”

(TRAINER, ESTONIAN REPORT)

While blended learning presents numerous ad-
vantages, it also poses challenges. Not all train-
ers are comfortable with digital tools, and some
youth workers lack the technical infrastructure to
fully engage with online platforms. Moreover, the
digital divide remains a significant barrier in cer-
tain regions, limiting the accessibility of blended
learning programs.

Adapting to participant needs

Another critical aspect of training implementa-
tion is the ability to adapt to the specific needs of
participants. Trainers emphasised the importance
of conducting thorough needs assessments be-

neither agree agree
nor disagree

agree strongly

fore the start of each training cycle to ensure that
the content is relevant and tailored to the target
group. These assessments often include surveys,
interviews, or focus groups that gather insights
into participants’ prior experiences, learning ob-
jectives, and challenges (see also chapter 5).

“We always start with a needs analysis. It helps
us to tailor the training to what people actually
need, rather than just following a set curriculum.”

(TRAINER, LITHUANIAN REPORT)

This approach ensures that trainings are partici-
pant-centred and responsive to the diverse con-
texts and backgrounds of youth workers across
Europe. By focusing on the specific needs of
participants, training providers can create more
meaningful and impactful learning experiences.

Entertainment vs. in-depth learning

In recent years, the balance between meaning-
ful content and entertainment within youth work
training has become a growing concern. Training
providers, trainers, and participants have ob-
served a shift where training activities increas-
ingly prioritise visibility and entertainment over
in-depth learning. This trend has raised alarms
regarding the long-term impact on the quality
and perception of youth work training.

As the quantity of training opportunities increas-
es, there is concern about the quality of these
activities. Some trainers have noted that many
training sessions are now focused on superficial
engagement, catering to a more passive audience,
rather than offering deep, reflective learning
experiences:
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“There is a very large supply of training, and you
have to be careful about the quality because
there is a lot of low-quality training where it’s
completely superficial, scratching the surface.
This creates an image of training courses that
prioritise nice parties, travel, and talking superfi-
cially about peace-building, instead of fostering

actual learning.”

(TRAINER, LITHUANIAN REPORT)

The shift toward entertainment-driven training
is particularly concerning for non-governmen-
tal organisations (NGOs) and National Agencies
(NAs). NGOs, acting as training providers, may
face pressure to secure funding by offering train-
ing activities that appeal to a broader audience,
thus diluting the focus on content. Meanwhile,
NAs are pressured by quantitative performance
measures, such as participant numbers and sat-
isfaction rates, potentially leading to training that
prioritises broad appeal over meaningful learn-
ing outcomes. Overall, some interviewees men-
tioned that NA-provided trainings still tend to fo-
cus more on actual learning, while NGO-provided
trainings may lean toward entertainment.

This trend risks undermining the credibility of the
entire training sector, as the perception grows
that training sessions are more about fun and
networking than actual learning and professional
development.

5.6 PARTICIPANTS AND PARTICIPATION

TRAINING SELECTION, MOTIVA-
TIONS OF PARTICIPANTS AND
CHALLENGES TO PARTICIPATION

Training selection and motivation of participants
Youth workers select training programmes based
on various factors, including personal training
needs, organisational requirements, and the per-
ceived quality of the training. Several consider-
ations influence their decision-making, such as:
specific required competencies, the urgency of
training topics, investment-outcome relation, and
quality indicators.

Many youth workers prefer shorter, more accessi-
ble training sessions, despite the fact that longer
programmes are often seen as providing more
in-depth learning opportunities. Recommen-
dations from colleagues and previous personal
experiences with trainers or providers also play a
significant role in the decision-making process.

However, participants face several challenges
when selecting training programmes, including
an overwhelming number of training offers, a lack
of standardised accreditation, and difficulties
in assessing the quality of international training
providers. These challenges can be particularly
daunting for newcomers. The lack of clear guide-
lines or quality assurance mechanisms can make
it difficult to navigate the training landscape.

Challenges to participation

Several barriers to participation in training were
identified, including precarious financial situa-
tions, lack of time, and organisational restrictions.
In particular, freelancers and youth workers with
second jobs struggle to allocate time for training
while maintaining financial stability. Additionally,
geographic distances and the high workload of
youth workers often make it difficult for them to
commit to training opportunities, even when they
recognise the value of these opportunities. One
participant notes: “We have so much work, there
is no time left for travel” (Participant, Lithuanian
report).

The unpredictable working conditions of youth
workers were highlighted in RAY-MON and SOC
data, illustrating the challenges faced by partici-
pants. Of the 5437 surveyed respondents partici-
pating in YWM, TCA, and NET activities, 45.3% re-
ported facing barriers that prevented them from
achieving their full potential. Among these, finan-
cial constraints were the most significant, fol-
lowed by family responsibilities and social back-
ground (see Figure 5).

Language barriers also remain a significant is-
sue, especially for youth workers who do not
speak English. This deficit can drastically reduce
the learning outcomes for those who attend but
struggle to fully engage with the content, or even
prevent youth workers from participating in train-
ing in the first place.

Furthermore, the organisational context plays a
role in participation. Some organisations are more
supportive of professional development through
training, while others are hindered by a lack of
understanding of the importance of such oppor-
tunities. Municipal youth centres, in particular,
face difficulties when local authorities fail to rec-
ognise the need for investment in international
training courses.
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Are these barriers related to...?

Youth Worker Mobility (YWM) activities in Erasmus+ and Solidarity Corps, closing module, n=1806
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5.7 HIGH THRESHOLD, HIGH REWARD: LONG-
TERM TRAINING ACTIVITIES AS GOOD PRACTICE

ADDITIONAL BENEFITS OF LTTAS
AND CHALLENGES THEY POSE

Another significant advantage of LTTAs is their
capacity to help participants build sustainable
professional networks. The time spent together
allows youth workers to form deeper connections
with their peers, which increase the chances of
forming long-term collaborations and joint pro-
jects. This networking aspect is highly valued, as
it enables participants to extend their profession-
al circles in meaningful ways.

Moreover, LTTAs are regarded as providing a high-
er level of participant engagement. The commit-
ment required for long-term training encourag-
es greater involvement, resulting in more active
participation compared to shorter, more super-
ficial programmes. This is particularly evident in
the Training of Trainers (ToT) programme, which is
frequently highlighted as a transformative expe-
rience for youth workers. One trainer noted that
“Salto’s training-the-trainer gave the whole thing
another big push” (Youth worker, German report),
referring to the profound impact of these training
programmes on their personal and professional
development.

40% 50% 60% 70% 80%

One of the most appreciated aspects of LTTAs
is the use of modular training formats, where
each session builds on the previous one, creat-
ing a systematic and consistent path for compe-
tence development. This method allows for com-
prehensive learning, as participants can absorb
new knowledge in stages, applying what they’ve
learned in between sessions.

Interestingly, there appears to be a gap in percep-
tion between training providers and participants.
While some providers assume that participants
may not fully appreciate the value of LTTAs, the
feedback from participants suggests otherwise.
However, participation in LTTAs is not without its
challenges. Many youth workers find it difficult to
balance the demands of their regular work with
the commitment required for long-term training.
The tension between managing ongoing profes-
sional responsibilities and attending extended
training programs can be a significant barrier for
many.

Participation in LTTAs requires careful planning
and dedication, as the long-term nature of these
programs demands a high level of commitment.
However, despite these challenges, the bene-
fits of LTTAs—such as deeper learning, strong-
er networks, and personal growth—are widely
acknowledged by those who take part. In this sense,
LTTAs offer a high reward for the investment they
require, making them a crucial element in the
professional development landscape of European
youth work.
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6 — TRAININGS AS PART OF
PROFESSIONAL CAREERS

This chapter takes a step back from dissecting
individual training sessions and shifts focus to a
broader perspective—one that spans the entirety
of a person’s life. It offers a broad perspective
beyond individual training sessions and explores
the entire career journey of youth workers. By
weaving together the stories of those who have
chosen youth work as their profession, we gain
insights into their attitudes toward the field and
the fundamental role that training plays in their
development.

Drawing from narrative interviews conducted by
both national and transnational research teams,
we examine how various educational and profes-
sional backgrounds, as well as life experiences,
contribute to competence development in youth
work. These interviews reveal how competencies
are applied within different contexts, highlighting
the impact of diverse learning environments and
significant life events.

Through this exploration, we aim to connect the
training needs of youth workers with the broad-
er concept of competence development, offering
valuable insights into professional and personal
growth within the youth work sector.

6.1. YOUTH WORKAS A
HOLISTIC PROFESSION

Youth work is deeply intertwined with personal
identity and values, making the entry into this
field both transformational and powerful. Wheth-
er through volunteerism, a job application, or a
chance encounter, the initial steps into youth
work often ignite a value-based professional
identity that shapes one’s career. Despite diverse
entry points, these pathways share a common
thread: profound personal motivations drive in-
dividuals to dedicate themselves to youth work.

From our narrative interviews, three common
pathways into youth work emerged:

e Participant/Volunteer-Turned-Youth Worker:
Many began as volunteers or participants.
Personal experiences in these roles often
lead to greater responsibilities, paving the
way for a career in youth work. One youth
worker shared,

“Through volunteering in the youth sector as a stu-
dent, | got acquainted with this whole field, and in
a natural process of growing up, | started to take
on more responsibilities and get involved in youth
leadership. At some point, with the experience
from abroad, | put this label ‘youth worker’ on
myself and recognized myself as one.”

(YOUTH WORKER, BULGARIAN REPORT)

e Youth Work by Not-So-Happenstance: Some
individuals describe finding their way into
youth work through unplanned, yet trans-
formative experiences. They describe these
experiences as pivotal turning points that
seemingly came out of nowhere and wide-
ly exceeded their expectations. In fact, upon
closer examination, the emotional signifi-
cance of the first contact with youth work is
frequently connected to an intrinsic origin,
such as personal character traits or past ex-
periences. For these individuals, youth work
became the vocation they had not initially
sought but ultimately embraced.

e Plain-and-Simple Applications: Although
less common, some applied directly for
youth work positions without prior expe-
rience. This highlights the need for greater
recognition and accessible entry points in
the field.

These pathways often share strong personal mo-
tives. Some youth workers seek to professionalise
personal interests, such as volunteering, theatre,
or sports, while others are driven by family expe-
riences, transnational identities or a desire to give
back. For a more in-depth discussion of these
journeys as well as information on “Trainings in
the holistic identity” please refer to p. 46: Dis-
cussions of Youth Work Journeys and Concepts
of Trainings in the Holistic Identity — Deep Dive.

6.2. TRAININGS AS ONE PIECE OF
THE LEARNING CONTINUUM

Youth workers’ professional development is mul-
tifaceted, involving various learning opportuni-
ties that shape their effectiveness and identity.
Our research shows that youth workers utilise a
blend of informal, formal, and non-formal learn-
ing opportunities, collectively forming a “learning
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continuum” in youth work (Chisholm, 2008). The
learning continuum of youth work is comple-
mented by lifelong learning experiences outside
the traditional youth work context, which are also
crucial for comprehensive competence develop-
ment.

A closer look at the scientific discourse reveals
that each type of learning serves distinct func-
tions. For example, informal, on-the-job learn-
ing is vital for understanding youth work culture
and identity, while non-formal training develops
specific skills. Formal education, such as high-
er education, provides theoretical knowledge for
reflecting on practices (Corney et al., 2024). Al-
though all three learning types are essential, they
are valued differently in terms of formal recogni-
tion and validation (Thompson & Shockley, 2013;
Kiilakoski, 2020b). A deeper look at youth workers’
learning pathways—exploring formal, non-for-
mal, informal, and lifelong learning—reveals how
diverse experiences shape competence devel-
opment. While briefly summarised here, these
learning modes are analysed in more depth on p.
47:: Different Learning Modes — Deep Dive.

6.3. SELF-DIRECTED
APPROACHES TO
PROFESSIONAL
DEVELOPMENT

Our findings indicate that youth workers must
adopt proactive attitudes and high levels of
self-management to navigate the scattered and
unstructured professional development land-
scape in European youth work. Unlike other
fields, there are no well-established, institution-
alised paths to becoming a youth worker, aside
from specific study programs in social work and
youth work.

Trainings are often perceived as isolated expe-
riences rather than part of a structured career
path. In countries with strong youth work archi-
tectures, EYP trainings tend to be utilised later in
one’s career, while in countries with structures in
need of development, these trainings often serve
as entry points into the field.

Youth workers build their competence portfolios
through a mosaic of unconnected training experi-
ences, making each professional journey unique:
“Each training contributes to the mosaic of my
skills” (Youth worker, Belgium report). Strate-
gic trajectories, if they exist, are typically based
on subjective experiences, personal interests, or
peer recommendations rather than formal con-
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cepts of youth work. This process demands pro-
active behaviour, consistent effort, and the ability
to leverage informal professional networks.

These findings support Chisholm’s (2008) hypoth-
esis that active, self-directed learning is a hall-
mark of youth work, particularly in open-designed
learning environments. However, this approach
may be inherently exclusive, as less resourceful
youth workers may find it challenging to navigate
the complex landscape of professional develop-
ment on their own, especially when employed in
precarious working conditions. For example, one
youth worker highlights the struggle of self-di-
rected professional development, explaining that
despite their extensive experience in youth work,
they struggle to find time for international train-
ing due to team responsibilities and limited in-
stitutional support. Their story underscores the
challenges youth workers face in balancing their
commitment to ongoing learning with their daily
workloads:

I would love to attend more international train-
ings, but the reality is that balancing my work-
load and team responsibilities makes it hard.
There isn’t enough institutional support for this
kind of external development.”

(YOUTH WORKER, BELGIUM REPORT)

6.4. MENTORS AND ROLE
MODELS

Criticism of the self-directed nature of learning
in youth work highlights the importance of guid-
ance and support. Our interviews highlighted the
vital role of mentors—trainers, colleagues, part-
ners, and family members—in supporting youth
workers. Mentors inspire through their passion for
youth work, they “live and experience the youth
work with their skin” (Youth worker, Bulgarian re-
port). First of all, mentors act as role models and
support competence development. One youth
worker noted:

“It is usually the case that you have some kind of
authoritative figures in those youth organisations,
and you see what qualities they possess and then
try to learn from them”

(YOUTH WORKER, LITHUANIAN REPORT).

Mentors inspire youth workers to adopt similar
professional and ethical standards and assist in
implementing training approaches and advancing
professional skills.
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As another youth worker shared:

“I had my opening jokes, | had my routines. And |
knew that it worked (...) And then | met profes-
sionals, and that helped me to take it to the next
level”

(YOUTH WORKER, TRANSNATIONAL REPORT).

Furthermore, mentors provide professional guid-
ance and emotional support, helping youth work-
ers navigate job-related decisions, open doors to
new opportunities, such as trainings and profes-
sional networks, and are even influential in the
decision to become a youth worker in the first
place. One interviewee, who worked various jobs
and studied in different fields before ultimate-
ly finding their vocation in youth work, highlights
how a conversation with an internship coordina-
tor set them on their path:

“And she said ‘have you thought about youth
work? Maybe you should, because it would suit
you.” And | thought to myself that maybe | should”

(YOUTH WORKER, LITHUANIAN REPORT).

These findings align with existing research on the
critical role of mentors in youth workers’ profes-
sional development (Hartje et al., 2008; Kiilakoski,
2020b; Petkovic & Barta, 2020; Thompson &
Shockley, 2013). Hartje et al. (2008) highlight that
“Mentoring not only helps new staff develop and
enhance their job skills but also promotes social
networking within the organization.” Petkovic &
Barta (2020) emphasise the importance of men-
toring in home organisations, particularly in coun-
tries needing further development in youth work
practices.

Kiilakoski (2020b) argues that mentoring is essen-
tial during the induction phase for newcomers,
addressing not only professional development but
also personal and social dimensions. However, he
notes that this critical phase has received insuf-
ficient scientific and structural attention, leading
to a lack of knowledge and systematic policies in
youth work.

6.5. CALLING FOR A SYSTE-
MATIC, HOLISTIC
APPROACH TO COMPE-
TENCE DEVELOPMENT

A strong desire for a systematic and holistic
approach to competence development emerged
as a common theme throughout our interviews
and focus groups with youth workers.

The call for a systematic approach to compe-
tence development is connected to several
observations:

(1) Youth workers often lack orientation in their
subjective competence development jour-
ney, especially inexperienced youth workers
and in national contexts without legal frame-
works on youth work;

(2) Self-directed navigation in a scattered train-
ing landscape currently requires a strong
pro-active attitude, high level of self-man-
agement and the capacity to constantly com-
mit resources, which stands opposed to the
lack of resources available to youth workers;

(3) Trainings are predominantly molecular learn-
ing opportunities that don’t relate to, build
upon or lead to other training opportunities,
while at the same time their objectives are
connected to larger strategies and goals;

(4) Competence development is a complex, con-
stant process that is at risk of being simpli-
fied by isolated, short-term training offers:
“false expectations like becoming a youth
worker attending a 5-day training course. in
any other profession, you need to train and
train, while in our wonderful bubble we be-
have differently” (Trainer, Italian report).

Competence development should be seen as a
continuous process rather than a series of dis-
connected events. A systematic approach would
enable youth workers to:

e Establish coherent professional develop-
ment paths and identify relevant trainings;

@ Connect complex layers of practices, meth-
ods, concepts, and theories;

@ Achieve sustainable competence develop-
ment beyond isolated training experiences;

@ Leverage motivation gained in trainings
through follow-up activities.

This approach is connected to the need for wider
recognition and quality standards in the field (see
also chapter 9).

A holistic approach is also necessary, as training
is only one aspect of a youth worker’s profession-
al journey. It allows for the integration of different
understandings of youth work, influenced by per-
sonal experiences that often go unnoticed but are
crucial for shaping youth work practices.
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In practice, the objectives of the European Youth
Programmes (EYPs) often merge with the person-
al goals of youth workers, as well as those of or-
ganisations and young people.

This leads to the perception of personal and pro-
fessional development as interconnected. A ho-
listic approach would enable youth workers to:

® Connect their role to their personal
biography;

o Reflect on how personal experiences
influence their understanding of youth
work;

e Transfer competencies acquired beyond
youth work into the field of work;

® Maximise peer learning by drawing on
diverse knowledge and experiences.

The concept of a systematic, holistic approach to
competence development is not new. PotoCnik &
Taru (2020) previously identified the lack of long-
term strategies and challenges in youth worker
education and training. Similarly, the ETS advo-
cates for a more systemic and coherent path in
designing training activities (UJfE & SALTO T&C,
2022). Our research strongly supports this stra-
tegic direction.

Recommendations for a
systemic, holistic
approach to competence
development

® Recognise youth work as a holistic
profession: Utilise the holistic charac-
ter of youth work professionalism by
pro-actively combining professional
with personal development in training
activities.

o Foster community belonging: Utilise
training activities as opportunities
to foster a sense of belonging to the
youth work community of practice by
strengthening peer support, network-
ing, and shared learning.

® Include support for mental well-being:
Include mental well-being in training
support.
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® Promote structured training paths:
Promote diverse, easy-entry pathways
to youth work.

e Ensure reliable training frameworks:
Create a reliable training framework
for youth workers to ensure that com-
petence development is not solely de-
pendent on personal enthusiasm or
resources.

® Support accessible competence de-
velopment: Support the ETS in provid-
ing systemic, accessible competence
development opportunities.

e Develop guided, self-reflective train-
ing processes: Provide guidance for
the development of personalised
training paths that connect to prior
learning and career goals.

e Utilise self-assessment tools: Draw on
existing tools, such as learning jour-
nals, and link self-assessment tools to
specific training activities.

e Offer follow-up activities: Offer fol-
low-up activities after training activi-
ties to sustain enthusiasm and ensure
long-term impact.

e Expand long-term trainings: Promote
long-term trainings as a best practice
and reduce barriers to participation.

® Scale up mentoring systems: Utilise
and scale existing mentoring and in-
dividual coaching programmes into a
comprehensive mentoring system.
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TRAININGS AS PART OF
PROFESSIONAL CAREERS

6.1 YOUTH WORK AS A HOLISTIC PROFESSION

DISCUSSION OF YOUTH WORK
JOURNEYS AND CONCEPT OF
TRAININGS IN THE HOLISTIC
IDENTITY

One practitioner was introduced to youth work by
a mentor, and at the time of the interview he had
close to 20 years of experience in the sector. He
traces his motivation for youth work back to the
experience of his mother caring for children as a
nanny, resulting in him also spending a lot of time
around children:

| remember my mom kind of working with the
young people, the kids, children, young, young
children. And at some point | was thinking what
to do. And then | thought, OK, youth work is the
thing that | could do.”

(YOUTH WORKER, TRANSNATIONAL REPORT)

Another youth worker’s story started with getting
in contact with a volunteer organisation, which
then evolved into participation in about 15 Eras-
mus+ projects as a youth. He emphasises that his
choice to become a youth worker was strongly
driven by his desire to give something back:

““The fact that | am a young person and | see that
someone has taken care of me and it has helped
me a lot, | want to pass it on to someone else”

(YOUTH WORKER, BULGARIAN REPORT).

Initial experiences in youth work often serve as
powerful catalysts, fostering a strong emotional
connection and a deep sense of belonging within
the youth work sector. One youth worker noted,

“Voluntary service through [National Volunteering
Programme A] after leaving school is a super
formative time; it sets points in your biography
that you can’t undo. | was in contact with young

people in [Country A] every day. That’s when |
realised that | can do this somehow, that | have
an approach that works.”

(YOUTH WORKER, GERMAN REPORT)

The professional identity in youth work is holis-
tic, involving the entire person rather than just a
work-related role. Interviews reveal a shared val-
ue-driven, relationship-oriented, and human-cen-
tred approach to life, aligning with perceptions of
youth work as a value-driven profession. One in-
terviewee explains that their occupation in youth
work is rooted in their urge to contribute to so-
ciety, while others emphasised their commitment
to social justice and support for vulnerable com-
munities.

Close relations within the community of practice
further accelerate the profound intertwining of
professional youth work and personal life.

“Since then, this sector of what is now called
European youth work has been very important.
When | describe it, it’s the tip of the iceberg in my
life. And one thing that makes me very, very hap-
py is that | have found this path for myself. “

(YOUTH WORKER, GERMAN REPORT).

“A sense of belonging to the youth field—I feel
it as a living part of my life; | even feel it as a
professional distortion. | couldn’t get away from it
in the future.”

(YOUTH WORKER, BULGARIAN REPORT)

Trainings in the holistic identity

Training in youth work connects to, utilises, and
fosters personal identification with the youth
field. As opportunities for networking and com-
munity development, trainings are effective in
strengthening personal relations between practi-
tioners. Furthermore, just as youth work is holis-
tic, training can address participants on a holistic
level. Training approaches that merge profes-
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sional and personal development and provide
“knowledge that you can use in practice and in
life” (Training participant, Hungarian report) are
particularly effective. Youth workers report that
training experiences often spill over into personal
development:

It is certain that one’s personality changes, but
| am sure, | know that it was useful, because |
feel that the way | developed, and the trainer’s
lectures, the underlying knowledge, and so on, all
helped me, because | was there, | learned, and |
did it”

(YOUTH WORKER, HUNGARIAN REPORT)

On the other hand, strong personal identifica-
tion with youth work can occasionally blur the
boundaries between professional and person-
al life, underscoring the importance of training
that addresses issues of mental well-being and
work-life balance for youth workers. In one case,
a youth worker with an IT background, whose
passion for youth work was sparked coinciden-
tally through her collaboration with schools,
described her commitment to youth work be-
yond that of merely a ‘job’ For her, volunteer-
ing, work, and leisure time merged into a single
entity, with no concern for overtime: “/ noticed
that these children and | and youth work merge”
(Youth worker, German report).

6.2. TRAININGS AS ONE PIECE OF THE
LEARNING CONTINUUM

DIFFERENT LEARNING MODES

Formal learning - Higher education

Youth workers often pursue higher education
through programs either directly or indirectly re-
lated to youth work. Disciplines like intercultural
didactics, cultural management, and psychology
indirectly contribute to youth work. As one youth
worker noted:

| think psychology gives me a chance to be more,
you know, more empathic or more supportive of
the youngsters”

(YOUTH WORKER, TRANSNATIONAL REPORT).

For those who choose programs directly relat-
ed to youth work, options include either youth
work studies itself, if available, or pedagogical
studies and social work. Higher education is of-
ten pursued at different career stages, between
a school-to—work transition but also as part-time
studies complementary to working as a youth
worker, offering both theoretical knowledge and

opportunities for systematic contextualisation
of and reflection on daily practices. One youth
worker reflected:

“To study child psychiatry, educational sciences,
special pedagogy, intercultural learning, | mean,
to start to reflect on something that was part of
my daily experience and to become aware that |
had lots of knowledge, | was already competent,

but | did not know before. It was cool!”

(YOUTH WORKER, ITALIAN REPORT)

Non-formal learning -

Training courses in youth work

Training courses are perceived differently de-
pending on individual backgrounds. For some,
especially career changers, these trainings are
crucial for professional development. Others see
them as complementary to on-the-job learning.
Training opportunities are offered through various
channels, including EYP Trainings by SALTOs, NAs
or NGOs, CoE trainings, local and regional train-
ings, and national trainings, which are sometimes
preferred due to easier transfer of knowledge.
One interviewee noted:

(13 . . 6 o 9
You can gain good experiences in international
programs, but | don’t relate to them as much as
the national level training.”

(YOUTH WORKER, LITHUANIAN REPORT)

Informal learning - On-the-job learning

Informal learning is integral to youth work, where
competence is developed through practical, day-
to-day experiences, including peer-to-peer learn-
ing, learning by doing, self-reflection, and direct
feedback from youth participants. Cooperation
projects and formalised learning opportunities
like job shadowing also contribute to learning on
the job.

Lifelong learning -

Experiences beyond youth work

Lifelong learning outside of youth work also
plays a significant role, supporting the identifi-
cation of personal preferences, priorities, and
values that serve as trajectories for professional
development.

“The purpose [of lifelong learning] is to make visi-
ble the entire scope of knowledge and experience
held by an individual, irrespective of the context
where the learning originally took place”

(Colardyn, Bjornavold, 2004).
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Previous roles in fields like project management
and international event management provide val-
uable skills transferable to youth work. Interest-
ingly, in nearly all of the narrative interviews it
was pointed out that their previous occupational
background has proven to “have spilled over into
the profession” (Youth worker, Hungarian report)
and be relevant within youth work - even if the
interviewees had worked as bankers, cooks or
forest engineers. Furthermore, training outside of
youth work also has a beneficial influence on pro-
fessional development, such as training in media
education or sports coaching. One youth worker
emphasises the search for training opportunities
beyond youth work to be an explicit strategy for
professional development:

“[/ did] a sewing course, an advanced Excel
course, an image processing course, anything
that | think might help my career or the organi-
sation”

(YOUTH WORKER, PORTUGUESE REPORT).

These diverse learning experiences—whether
from formal education, non-formal training, infor-
mal on-the-job or lifelong learning—collectively
enhance the holistic development of youth work-
ers, enriching their practice and effectiveness in
the field.
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7 — THE RELEVANCE OF
(TRAINING) STRATEGIES AND
COMPETENCE FRAMEWORKS

This chapter deals with the relevance of (train-
ing) strategies and competence frameworks for
trainings on European youth work from the per-
spective of training providers, trainers, and train-
ing participants. Overall, training activities within
the European Youth Programmes are embedded
in a policy context consisting of the European
Youth Strategy, the European Youth Work Agenda
and Bonn Process, the Youth Goals, and, if exist-
ent, national youth policies. On a strategic level,
training activities within the European Youth Pro-
grammes are supported by the European Train-
ing Strategy (ETS), the Youth Participation Strat-
egy, the Inclusion and Diversity Strategy, and the
Youthpass Strategy. Within this research, we paid
special attention to the reception of the European
Training Strategy, reflecting the prominent status
of the strategy within the training sector of the
European Youth Programmes.

71. THE EUROPEAN TRAINING
STRATEGY

Awareness of the European Training Strategy (ETS)
varies significantly. While some are well-versed in
the ETS, participate in ETS-related trainings, or
use the competence models, others have little to
no knowledge of it. Often, those with only vague
familiarity express appreciation for the strategy
but are sceptical about its implementation and
its limited dissemination among youth workers.
Trainers tend to have more nuanced views on the
ETS compared to youth workers, with awareness
often linked to experience—more seasoned youth
workers seem to be more likely to be familiar with
the ETS. This suggests that engagement with the
ETS is not an entry-level step, but rather one that
comes later in a youth worker’s career. Training
courses related to the ETS are mentioned posi-
tively, particularly for their high quality, low barri-
ers to access, and specific programs like YOCOMO
(Youth Workers COmpetence Model), which are
highlighted as good practices.

Training providers often use the ETS when set-
ting training objectives and planning activities,
but there is ambivalence about its utility. The ETS
is seen as a reference framework, but detailed
knowledge of it varies widely.

Providers generally trust that their training offers
fit into the ETS framework, yet many struggle to
pinpoint specific connections to the ETS, indicat-
ing a lack of in-depth understanding. This leads
to the ETS being frequently reduced to its com-
petence models. Apart from training activities like
YOCOMO or the ToT, which are explicitly designed
with the ETS in mind, the strategy is seldom uti-
lised as an instrument to develop concrete train-
ing activities by NAs.

“If we would look at what are the things that we
want from the trainings they would fit nicely in
the competence model but for me it’s all a mys-
tery. | just trust they fit nicely.”

(TRAINING PROVIDER, TRANSNATIONAL REPORT)

As training providers with more experience with
the ETS explain, the hard-to-grasp character of
the ETS lies in its conceptual structure itself.
First of all, it is meant to be an “intellectual ba-
sic model of what the competencies of the tar-
get groups are or should be” (Training provider,
Transnational report). However, because national
youth work realities differ widely, it needs to be
abstract enough to allow for common ground and
needs to be further adapted to national contexts
when utilised. The downside of its necessary
generalisation is that it is harder to grasp from a
practical point-of-view.

At a personal level, training participants and
trainers value the ETS for a number of reasons.
They view it as 1) a tool for self-reflection and ori-
entation for professional development, 2) a useful
framework that provides a common understand-
ing of youth work and makes the wealth and va-
riety of aspects in daily practice visible, and 3)
an instrument to support project design. Overall,
the ETS, and their competence models for youth
workers and trainers in particular, act as guide-
lines in a field with few standards, enabling youth
workers to assess their competencies and iden-
tify areas for further development. One trainer
described the ETS as “a compass for profession-
als, where they are, where they want to go, what
else they need” (Trainer, German report), which is
in line with the conceptual intent of the strategy
(JFE & SALTO T&C, 2023).
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However, trainers and participants experience
certain challenges when engaging with the ETS,
most of which are related to its perceived com-
plexity. A trainer expressed frustration:

“For me ETS means suffering, because it is a very
complex thing (...) it is very difficult to make use”

(TRAINING PARTICIPANT, ITALIAN REPORT).

A connected criticism is the accusation that ETS
competence models place too many require-
ments on the youth worker profile, even though
the ETS “does not attempt to define minimum or
maximum performance levels of youth workers”
(JfE & SALTO T&C, 2023). Despite persistent mis-
conceptions about the intended purpose of com-
petence models within the community of prac-
tice, the ETS holds significant potential to guide
individual professional development. However,
this potential heavily depends on individuals’ ca-
pacity to utilise the strategy themselves, as the
ETS does not provide training providers and train-
ers with systematic means for implementation:

“Wwe would like to implement some structured
action about the competence model for youth
workers but how to do it?”

(TRAINER, ITALIAN REPORT).

Another point of criticism is that it lacks useful-
ness when it comes to practical implementation
due to its generally abstract character. This is es-
pecially relevant for youth work at the national
and local level, as one training participant em-
phasises:

“It is good, but at the national level their practical
application is lost. The documents are ok, but
there are no conditions for their implementation”

(TRAINING PARTICIPANT, BULGARIAN REPORT).

A recurring theme among trainers and training
participants when discussing the ETS is its per-
ception as a resource-intensive add-on to profes-
sional development. This sentiment is connected
to the notion that the ETS is an instrument for
experienced youth workers rather than a point
of entry to youth work. Newcomers already have
difficulty navigating professional development, let
alone the wealth of information presented by the
competence model. Furthermore, our research
shows that newcomers to youth work generally
tend to be more interested in practical methods,
tools, and practices rather than in-depth under-
standing and self-reflection processes (see chap-
ter 3.3). These dynamics are exacerbated by the
perception of the ETS as a luxury intended for

specific purposes that stands in conflict with an
already demanding day-to-day practice.

On a structural level, the ETS is valued for pro-
moting a common understanding and recogni-
tion of youth work across Europe, supporting the
validation of competencies. The ETS presents a
unifying framework that is particularly relevant
in Europe’s varied landscape of youth work prac-
tices. One of the strategic directions of the ETS
is to be a “strategic supporter that nurtures and
inspires regional and national processes” (JfE &
SALTO T&C, 2022).

However, its effectiveness is questioned in coun-
tries with youth work architectures in need of de-
velopment, where the lack of basic foundations
hinders the ETS’s implementation. A participant
noted,

It doesn’t do us any good if we don’t have our
own at the national level. We don’t even know
what youth work is, we don’t understand each
other. We don’t have a definition of youth work
yet. If there is no definition of what it is, there is
no way to implement a strategy.”

(TRAINING PARTICIPANT, BULGARIAN REPORT)

Another pointed out the challenges of applying
a European framework without considering local
contexts:

“Copying someone else’s framework without tak-
ing local characteristics is totally nonsense”

(YOUTH WORKER, BULGARIAN REPORT).

Respondents suggested that National Agencies
need to play a key role in adapting and promot-
ing the ETS, including translating the strategy into
respective native languages. Also, further efforts
are required to consider the diverse realities at
the local level and adapt the competency re-
quirements and implementation processes ac-
cordingly:

“There is some difficulty in transposing the models
to the national realities and the micro realities [of
youth work] for instance, the competences and
knowledge of someone working in a municipality
are vastly different from someone working in an
association.”

(TRAINER, PORTUGUESE REPORT).

Next to quality development purposes, the ETS
is also understood as a supportive document for
advocacy, since it proves the relevance of youth
work in the EU.
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“ETSis a good political signal that we have been
waiting for a long time, which was set politically
from the top and then implemented again from
the top down in the Bonn process. That’s why
the signal from Europe is important. In order for
trainers to gain more recognition for their inter-

national youth work at a local level”

(TRAINER, GERMAN REPORT)

Overall, the ETS is appreciated for its potential to
unify and guide youth work, despite the fact that
its complexity, abstract nature, and the challeng-
es in applying it across diverse national contexts
limit its effectiveness. There is a clear call for
more support in adapting and implementing the
ETS at national levels to better align with local
realities.

7.2. THE EUROPEAN YOUTH
WORK AGENDA

The European Youth Work Agenda (EYWA) is one
of the most relevant policy pillars for the ETS:

“As a strategic framework embedded in the Eras-
mus+ Youth and the European Solidarity Corps
Programmes’ priorities and objectives, the ETS
supports, develops and links different initiatives in
youth work through a strong connection with and
contribution to the European Youth Work Agenda.”

(JfE & SALTO T&C, 2022)

The EYWA itself strives to further develop and
strengthen youth work policies and practices, and
shape youth work development across Europe.
Among the eight priority areas of the so-called
Bonn process for implementation of the EYWA
are development and expansion of youth work
offers, quality development of structures and
networks, and overall promotion and recognition
of youth work while acknowledging local contexts
and realities (JfE, 2021). The survey report 2023
on the State of play of national processes within
the Bonn process highlights that national initia-
tives on education and training of youth workers
are supportive to reaching the goals of the EYWA,
but also points out that training initiatives risk
falling short when the structural realities of youth
workers, such as lack of time and work pressure,
don’t allow them to engage in professional devel-
opment in their daily youth work (Hofmann-van
de Poll, 2023).

With the training sector being a relevant driver for
the EYWA, how is the agenda received by actors
in the field?

From the perspective of training providers, the
EYWA barely plays a role within the training sec-
tor. In the interviews with TCA-/NET-officers
and SALTO staff, the EYWA was not brought up
once. Hence, the conclusion is drawn that when
it comes to goals, rationales, and approaches to
training construction, the EYWA and the training
sector remain unconnected.

From the perspective of trainers and youth work-
ers, the European Youth Work Agenda does not
play a relevant role in the training sector either.
In fact, neither the EYWA nor the Bonn Process
seem to be commonly known. As a document
that targets structural development, the EYWA is
perceived to be more relevant for funding bodies
than for practitioners. As one youth worker notes:

It is rather a topic for specialist events and
conferences because it rather addresses political
framework conditions than youth work on the
ground”

(YOUTH WORKER, GERMAN REPORT).

Nevertheless, the agenda has the potential to ad-
vance the training sector. On one hand, trainings
are perceived as a powerful means to inform the
community of practice about the EYWA when in-
corporated as explicit training content, helping to
spread the agenda’s goals and encouraging pro-
active involvement in the Bonn Process. On the
other hand, acceleration of the Bonn process can
create political tailwind for NAs to strengthen
their training sector. This is especially relevant in
countries where youth work lacks formal recog-
nition and education, making the training sector
crucial for establishing and bolstering national
youth work sectors.

In this context, the EYWA presents an opportu-
nity to link individual competence development
through training with broader structural develop-
ment of youth work on national and local levels.
This recommendation becomes particularly evi-
dent when considering the importance of Euro-
pean-level trainings for national and local youth
work structures (see chapter 8).
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7.3. OTHER STRATEGIES
RELATED TO THE
EUROPEAN YOUTH
PROGRAMMES

The Inclusion and Diversity strategy as well as the
Participation strategy are at times mentioned by
our interviewees, but without being highlighted
for their particular relevance to the construction
or implementation of training activities. Youth-
pass is rarely mentioned in its strategic dimen-
sion, but rather discussed as a tool for recogni-
tion (see chapter 8).

7.4 TRAINING STRATEGIES
AND COMPETENCE
FRAMEWORKS BEYOND
THE EUROPEAN YOUTH
PROGRAMMES

““The ETS is not the only model for all of the youth
work field. Non-formal education should not be
limited to SALTO.”

(TRAINER, PORTUGUESE REPORT)

A research project on youth work careers and op-
portunities for professional development reveals
that among youth workers using competence
frameworks for self-reflection purposes, around
50% have used European frameworks. The others
utilised competence models provided at the na-
tional level (PotoCnik & Taru, 2020), underscoring
the wealth of existing frameworks in youth work
around Europe. The study further highlights a high
relevance of competence frameworks for youth
workers in general: 85% were aware of at least
one competence framework, 62% have used one
for organisational development, 88% selected 4
or 5 on a 1-5 scale when it comes to the impor-
tance of competence frameworks for organisa-
tional development, and 56% have used compe-
tence frameworks as self-assessment tools.

At the European level, the ETS competence mod-
els are not the only existing frameworks. The
Youth Work Portfolio, the competence framework
and assessment tool from the Council of Europe,
(CoE, 2015) is also highly regarded:

“The competency model [of the CoE] is very help-
ful. It helps me to describe what | do in interna-
tional youth work. | wasn’t able to do that before.
The competency model helps me to clarify what |
want to learn and achieve.”

(TRAINING PARTICIPANT, GERMAN REPORT)

From a practitioner’s perspective, it seldom mat-
ters whether training in European youth work is
offered under the umbrella of the European Youth
Programmes or the Council of Europe. In our in-
terviews and focus groups, trainers and youth
workers frequently emphasised the importance
of the Council of Europe for their competence
development and youth work practice.

However, there is a perception that activities
offered by CoE and within the EYPs sometimes
overlap, highlighting the need for stronger align-
ment between these initiatives. When it comes
to training design, the ETS Competence Models
for Trainers Working at International Level (JfE &
SALTO T&C, 2018) is also not the only supportive
document. For example, some trainers refer to
the Quality Assurance Manual from the Europe-
an Youth Forum (European Youth Forum Working
Group on Non-Formal Education & Pool of Train-
ers and Facilitators of the European Youth Forum,
2013) as a valuable resource for training design
and implementation, despite being a manual de-
signed not only for trainings but for non-formal
activities in general.

Recommendations to
strengthen the impact and
relevance of training
strategies and competence
frameworks

e Intensify outreach for ETS awareness:
National Agencies should intensify
outreach efforts to ensure that youth
workers, including newcomers, are
well-informed about the ETS and have
access to its resources, allowing for
both foundational and advanced en-
gagement in youth work.

e Provide practical guidance for ETS
implementation: Provide simplified,
practical guidance for implementing
the ETS so that training providers and
trainers can more easily understand
and incorporate the ETS into their ac-
tivities, overcoming barriers of per-
ceived complexity.

e Promote local adaptation of ETS:
Promote flexible adaptation of the ETS
to diverse local contexts by encourag-
ing National Agencies to translate and
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IS

contextualise ETS materials, ensuring
relevance to different national and re-
gional youth work practices.

e Develop practical ETS tools for
daily use: Focus on practical tools that
support daily application of the ETS by
developing resources youth workers
can immediately use in their practice,
addressing the demand for accessi-
ble, hands-on methods within the ETS
framework.

e Utilise ETS trainings to promote the
EYWA: Utilise ETS-linked trainings to
raise awareness of the European Youth
Work Agenda (EYWA) by including
EYWA-related content in trainings,
connecting youth workers with the
broader strategic goals in European
youth work and inspiring active partic-
ipation in the Bonn Process.

e Encourage alighment with other Euro-
pean frameworks: Encourage stronger
alignment between the ETS and oth-
er European frameworks by fostering
collaboration with the Council of Eu-
rope and other key initiatives, ensuring
consistency in competency develop-
ment across Europe.

e Advocate for labour market recogni-
tion of youth work competencies:
Advocate for labour market recog-
nition of youth work competencies
gained through the ETS by promoting
the strategy as a validation tool for
youth worker skills, increasing profes-
sional recognition at both the national
and European levels.
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8 — THE RELEVANCE OF EUROPEAN
TRAININGS FOR YOUTH WORK AT THE
NATIONAL AND LOCAL LEVEL

One of the programmatic objectives of training
activities both under the umbrella of YWM and
TCA/NET is to develop local and national youth
work practices. Furthermore, the European Youth
Work Agenda identified “a need for significant ad-
ditional investment to strengthen the provision of
quality youth work at local level”, which it primar-
ily pursues through the support of building local
communities of practice and national (youth) pol-
icy frameworks (JfE, 2023). Training is not explic-
itly mentioned as a means to foster quality youth
work on a local level, but Hofmann-van de Poll
et al. (2019) show that in the case of Germany, a
country identified as having a strong practice ar-
chitecture (Kiilakoski 2018), trainings are one path
to transfer European youth policy into local youth
policy.

However, Merico et al. (2019) caution that the in-
fluence of European youth work, including train-
ings provided at the European level, can also have
a negative influence on national youth work. In
the case of Italy, identified as a country with a
youth work architecture in need of development,
they point out that the structures, practices, and
identity of European youth work risk overriding
national youth work traditions when they are not
sufficiently anchored in legal, organisational, and
conceptual terms:

“It [the European Youth Programmes] also allows
Italian youth workers to (re)define their training
and professional trajectories, which are now lo-
cated and engaged within a strictly international
horizon (...). However, it should be noted that (...)
it is necessary to avoid the risk that this path will
flatten exclusively within a model based on the in-
ternational dimension. The research bears witness
to the often tacit, but by no means less pressing,
urgency of constantly putting in critical relation the
model proposed by the European programmes with
(...) the national and local traditions.”

(Merico et al., 2019)

Our findings also indicate that the relevance of
the training sector is dependent on the state of
national youth work architectures. In countries
with strong youth work architectures, European
trainings are perceived as valuable complements

to national offers. Anchored in institutionalised
youth work practices and identities, youth work-
ers are able to integrate opportunities offered on
European level into existing structures. This is
also reflected in the tendency to perceive Euro-
pean trainings as later steps in youth work biog-
raphies instead of points of entry into the field.

In countries with youth work structures in need
of development, youth workers face a precari-
ous and murky environment, often performing
roles that overlap with facilitators and educa-
tors. There are typically no higher education pro-
grams directly related to youth work, and the
sector is underfunded at both the national and
local levels. The lack of common concepts hin-
ders both the formal recognition of youth work
and the identification of specific training needs.
Consequently, youth workers struggle to explain,
promote, and defend their work to stakeholders,
leadingto limited training opportunities at national,
regional, and local levels. The lack of national
training pushes youth workers towards the Eu-
ropean training sector for professional develop-
ment. In such contexts, European trainings are
utilised as key starting points for advancing lo-
cal youth work structures. These trainings help to
qualify, expand, and innovate local youth work by
transferring approaches, techniques, methodolo-
gies, and practices. However, knowledge transfer
is challenging due to inadequate local structures,
uninformed partners, and the abstract nature of
European values.

The European Youth Programmes and the Council
of Europe play a crucial role in promoting the rec-
ognition of local youth work. European strategies
around youth work legitimise and emphasise its
importance, with tools like Youthpass aiming to
formalise qualifications. However, the effective-
ness of Youthpass is questionable; monitoring
data from RAY-MON/SOC indicates that over 60%
of participants in YWM, TCA, and NET activities
who received a Youthpass certificate have never
used it.

Highly trained youth workers often face frus-
tration due to the lack of recognition from lo-
cal stakeholders and limited job opportunities.
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FIGURE 6

Have you ever used a Youthpass certificate?

Youth Worker Mobility (YWM) activities in Erasmus+ and Solidarity Corps, youthpass module, multiple choice, n=6140
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As Merico et al. (2019) argue for the Italian case,
the formal recognition of a profession without a
national legal definition is ineffective:

“This is particularly evident when focusing on the
perception of the YouthPass [...]. The respondents
generally recognise its positive contribution in
terms of reflexivity and for the self-assessment of
learning. Starting from this, almost contextually, it
comes called into question the ‘expendability’ of
the tool within the organisational context as well
as in the national labour market, which is strug-
gling to recognise its validity. [...] In general, the
strategies adopted by the respondents encounter a
very significant obstacle in the national legislative
vacuum on NFE [Non-Formal Education] and the
valorisation of the skills of youth workers.”

(Merico et al., 2019)

In countries with youth work architectures in
need of development, the European training sec-
tor provides an opportunity to grant funding, pro-
vide quality standards and build capacity, create
a community of practice, and introduce a shared
understanding of youth work. However, lacking
any foundation to build on, it is rather adopted
in the logic of a fragmented field of work with
organisations fending for themselves, which indi-
vidually use the European training sector to apply
patches to imminent problems such as high staff

50% 60% 70% 80% 90% 100%

turnover and lack of funding. Thus, structural
development is equally important to sustainably
anchor (international) youth work on a local level,
as a Hungarian trainer accurately sums up:

“The lack of recognition of youth work is the
reason why we think in terms of projects and
not in the long term. | think it is very typical in
Hungary, and in the neighbouring countries, that
there is a constant lack of resources, a lack
of appreciation.”

(TRAINER, HUNGARIAN REPORT)

Recommendations to foster
cohesion between the
European training sector
and national youth work

® Support professional development
with structural development: The
professional development of youth
workers through European training
has to be accompanied by the struc-
tural development of youth work prac-
tice on the national and local level.
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e Embed the training sector in the Bonn

Process: The training sector should
be systematically embedded into the
Bonn process.

Strengthen connections between
youth work sectors: Strengthen con-

nections between local, national, and
European youth work sectors by:

* Involving other stakeholders, such as

local policy makers, in the identifica-
tion and development of synergies;

Establishing structures for Europe-
an youth work actors (NAs, umbrel-
la NGOs, European youth organisa-
tions, etc.) to act as advocates and
advisors on national youth policy;

Offering trainings for relevant tar-
get groups beyond the youth work
community, such as political deci-
sion-makers or local authorities;

Advocating for the recognition of

completed training courses and cer-
tificates in the labour market, espe-
cially for high-investment, long-term
trainings.

Build and support a national commu-
nity of practice: Build and support a
national community of practice by:

Organising meetings of the national
community of practice in attractive
formats;

Offering opportunities for peer-
learning from best practices on
a national level to address con-
text-specific realities and encourage
self-empowerment, such as through
national tool fairs;

Providing more trainings at the
national level to cover relevant top-
ics and structural realities, while
leveraging the networking potential
of trainings to strengthen the na-
tional community;

Facilitating discussions on every-
day challenges in youth work to
promote collective engagement
with shared struggles and coun-
ter the tendency to individualise
structural issues or feel personally
at fault or overwhelmed, particu-
larly in countries with underdevel-
oped youth work infrastructures.
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9.1. A CALL FOR QUALITY
STANDARDS IN YOUTH
WORK AND YOUTH WORK
TRAINING

One cross-cutting theme that was strongly em-
phasised at different points in our study is the
lack of, and desire for, commonly agreed-upon,
codified, and effective quality standards.

“We cannot discuss what is quality training if the
quality is not defined at all”

(TRAINER, BULGARIAN REPORT).

Such standards are highly valued for guiding
training development by training providers and
trainers, as well as supporting youth workers in
their professional development journeys, par-
ticularly when choosing trainings and assessing
training quality by training providers, trainers and
participants.

The demand for rigorous quality standards in
youth work training programmes is not a novel
concept, but a recurring theme highlighted in nu-
merous studies. Petkovic and Zentner (2017) un-
derline the importance of such standards across
diverse environments, stating:

“Independent of the structure of youth work in
different countries under different regimes, ap-
proaches, and methods, it is obvious that quality
youth work and certain standards should be re-
flected in youth work education and training.”

(Petkovic & Zentner, 2017)

This assertion emphasises the universal need for
consistent and high-quality benchmarks in youth
work training, irrespective of the geographic or
political context.

Further elaborating on this theme, Fennes and
Otten (2008) address the multifaceted concerns
of various stakeholders involved in European
non-formal education and training in the youth
field. They state,

“Quality in European non-formal education and
training in the youth field has been an ongoing con-
cern for the stakeholders and actors involved: for
participants/learnersin training and non-formaled-
ucation activities, who want a quality learning offer;

for trainers, organizers, and organizations, who
want recognition of the quality of their offer in
the field of non-formal education and training;
for sponsors and public authorities, who have an
interest in an effective use of the funds and the
support they provide in this field; for policymakers
to ensure an effective achievement of the respec-
tive policy aims and objectives; for all actors in the
non-formal education sector to gain recognition of
the sector as a whole, in particular of the offers in
this field and of those who offer it — trainers, or-

ganizers etc.”

(Fennes & Otten, 2008).

9.2 QUALITY STANDARDS VS.
NON-FORMAL PRINCIPLES
IN YOUTH WORK:
A PARADOX?

While the introduction of standardisation pro-
cesses aims to enhance the quality of youth work,
these efforts sometimes encounter fundamental
challenges due to the inherent nature of the sec-
tor. Youth work, deeply rooted in non-formal prin-
ciples such as openness and sensitivity to diverse
contexts, may find top-down standardisation at
odds with its foundational ethos. Implementing
these processes from the top down potentially
risks undermining the essential bottom-up, par-
ticipatory approach that characterises effective
youth work.

Moreover, our research findings indicate a diverse
landscape of influences on and opportunities for
competence development in this field. Training
programmes represent just one avenue among
many for skill acquisition. The imposition of for-
malised quality standards, while possibly elevat-
ing the prestige of formal training sessions, could
inadvertently marginalise other valuable forms of
competence development. Particularly at risk are
informal learning opportunities, such as on-the-
job training, which might be devalued in the face
of structured, formalised criteria.

The ongoing discourse on quality and codified
standards in European youth work and youth
work training, presented in scientific research
and policy-level strategies, fully acknowledges
this potential paradox. A brief review of key docu-
ments reveals how existing standards harmonise
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foundational youth work principles with struc-
tured quality improvement:

@ In 2015, an expert group commissioned by
the European Commission to analyse youth
work quality systems in EU member states
emphasised a collaborative approach to de-
veloping joint quality frameworks and indi-
cators. They advocated for engagement from
all relevant stakeholders to ensure compre-
hensive perspectives and a unified under-
standing of youth work quality (Expert Group
on Youth Work Quality Systems in the EU
Member States, 2015).

® The European Commission’s 2017 Handbook
on Quality Development in Youth Work ac-
knowledges the tension between structured
quality development and the grassroots na-
ture of youth work. The European Commis-
sion states that “working with indicators,
quality tools and systems is crucial to the
continuous development of youth work and
has great potential to contribute to an en-
hanced credibility and recognition of the
youth work sector as a whole” Likewise, they
highlight flexibility as one of the core fea-
tures of youth work: “Youth work ought not
to become so institutionalised that it cannot
respond to the changing needs and interests
of young people”. The handbook serves as
a guide for organisations to establish their
own quality systems, ensuring flexibility to
meet the evolving needs and interests of
young people (EC, 2017).

e® Accreditation processes in Erasmus+ require
adherence to quality standards. However,
the European Commission specifies these
as “minimum standards to follow,” allowing
organisations the freedom to pursue self-di-
rected development while contributing to
the programme’s objectives (EC, 2020).

® The Council of Europe follows a similar ap-
proach in its framework, establishing 15
quality standards for activities organised by
or in cooperation with its Youth Department.
These standards, meant to provide a com-
mon baseline, take into account the varied
cultural, social, and institutional contexts
that shape quality perceptions (CoE, 2016).

@ In their research project on “Quality in
non-formal education and training in the
field of European youth work”, Fennes and
Otten define generic standards for non-for-
mal education in European youth work,

stressing the need for context-specific ad-
aptations. They outline standards that en-
sure activities are principled, need-based,
well-planned, adequately resourced, and
effectively monitored, while contributing to
broader European policy goals in the youth
field (Fennes & Otten, 2008).

This overview illustrates a careful balancing act
between the institutionalisation of standards and
maintaining the adaptive, participant-focused
ethos central to youth work.

The analysed documents underscore the impor-
tance of a thoughtful and reflective application
of professional standards and strategies. These
standards should not be rigidly followed or treat-
ed as strict guidelines. Instead, it must be rec-
ognised that youth sector development takes
place in a practical and dynamic environment, di-
rectly engaging with young people. A flexible ap-
proach to using strategic documents can support
these processes, striking a balance between ben-
efiting from structured standards and rules and
the need to maintain structures that are respon-
sive to evolving developments on a socio-political
level and among young generations.

Recommendations for the
development of quality
standards for trainings
within the European Youth
Programmes

e Implement flexible quality standards:
When considering the implementa-
tion of quality standards as a means
to systemic quality management of
the European training sector, seek a
flexible approach that strikes a bal-
ance between benefiting from struc-
tured standards and rules and the
need to maintain structures that are
responsive to evolving developments
on a socio-political level and among
young generations.

o Build on existing quality approaches:
Build upon existing approaches to
quality development which acknowl-
edge these complexities within youth
work.
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10 — CONCLUSION: TOWARDS
STRONGER SUPPORT FOR YOUTH

WORK TRAINING

This report has examined the landscape of training
within the European Youth Programmes, drawing
on data from youth workers, trainers, and training
providers across Europe. The findings point to a
dynamic, multifaceted training sector—rich in po-
tential but also marked by structural challenges,
evolving needs, and systemic gaps.

The insights presented below offer a synthesis of
our core findings and aim to inform future de-
velopments in the field. These key points under-
line both the value of current training practices
and areas where greater strategic coordination,
investment, and reflection are needed.

1. EYP trainings as instruments for
professional development

European Youth Programmes (EYP) training ac-
tivities are recognised as crucial tools for pro-
fessional development. These trainings provide
youth workers with opportunities to develop both
core and context-specific competencies, align-
ing with the European Training Strategy. Data
from the Research-based analysis and monitor-
ing of Erasmus+ Youth in Action (RAY-MON) and
Research-based analysis and monitoring of the
European Solidarity Corps (RAY-SOC) surveys
support this, showing that 96.4% of participants
in Youth Worker Mobility (YWM), Training and Co-
operation Activities (TCA), and Networking (NET)
activities reported their participation already had
an impact on their work. Participants highlight-
ed how these trainings contributed significantly
to their professional competence, making them
feel more equipped to engage with youth work in
diverse settings.

2. Thematic variety and matching
demand

While there is general satisfaction with the va-
riety of themes in the training programmes, the
alignment between supply and demand varies by
topic. According to the RAY-MON/-SOC data, a
large percentage of participants expressed satis-
faction with learning about themes such as youth
empowerment, learner-centeredness, and peer
learning. However, the data also indicates mis-

matches in demand and available training offers,
particularly in specialised topics like sustainabil-
ity and digital youth work, which are often un-
derrepresented. Training providers also acknowl-
edged an oversupply of certain topics, which can
dilute participation in other critical areas.

3. Evolving training needs

The training needs of youth workers are con-
stantly evolving due to socio-political changes
and emerging global challenges. For instance,
the need for mental health and well-being train-
ing has grown significantly due to the lasting im-
pact of the COVID-19 pandemic. Similarly, rising
Euroscepticism has led to an increased demand
for training that promotes a positive understand-
ing of the EU, while political education and an-
ti-discrimination training have become essential
in response to global democratic erosion and the
rise of misanthropic ideologies. Peace-building,
cyberbullying, and digital youth work are other
prominent emerging needs.

4. Concerns about training quality

Training providers, trainers, and participants are
increasingly concerned about the quality of Eu-
ropean trainings, particularly the shift towards
entertainment-focused activities at the expense
of deep learning. The focus of training sessions
on providing high-visibility, entertaining, yet su-
perficial trainings which prioritise immediate en-
gagement over lasting competence development
is traced back to NGOs having to increase quanti-
ty and attractiveness to secure sufficient funding
in a precarious youth work environment, and Na-
tional Agencies having to comply with quantita-
tive controlling measures, such as high levels of
satisfaction and high participant numbers.

5. Balancing top-down and
bottom-up approaches
Training providers often find themselves navigat-

ing the tension between the top-down program-
matic goals set by European Youth Programmes
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and the bottom-up needs expressed by partic-
ipants. Trainers play a pivotal role in mediating
this tension, adapting the training objectives to
meet real-time participant needs while maintain-
ing the integrity of programme goals. The flexi-
bility of trainers to modify content on the spot
is crucial, and both trust and pedagogical free-
dom are key factors in ensuring effective training
delivery. Providers acknowledged that allowing
trainers this autonomy results in more partici-
pant-centred learning.

6. Professional development is
personal development

Youth workers strongly identify with their roles,
seeing professional development as a deeply
personal process. Youth workers often feel that
their engagement in non-formal learning and par-
ticipation in training activities goes beyond pro-
fessional skills—it fosters personal growth and
contributes to their self-perception and sense of
purpose. This connection between personal and
professional development encourages higher mo-
tivation for attending these trainings and applying
the lessons learned in their daily work. Further-
more, youth workers commonly express a high
level of emotional engagement in their role.

7. A need for resources to facilitate
strategic development

While there is a substantial amount of resourc-
es available for competence development activi-
ties, training providers—including national agen-
cies—lack sufficient resources to guide the usage
of these resources strategically. Volunteers and
staff implementing competence development ac-
tivities tend to be so occupied with the manage-
rial aspects of their work that not enough time
remains for strategic reflection and development.
We recommend making resources available spe-
cifically for that purpose.

8. A systematic approach to
competence development

Youth workers face two main challenges in navi-
gating trainings. First, without structural support
to assess training quality and adequacy for their
professional needs, they have to employ self-di-
rected, creative methods to identify appropriate
activities. Second, trainings are seen as isolat-

ed opportunities, with no coherent educational
path. Youth workers described piecing together
their learning experiences like assembling a mo-
saic. The European Training Strategy (ETS) pro-
vides a structured, though underutilised, frame-
work to professional development and needs to
be strengthened in its capacity to guide cohesive
competence development journeys.

9. Long-Term Training Activities:
High threshold, high reward

In interviews, youth workers consistently ex-
pressed a strong appreciation for long-term
training activities (LTTAs), viewing them as trans-
formative and highly rewarding. Participants em-
phasised that these trainings fostered deeper
professional and personal growth compared to
shorter programmes. However, many acknowl-
edge that high participation thresholds—such as
balancing time commitments with the demands
of regular work over an extended period of time—
can present hurdles. Nevertheless, LTTAs offer a
high reward for the investment they require, mak-
ing them a crucial element in the professional de-
velopment landscape of European youth work.

10. Dependency on national and lo-
cal structures

The ability to transfer learning from EYP training
heavily depends on national and local youth work
structures. Youth workers from countries with ro-
bust local infrastructures reported greater ease
in applying what they learned, while those from
countries with youth work architectures in need
of development often struggled to integrate their
new knowledge. To fully capitalise on the bene-
fits of EYP trainings, stronger national and local
structures are needed. Therefore, we recommend
fostering better alignment between training op-
portunities and the development of youth work
structures across Europe, for example, by sys-
tematically integrating the training sector into the
Bonn process.

.
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