
 

Summary: Ten priorities for supporting people on the way to and in employment 

June 2016 

 

If we are to achieve a significant and lasting reduction in unemployment, we must speed up job 

creation. However, support can also be beneficial. By facilitating job matching, it can have a positive 

effect both on the numbers of people concerned who get back into employment and on the overall 

functioning of the labour market. 

 So it is important that the support provided for job hunting and managing career paths is 

appropriate and of good quality. With this in mind, the Council has identified ten priorities to serve as 

guidelines for supporting people towards and in high-quality work. These priorities form a coherent 

whole. None of them should take priority either in terms of recognition or implementation.  

1- The working population should be made more aware of the issues associated with managing 

their career path 

In a rapidly changing labour market, keeping their skills up to date and ensuring continued 

employability is becoming a key issue for working people. However, some of them, particularly the 

most vulnerable, are still not aware of this. The importance of anticipating the future is too often 

overlooked, in spite of the development of tools such as employment and skills planning, the 

personal review or professional development advice. 

 It is not enough to simply put new schemes in place:  authorities, businesses and institutions 

involved in the labour market have a shared responsibility to make working people much more 

aware of these issues. Trade unions and employers’ organisations could also play a part in this. 

Awareness-raising activities should be introduced as soon as possible, right from the start of people’s 

working lives, and should dovetail with the initial careers guidance system. This is one of the 

prerequisites for safeguarding career paths.  

It is also important to get a clearer picture of why, as has been shown in studies, there is a poor 

uptake of support among those who probably need it most. Studies designed to increase our 

understanding of the underlying reasons for this might enable us to develop targeted responses. 

 Finally, we need to make something very clear: it is not always necessary to undergo training to 

make positive progress. The results of evaluations of those circumstances in which training is useful 

should be shared more widely and extended to everyone. 

 



2- Support provision must meet the needs and aspirations of the people concerned  

The aim of support is both to inform, encourage and guide people and help them to become more 

independent and capable of managing their future career path. This should be done by taking into 

account their aspirations, any difficulties which they might have to contend with and the needs of 

the labour market.  

Working people, whether currently in employment or not, do not all need support and they certainly 

do not need constant support.  

What matters is that the authorities, businesses, social partners and institutions involved in the 

labour market put in place and publicise the tools and support services available, for all people at all 

times.   

It is also important that they can approach vulnerable people in the labour market and offer them, 

directly and without delay, a support package which is targeted to their needs. 

3- The support should be based on in-depth and detailed knowledge of the labour market and its 

growth prospects and on an objective assessment of the person’s skills and abilities  

Difficulty in situating themselves on the labour market can constitute an obstacle which prevents 

people from getting back into work.  

These perceptual discrepancies can result in badly organised job hunting which fails to target 

appropriate sectors, jobs and salaries and, consequently, render it less effective. When their efforts 

are unsuccessful, people can fall prey to disillusionment, and even discouragement, and this reduces 

their chances of finding a job.  

If it is to lead to the definition and implementation of an effective job-hunting strategy, the support 

should include a thorough assessment of individual qualifications and skills (including informal ones) 

and produce a clear picture of all the characteristics of the local labour market (jobs available, skills 

expected by employers, growth prospects of different sectors and occupations, and the tools which 

are available for careers guidance, support and training).  

This could result in the confirmation or revision of the career plan or in the discovery of employment 

opportunities which had initially not been envisaged. This should be achieved by starting from the 

person’s requirements, and not from the (necessarily limited) range of tools and schemes specific to 

each support structure.  

An approach of this kind is worthwhile, not only where the support on offer to job seekers is 

concerned, but also when it comes to supporting those already in work in planning their career 

development.  

4- The support available should be more widely known and clearer 

 The support services on offer are abundant and diverse in terms of both the providers and schemes 

available. There are, nonetheless, two areas of weakness.  

Firstly, they are still not widely known, with workers and job seekers (and, in some cases, even 

certain professional support providers) unaware of the schemes which could help them. The newly 



developed professional development guidance is important in this respect. It is a potentially 

powerful lever for managing career paths, but it is still little-known among potential beneficiaries.  

Secondly, they are still rather unclear. In this respect, paradoxically, the likelihood of “too much 

support”, allied to the complex architecture of our support system, can, in some cases, deter people 

from accessing support services. 

 If we are to remedy this situation, we must first improve information and communication relating to 

support services. General information campaigns must publicise the main tools available to working 

people. In the case of employees, stakeholders within the company (in the first instance, the 

employer and trade unions) also have a part to play in delivering information.  

Next, the concept of a “unique reference point” must be developed further: the support service 

provider should make the system clearer rather than expecting the person receiving support to 

struggle with its complexity.  

In both cases, the need for better synergy between all those involved in delivering support, 

particularly where information sharing is concerned, is the prerequisite for successfully improving the 

clarity of support provision.  

5- Support strategies, which are still largely based on approaches centred on employment status or 

service, must take better account of working people’s career paths and aspirations.  

Although one of the main trends in recent years has been to seek to offer more personalised 

services, the support delivered is still largely based on rationales in which employment status and 

services offered predominate. Depending on the working person’s position in the labour market (job 

seeker or employee), as well as their age (young people under the age of 25, for example), their 

status (managerial or not), their individual circumstances (disabled person, income support recipient, 

redundant, employee in a large or small business), support methods differ in terms of the benchmark 

operator or the services offered.  

This statutory approach is obviously of interest because it aims to ensure greater specialisation 

where the operator is concerned or to provide approaches which are suited to some of the person’s 

characteristics and relevant where his/her position in the labour market is concerned.  

But it has now become less effective and can even result in people missing out on opportunities. Built 

around a multi-layered structure of operators and services, it fails to take proper account of certain 

major developments, namely greater blurring of statuses (such as salaried pluriactivity/self-

employment or the emergence of new types of work which straddle employment and self-

employment), more frequent transitions between employment and self-employment, to-ing and fro-

ing between statuses, and the more erratic nature of career paths (this is particularly the case for 

people who are underemployed or those who have periods of unemployment interspersed with 

short-term contracts).  

In this context, the issue of the strategic management of support services is key. It involves 

prioritising the continued development of partnership strategies between operators. The 

normalisation of partnership agreements clarifying the area of focus of each and defining methods of 

collaboration, as well as their effective roll-out at regional level, must be the first step. This will 



enable the specification of the conditions of access for different categories of people (so as to avoid 

both “duplications” and “people falling through the net” and to ensure the continuity of career 

paths), arrangements for specifying schemes and information sharing.  

6- The professionalisation of the support service must continue 

 Only recently has support become one of the central issues in employment and career management 

policies. This goes some way towards explaining why the professionalisation of the service, even 

though it is improving, still remains somewhat heterogeneous: skills frameworks which are still 

disparate and which do not pay sufficient attention to detailed knowledge of the labour market, 

certified training courses which are still in preparation, operators (mainly the smallest ones and the 

longest established) sometimes unclear about the “labour market” skills which need to be harnessed 

to ensure good quality support. 

 Good quality support is a basic requirement. Without it, in the event of inaccurate assessment, 

people could be steered towards a project which is out of touch with the labour market, or find 

themselves using inappropriate tools, the consequences of which can be serious: missed 

opportunities, delay in securing a job, insecurity regarding long-term integration, discouragement.  

Of course, most institutions or organisations have engaged in reflection and have taken action to 

improve things, and this has resulted, among other things, in greater importance being accorded to 

continuing education and a tendency to develop quality protocols through labelling and certification 

processes. 

 This professionalisation of the support service must continue and be stepped up, as the 

effectiveness of the support depends to a large extent on the skill of the person providing it. It must 

combine a number of dimensions:   

encouraging the development of certification and labelling protocols (with external auditing and 

validation by a certification body) in the support sector:   

ensuring that advisors, through their professional qualifications, experience, or continuing training, 

actually possess the essential skills required to deliver their support service effectively, especially in 

terms of knowledge of the labour market, relationships with businesses, interpersonal skills;  

 investing in CPD for counsellors and the modernisation of the tools available to them (digital tools 

for providing labour market intelligence and managing the relationship with the person receiving 

support, as well as tools to enable collaborative work between professionals). 

 7- The consequences of digital transformation must be better integrated into the support provided  

Digital transformation has had a profound effect on the delivery of support services.                     In its 

report published in March 2015, the Conseil d’orientation pour l’emploi showed how it is bringing 

about fundamental changes to the way the labour market works. This is equally true in the case of 

support services.  

Digital technology obviously opens up new opportunities for the people themselves, since it can be 

an important lever for empowerment. It also offers significant potential for operators because it is an 



effective way of making efficiency gains. The leading public and private operators have begun to 

embrace it but still in a somewhat patchy manner. 

These opportunities - which apply to both the people concerned and the operators - are of three 

types.  

Firstly, the Internet and digital tools enable access to, and the transmission of, more detailed, more 

regionalised and more up-to-date knowledge of the labour market: job offers, recruitment prospects, 

matching of skills and training to the needs of the market, etc.  

They also offer new tools: these include the 100% web-based support service trialled by the 

Employment Agency for those job seekers who are most likely to find work, or the new applications 

designed to enable people to assess themselves or use interactive activities to prepare for an 

interview.  

Finally, they equip professionals with effective tools which can help them in their work (assessment 

tool, tool for managing the support relationship, etc.)  

These significant opportunities should not mask a number of issues which also have to be addressed.  

The first involves access to and ability to use digital tools. The issue here is not just ensuring effective 

access to the Internet, which could still be improved by, for example, making better use of Public 

digital spaces. There is also the problem of insufficient ability to use digital tools for general 

purposes, and more particularly, as part of a professional integration strategy. This could, however, 

be remedied with the development of more user-friendly and, therefore, more accessible and more 

manageable tools. So it is important that the assessment carried out at the start of the support 

service identifies cases of “digital illiteracy”.  

The second issue is that of ensuring that professionals take real ownership of this digital technology. 

It is, therefore, important that professional support providers are directly involved in the process of 

developing and improving these tools.  

The final issue involves the sharing of information and transparency. The inter-organisational transfer 

of information relating to the labour market, or to those receiving support, is now better established, 

particularly within the public employment service. But there is still some compartmentalisation, not 

only where management of databases is concerned, but also when it comes to sharing the files of 

those who are receiving support, since they may move from one operator to another during their 

career. It is also important to ensure that the information and tools made available to people are of 

good quality. This means ensuring the transparency and quality of data and algorithms used in 

developing web tools and support-related mobile applications for working people.  

In its March 2015 report on the impact of the Internet on the functioning of the labour market, the 

Conseil d’orientation pour l’emploi put forward suggestions to this effect and hopes to see them 

implemented. 

 

 



 8- Support service practices must take better account of findings from academic evaluation work 

and feedback 

 Findings from academic evaluation work and feedback on the support service practices implemented 

must be given greater consideration, and this must be done, of course, in the context of limited 

financial resources. These findings and feedback are now enabling the development of some suitably 

robust instruction (particularly where the provision of job seeker support is concerned) which can 

lead to a better allocation of resources between support and other employment policies and 

increase the effectiveness of support service practices.  

Firstly, existing work all tends to highlight the positive effects which support strategies for the 

unemployed can have on their return to work. Furthermore, policies of this type tend to be cheaper 

than active training or employment subsidy policies and have the advantage of being relatively 

flexible and customisable to respond to changes in the economic climate.  

However, the fact remains that the effectiveness of the support (and its efficiency) can vary 

depending on the methods used to deliver it and the people concerned. Although there is no one 

single model for effective support, we can highlight certain conditions which might serve to increase 

its effectiveness:  

 make early assessment a priority, so as to guide the job seeker, as soon as possible, towards the 

level of support or activation scheme which best suits his/her circumstances. In doing so, care should 

be taken to avoid using the training tool, which is not necessarily the most appropriate tool in every 

case;   

ensure that a suitable level of follow-up and support is maintained, by employing all channels 

available (face-to-face meetings, follow-up by telephone, by email or by instant messaging) and 

methods (individual or group discussions, implementation of measures, participation in workshops, 
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support offered by civil society organisations...). Some form of contact should always be maintained, 

even for those who are a priori most independent;  

prioritise “non-sequential” support for those with the fewest prospects of finding work: experience 

shows that the long-prevalent model designed to address, first and foremost, “peripheral barriers” to 

employment (health-related difficulties, problems involving housing, transport, the family, 

finances...) is not always appropriate for those least likely to gain employment and that, in many 

cases, we should launch professional support in parallel instead, and perhaps encourage periods of 

on-the-job training The support should be comprehensive, for vulnerable individuals and other 

people, and should include detailed coverage of possible peripheral barriers to employment;   

continue to support the most vulnerable after their return to work, as that can be done, for example, 

in work integration programmes or to enable the integration of people with disabilities, or as 

suggested by structures which support business creation. This can sometimes necessitate extending 

the scope of the support from the person to the host company;  

 for all support schemes, strike a balance between support, on the one hand, and realistic controls 

and sanctions, on the other. Although these last two aspects are effective in enabling people to get 



back into work, they can also - if they are not in the correct proportion or are poorly designed - have 

a negative impact on the quality of jobs found and on the well-being of the people concerned.  

 

9- Social experimentation must be encouraged  

Support for people on the way to and in employment is still a relatively recent concept, making it 

fertile ground for social innovation. 

 The social experimentation approach has, in fact, already been well integrated by support service 

stakeholders including the public employment service and other support service actors, particularly 

those from the voluntary sector.  

It enables the most widespread practices to be developed so as to find solutions for unmet needs or 

respond more quickly to any needs which arise. It should be continued and extended. 

 However, the development of both effective and interchangeable support techniques depends on 

two prerequisites: a broad scope and a clear framework.  

The first prerequisite relates to innovation stakeholders. It is important to recommend that such 

experiments have the broadest possible scope, which means that they must be conducted by both 

stakeholders from the public employment service and all other support service stakeholders 

(associations, businesses, foundations, civil society organisations...). Support from public authorities 

for spin-offs from those initiatives which yield positive results serves as another important lever for 

increasing support provision in a context in which needs are not always met.  

The second prerequisite relates to the context of innovations. Here, two experimentation procedures 

exist: experiments initiated by employment policy stakeholders, which are conducted in accordance 

with strict guidelines to “trial a model” developed ex ante, and experiments which allow some 

leeway where the content of the support is concerned but which are results-driven. These must all 

be evaluated.  

Furthermore, a national call for projects could be organised each year to encourage the development 

of new initiatives and regulate their progress and evaluation.  

10- The culture of evaluation and performance monitoring must become the norm  

Finally, the need to ensure that the different types of support provided meet the objectives set for 

them and to constantly seek ways to improve, is a key issue.  

The development of this evaluation culture depends on four requirements. 

 The first of these involves measuring the satisfaction of those who receive support. Counsellors must 

receive the feedback from these surveys.  

Secondly, effective follow-up and evaluation procedures have to be put in place. This means that 

results-based management plays a central role in an employment policy. This depends on the 

selection of performance indicators which are relevant and coherent with the desired objectives (one 

requirement for this being that the objectives themselves should be clearly defined). 



 The third requirement is that of transparency. The results must be publicised as widely as possible. 

This is still not always the case, despite the significant progress which has been observed in recent 

years. 

The final requirement relates to academic evaluation. In spite of the volume of microeconometric 

evaluation work conducted recently in France and in other countries, the ‘black box’ of support 

provision still remains largely unexplored. This is particularly the case when it comes to analysing the 

overall effectiveness of strategies, since there are still too few cost-benefit analyses which might 

enable us to ascertain the effectiveness of support policies. 
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