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In today’s competitive job market, standing out is not merely an advantage, it is a
necessity. For young people embarking on their professional journeys, the ability to present
their skills, experiences, and aspirations effectively can mean the difference between

securing a dream job or being overlooked.

This guidebook is designed to be your compass for navigating the modern
employment landscape. It addresses the necessity of communicating your skills,

experiences, and ambitions in a way that captures attention and sets you apart.

More than just a collection of tips, this guide serves as a toolkit for confidence. Its
strategies are crafted to help you present your best self, whether you are drafting your first
CV or preparing for a high-stakes interview. It emphasises that every job application is an

opportunity to refine and share your professional story.
Why this guide matters:

The job application process is more than a formality; it is a storytelling exercise. Your
CV is your professional narrative: a concise showcase of your achievements, skills, and
potential. Paired with a motivation letter, it becomes a dynamic duo that highlights not only

what you have accomplished, but also who you are and why you are the ideal candidate.
What you'll discover inside:

Mastering the CV

Writing a motivation letter that resonates
Acing the interview

Thriving in the workplace

Final thoughts

This guidebook is more than a manual of techniques — it is a toolkit for confidence.
Whether you are drafting your first CV or preparing for a high-stakes interview, the
strategies presented here are designed to help you showcase your best self. Remember,

every application is an opportunity to refine your professional story. .



The guide is structured into three core parts to help young people navigate the job

market and effectively present their capabilities:

1. Job Application Preparation: This section offers essential advice on how to

prepare for a job opening.

CV Creation: It teaches how to structure your CV for clarity and impact, focusing on
achievements rather than just duties. The guide emphasizes tailoring content with keywords
and action verbs (e.g., “developed,” “led,” “achieved”) to optimize for Applicant Tracking
Systems (ATS), given that recruiters spend an average of only 6-8 seconds on an initial
scan. Key components include contact information, a professional summary of 3-4
sentences highlighting core competencies, a balanced mix of hard and soft skills, and

quantifiable work achievements using the CAR (Challenge-Action-Result) model.

Motivation Letter Writing: This part guides users on crafting personalized letters that
complement their CVs, expressing genuine interest in the role and aligning with the
organization’s values. An effective motivation letter should begin with a strong hook and
follow a clear business-letter format, with studies showing that personalization, storytelling,
and quantifiable achievements can increase interview callbacks by over 50%. The CAR

framework is also recommended for structuring specific examples.

Interview Skills: The guide prepares individuals for various interview types by
understanding their purpose, which is to assess qualifications, interpersonal skills, and
cultural fit. It highlights the importance of thorough company research and practicing
answers, especially behavioural questions using the STAR method (Situation, Task, Action,
Result). Non-verbal communication, such as eye contact and posture, is also emphasized,

along with the importance of sending a thank-you note.

2. Soft Skills Improvement: This section delves into learning and cultivating soft
skills, which are crucial for employability and professional success. These human-centric
abilities, such as analytical thinking, creativity, adaptability, communication, collaboration,
and emotional intelligence, are increasingly valued by employers, with 77% of EU
employers considering them equally or more important than technical qualifications. The
guide acknowledges that young people from Generation Z often face challenges with

effective communication and collaborative problem-solving despite their digital fluency.



3. Digital Skills and Al Utilization: This part covers essential digital skills for the work
environment and introduces the capabilities of Al. It emphasizes that Al literacy goes
beyond simply using tools; it involves understanding how Al works, its societal impact, and
how to use Al-driven tools responsibly. While Generation Z is highly digitally fluent, the
guide distinguishes between passive digital consumption and active digital creation and Al
engagement, advocating for intentional, skill-driven interactions with Al for tasks like writing
or data analysis. It also addresses ethical concerns related to Al, such as algorithmic bias,

data privacy, and the impact of automation on employment.

The guidebook's content is informed by data analysis concerning employer needs
and youth skill gaps in both Greece and Latvia, ensuring its relevance to current labour
market demands. It aims to support young people, youth workers, and organizations in

fostering youth employment.

Let us begin this journey together. Your future starts now!



The curriculum vitae (CV) has evolved significantly from its initial form during the
Renaissance to its current digital iteration. This section outlines the key components of the
skills, education and experience that are essential for success in today's world, and
provides guidance on how to enhance these competencies. The CV's unique relevance
within the European Union is a key focus, exploring the standardised Europass format,
significant cultural variations across member states, and the major implications of the
General Data Protection Regulation (GDPR) on data processing. The objective is to provide
young people, including those without work experience, with the tools they need to

understand the challenges of finding a job in Europe.
The Curriculum Vitae as a Gateway to Opportunity

The curriculum vitae is widely regarded as one of the most significant documents in
a professional's career. Securing interviews is an essential step in advancing one's career.
It is imperative to acknowledge that this is not merely a compilation of achievements; it is a
method of demonstrating to prospective employers why the candidate is a suitable

contender for the role.

A CV is a document that showcases a person's qualifications for a specific role. Its
primary objective is to provide more than just information. The objective is to present the
employer in the most favourable manner and to convince them that the applicant is a
suitable candidate for the position, thus encouraging them to extend an invitation for an
interview. This document is designed to assist candidates in differentiating themselves in a
competitive field. A CV differs from a resume in that it provides a comprehensive record of
an individual's educational and professional background. It is most useful in fields such as

academia, medical sciences, law and research-related careers.

It has been determined that recruiters spend an average of six to eight seconds
carrying out an initial scan. (Glassdoor). The employment of clear headings and bolding is
recommended in order to draw the reader's attention to the most significant information.
This demonstrates the importance of ensuring that one's CV is concise, clear, and creates a
strong initial impression. At this stage, the primary function of the document is not to

persuade the recruiter of the candidate's suitability for the position, but rather to prevent an

7


https://www.glassdoor.com/blog/scanning-resumes/?utm_source=chatgpt.com

undue hasty dismissal of the candidate. In a high-volume application environment, the CV
functions as a rapid filtration mechanism. It is imperative that the process of scanning is
efficient and that the identification of keywords is expeditious, to successfully pass the initial
screening. Following a positive experience, individuals will seek out more profound content

to substantiate their initial findings.

The conventional understanding of a CV is that it is a "comprehensive" or "full
record" of an individual's professional journey. However, the concept of what this means
has evolved. It is not necessary to include every detail; rather, the focus should be on
including all the information that is deemed to be important for the role for which one is
applying. This necessitates a discerning approach to communication, prioritising the
articulation of salient points. This approach represents a more sophisticated method of
understanding and meeting the needs of recruiters. It is evident that the document
undergoes a transformation from a purely archival record into a dynamic, audience-centric

marketing tool.
The Historical Evolution of the Curriculum Vitae

The curriculum vitae (CV) is a ubiquitous tool in today's job market, with a long
history that demonstrates how society, the economy, and technology have transformed the

way people present their professional competencies.

The first documented instance of the systematic presentation of skills occurred
during the Renaissance period. This was a period of significant growth and development in

the realms of the arts, sciences and intellectual pursuits (myPerfectCV). In 1482, Leonardo

Da Vinci, in his quest for work, penned a letter to the Duke of Milan, meticulously outlining
his diverse skills in engineering, sculpture, and bridge-building. This letter is widely

acknowledged as the first official CV on record (Clayton Legal). Da Vinci didn't get the job,

but his new way of doing things set a standard for how things would be done in the future.

It is noteworthy that this genre of document gained prominence during the
Renaissance, a period characterised by societal transformation and an increased focus on
specialised skills among the populace. Historically, societal roles were often determined by
factors such as familial background or professional occupation. However, during the
Renaissance period, there was a shift in perspective, with individuals beginning to

recognise the significance of diverse competencies. Da Vinci recognised the necessity to
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demonstrate to his patron that his expertise encompassed a wide range of disciplines,
rather than being confined to a single field of study. This indicates an evolution in the job
market towards greater flexibility, where individuals could leverage their skills to secure
employment. This significant transition from a status bestowed to one earned entailed a
necessity for individuals to possess personal documentation that substantiated their

qualifications.

Even prior to the receipt of Da Vinci's letter, individuals had been maintaining records
of their work in sketchbooks and portfolios during the Middle Ages. A notable illustration of
this phenomenon is provided by Villard de Honnecourt's compendium of architectural
drawings and mechanical designs dating back to the 13th century. These designs illustrate
the capabilities of artists at that time. The term "curriculum vitae", which translates as
"course of life", was first used in the 16th century. Historically, CVs were frequently
comprehensive life summaries that demonstrated individuals' personal histories,
accomplishments, and objectives. This was due to the prevailing societal expectation of
demonstrating autonomy and self-sufficiency. Despite the evolution of circumstances, with
patrons no longer being a primary source of income, the fundamental objective of the CV
remains largely unaltered. This medium continues to serve as a means for individuals to
demonstrate their capabilities to those in positions of authority. This demonstrates that the
curriculum vitae remains a pivotal conduit between an individual's competencies and the

requisites of an organisation.
Modernization

In the early 20th century, the majority of individuals seeking employment were
required to advertise their availability in newspapers. Historically, individuals seeking
employment would transcribe their CVs manually. These CVs frequently comprised a
plethora of personal details, including age, height, weight, and marital status. This practice
differs significantly from contemporary norms observed in numerous Western countries,
including the United States and the United Kingdom. In these countries, legislative
frameworks that proactively prohibit discrimination ensure that individuals are not compelled
to disclose such information (Enhancv). This change is indicative of a significant shift in
societal attitudes. Historically, CVs sought to provide a comprehensive personal profile,

albeit with the potential to be a source of irritation. In contemporary contexts, recruitment


https://enhancv.com/blog/international-resume/

practices seek to evaluate individuals based on their competencies and aptitudes, striving
for a principles of fairness. The legal framework and social attitudes concerning
discrimination have undergone significant changes, which has had a direct impact on the
content deemed acceptable in a CV. This demonstrates that the "ideal" CV is not fixed, but

rather evolves to reflect the most significant cultural values and legal rules in a given region.

In the mid-20th century, employers began to request specific information from
prospective employees, including details pertaining to their education, professional
experience, and academic publications. This marked the commencement of a novel era
characterised by standardisation (myPerfectCV). Concurrently, a significant technological
advancement was underway. The transition from manual to typewritten documentation
represented a significant development in the history of communication. This transition was
not exclusively attributable to technological advancements; it was also propelled by the
mounting demand for professionalism, clarity, and efficiency in the hiring process.
Consequently, the necessity for job applications to be more consistent and formal was
established. By the 1960s, it had become increasingly common for individuals to include
hobbies and interests when seeking employment, with the intention of demonstrating
additional facets of their personality (Clayton Legal). This tendency may appear casual, but
it signifies an inaugural endeavour to evaluate 'cultural fit'. This suggests that there is an
awareness of the significance of personality and soft skills in achieving success in the
workplace. This change indicates an evolution in the recruitment practices of companies,
suggesting a greater degree of professionalism in the hiring process. The sequence of
events commences with informal introductions, followed by progression to more formal

assessments.
The Digital Transformation

The advent of the Internet in the 1990s precipitated a paradigm shift in the manner in
which individuals seek employment. This development subsequently gave rise to online
employment platforms such as Monster.com. These platforms facilitated the online
application process and provided a medium for connecting with potential employers,
thereby streamlining the recruitment process. During the early years of the 21st century, the
format of CVs transitioned to a digital medium. This development facilitated the process of

document sharing and updating, as well as the expedited application for employment
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opportunities. (myPerfectCV).

This shift transformed the CV from a static, one-time application document into a

dynamic "living document" (myPerfectResume). This implies a continuous requirement for

updating and refining one's professional profile, aligning with the broader concept of

continuous learning and professional development (Cornerstone OnDemand). Digital

platforms facilitate real-time updates and enhanced visibility. This approach encourages
individuals to cultivate a consistent professional image, ensuring that their online presence
is always up to date, rather than merely preparing a document for a single application. This
suggests that career management has become a continuous and public endeavour. The

information was previously classified but is now in the public domain.

The 2010s further advanced this digital integration with the development of social

media and professional platforms like LinkedIn (myPerfectCV). These platforms have
encouraged job seekers to become more proactive in cultivating their personal brand and
online presence, recognizing the growing importance of networking and showcasing skills

beyond the confines of a traditional CV (Clayton Legal). However, this increased digital

accessibility gives rise to a problematic scenario. This development has the dual effect of
facilitating the submission and review process for both candidates and employers, whilst
concomitantly resulting in a substantial increase in the volume of applications received. This
increased level of competition has resulted in a reduction of time available to recruiters to
evaluate each application. Consequently, companies are required to implement more
sophisticated strategies, such as Applicant Tracking System (ATS) optimization. It is curious
to note that the technology designed to facilitate the application process has the unintended
consequence of increasing competitiveness. It is imperative that individuals devise more
effective strategies, such as adapting keywords and ensuring that content is succinct, in

order to circumvent both automatic and human filters.
Key Components of an Effective CV

In the context of today's highly competitive employment market, it is imperative that a
contemporary CV is meticulously designed to capture the attention of potential employers,
optimise for automated systems, and succinctly articulate the candidate's unique value

proposition.

A well-structured CV remains the primary means of gaining access to interview
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opportunities. The essential components of the aforementioned text are designed to provide

a concise yet compelling overview of the candidate's qualifications:

e Contact Information and Header: This section must include the full name, a
professional email address, phone number, and a concise link to an online portfolio if
needed. It is crucial to ensure these details are not misplaced or overly stylized, as

this can lead to errors when parsed by Applicant Tracking Systems (ATS).

o Professional Summary: A brief, impactful summary of 3-4 sentences should highlight
core competencies and unique value propositions. Tailoring this section to the
specific target role can significantly increase interview chances, by up to 61%. This
section's strategic importance lies in its ability to quickly convey fit and value during
the initial rapid scan, effectively serving as a critical gatekeeper in the modern
screening process. It functions as a highly condensed, persuasive argument for

candidacy before a recruiter delves into detailed experience.

o Core Competencies/Skills: A bulleted list showcasing a balanced mix of hard and
soft skills is vital. Hiring managers frequently scan this section first, with 41%
prioritizing it.

o Work Experience: Positions should be listed in reverse chronological order. The
content must focus on quantifiable achievements, as resumes that include metrics
are 40% more likely to capture attention. For each role, 3-5 bullet points are
recommended, each following the CAR (Challenge-Action-Result) model. The
emphasis on quantifiable achievements signifies a shift from merely listing
responsibilities to demonstrating tangible value. Employers are increasingly
outcome-focused, and metrics provide concrete evidence of impact. This
necessitates that job seekers adopt a "business results" mindset, translating their
daily tasks into contributions that align with organizational goals and demonstrate a

commitment to delivering high-quality work.

o Education: Includes the institution, degree obtained, and graduation year. For recent
graduates, this section should be placed above work experience; otherwise, it should

appear below.
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o Additional Sections: Optional sections such as certifications, languages, or volunteer
work should only be included if they are directly relevant to the job. Overloading a
CV with irrelevant information can detract from key accomplishments and dilute the

overall message.
Research-Backed Best Practices for CV Optimization

Effective CV optimization hinges on understanding recruiter behaviour and

technological screening processes:

o Recruiter Scan Time: Recruiters typically spend a very brief period, an average of
6-8 seconds, on an initial scan of a CV. To effectively capture their attention within
this narrow window, it is imperative to use clear headings and bolding to highlight

critical information and guide the eye to the most relevant sections.

o Tailoring and ATS Optimization: A significant proportion of hiring managers, 61%,
dismiss resumes that are not tailored to the specific role. To optimize a CV for
Applicant Tracking Systems (ATS) and human review, it is crucial to incorporate
exact keywords from the job description and utilize a clean, ATS-friendly format. The
data reveals dual requirements: ATS-friendliness and human readability. This
suggests a two-stage screening process where an ATS-optimized CV might pass the
initial digital filter, but if it lacks clarity and proper formatting for human eyes, it will
likely be rejected in the subsequent stage. The prevalence of ATS has compelled
candidates to adapt to machine-readable formats, yet human decision-makers still
require aesthetically pleasing and easily digestible information. Thus, CV creation
presents a hybrid challenge, demanding both technical compliance and persuasive

human-centric design.

o Formatting and Readability: The maijority of recruiters (83%) prefer well-formatted
resumes, while 68% reject poorly formatted ones. To ensure optimal readability and
professional presentation, font sizes should be maintained between 10-12 pt, bullet
styles must be consistent, and the CV should ideally be limited to a maximum of two
pages. Despite the comprehensive nature often associated with a CV, the emphasis
on a two-page limit and avoiding "overloading" the document suggests a strategic
prioritization of information. This is a direct consequence of the limited recruiter scan

time. Effective communication in a high-information environment necessitates
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extreme conciseness and strategic emphasis. Every word and section on a CV must
be rigorously evaluated for its contribution to the core message and its ability to

quickly capture attention, rather than merely serving as a full chronological record.

o Emphasizing Quantifiable Achievements: A high percentage of hiring managers,
75%, actively seek measurable results when reviewing CVs. Whenever possible,
candidates should include specific percentages, dollar figures, or timeframes to
quantify their accomplishments and demonstrate tangible impact. This practice
clearly shows a candidate's ability to take ownership of their work, deliver

high-quality output, and contribute reliably to organizational goals (ProofHub).
The Europass CV

The European Union offers a distinctive context for CVs, marked by standardisation,

varied cultural expectations, and rigorous data protection policies.

The European Union developed the Europass CV as an initiative to standardise the
information presented in job applications across member states, with the theoretical aim of
placing all applicants on an equal footing. The tool is available to users at no cost and is
designed to assist individuals in the creation of a document that outlines their contact
information, professional experience, educational background, and skillset. The primary
objective is to establish a uniform format that is readily comprehensible to employers

throughout various European nations (TopResume & Enhancv).

GDPR Compliance: Data Collection, Consent, Transparency, and

Candidate Rights in Recruitment

The General Data Protection Regulation (GDPR) is a comprehensive law that
dictates how personal data is collected, used, and shared for individuals within the
European Union and the European Economic Area (EEA), regardless of where the

company is based (StaffingPartner). For recruiters, this means they must have a "legitimate

interest" to process candidate data, implying that only job-related information should be
collected, and there must be an intention to contact sourced candidates within 30 days
(Workable).

Explicit consent is a prerequisite for processing sensitive data, such as information

related to disability, genetic features, or biometric data (Workable). Companies are
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mandated to be transparent about their data processing activities, providing clear privacy
policies that are readily accessible to candidates. Furthermore, candidates possess specific
rights under GDPR, including the "right to be forgotten" (to have their data deleted) and the
"right to access" and "rectify" their data. Personal data should not be retained "longer than

is necessary" for the purposes for which it was collected (StaffingPartner). This legal

framework significantly impacts recruitment by shifting the burden of proof to employers to
justify data collection and processing, thereby safeguarding candidate privacy. Candidates

should be aware of these rights and the transparency expected from potential employers.

The General Data Protection Regulation (GDPR) is a law that was introduced by the
European Union in 2016. The legislation stipulates that companies and organisations must
adopt a more transparent approach with regard to the manner in which they store
individuals' personal data, and they must do so in a manner that is consistent with the
requisite standards of safety. Upon submission of a CV, the personal data of the applicant is
disseminated. Consequently, organisations are beholden to specific obligations under the
GDPR with regard to the manner in which they manage this information (CVwizard &
Workable).

Definition of Personal Data: GDPR broadly defines 'personal data' as any information
relating to an identifiable individual. This encompasses details that could personally identify
a person, such as full name, address, contact details, date of birth, or a personal

photograph.

Company Accountability: Under GDPR, companies are held strictly accountable for
the personal data they request, collect, process, and store from individuals. This mandates

that organizations exercise heightened care with any personal data provided to them.

Legal Restrictions on Data Handling: GDPR imposes specific demands and legal
restrictions on how companies can store, use, and share personal data. These
responsibilities extend across the entire data lifecycle, including collection, structuring,

organization, use, storage, sharing, disclosure, erasure, and destruction of this data.

Purpose Limitation: The collection and processing of personal data must serve a
clear, specified, explicit, and legitimate purpose, while respecting individual rights. In the
context of a CV, this means employers are permitted to process the document specifically

for recruitment activities. Companies are generally allowed to source candidate data if they
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collect only job-related information and intend to contact sourced candidates within 30 days.
Simply building a talent database for future, unspecified needs is not permissible under
GDPR.

Transparency and Privacy Notices: Data processing must be transparent, and
individuals possess the right to access their personal data and understand how a company
is utilizing it. Employers are obligated to provide applicants with a privacy notice that
explains their CV handling practices, outlining the legal basis for storing personal data and
offering the opportunity to withdraw consent if desired. This policy should detail the
organization's name and contact, the recruitment-only purpose of data use, types of data
collected, who it will be shared with, data sources, storage locations (especially if outside

EU), retention period criteria, and candidates' rights.

Legal Bases for Processing: Companies must adhere to at least one of six legal

bases for processing personal data, which should be identified in their privacy notice.

e Explicit Consent: The most common valid reason for a company to hold a CV
is the explicit consent of the applicant. Submitting a CV voluntarily for a job

application or speculative inquiry generally constitutes this consent.

o legitimate Interest: Another primary basis is 'legitimate interest,” where an
employer processes personal data for reasons that are reasonably acceptable

and for which there is a valid justification.

Prohibition of Sensitive Data Processing: Employers are generally prohibited from
processing sensitive, or 'special category,' data. This includes data related to protected
characteristics that could lead to discrimination, such as information on gender, age,
ethnicity, religion, political beliefs, health, disabilities, or a personal photo on a CV. This
prohibition aligns with the cultural considerations in some EU countries that discourage
photos on CVs to minimize bias. Consent is specifically required for sensitive data like

disability information or data for EEO surveys.

Data Retention and Deletion: Companies are permitted to retain CVs only for the
duration necessary for their use, which for most recruitment processes, means as long as
the process is ongoing. To retain a CV beyond this period, a 'legitimate interest' or a valid

reason must be established. Candidates also possess the "right to be forgotten," allowing
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them to request the deletion or cessation of processing of their personal data. Companies
must comply with such requests within one month. They also have the right to access their

data and request corrections.

Reporting Breaches: Non-compliance with GDPR regulations or failure to report any
data breaches to the relevant authorities within a strict 72-hour timeframe can result in

substantial fines.

The overarching objective of the GDPR is to instil a greater sense of confidence in
individuals regarding the appropriate handling and storage of their personal data included in
CVs. It is asserted that data users must be transparent about the manner in which they
utilise individuals' data, thereby conferring upon them a substantial degree of autonomy

over their personal data.
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Table 1: GDPR Implications for CV Data Processing in the EU

This table summarises the main legal obligations and candidate rights under GDPR

concerning CV data, providing a critical overview for navigating EU recruitment.

Aspect

GDPR Requirement/Implication

Significance for CVs

Personal Data

Broadly defined as any identifiable individual

All information on a CV is personal

Definition information (name, address, photo, DOB). data, subject to GDPR rules.
Company Companies are responsible for data collected, Employers must exercise
Accountability processed, and stored. heightened care with CV data.
Purpose Limitation Data collection must have a clear, specified, CVs can only be processed for job

legitimate purpose (e.g., recruitment).

application purposes; speculative
retention is restricted.

Transparency (Privacy
Notices)

Companies must provide clear privacy policies
to candidates.

Applicants must be informed how
their CV data will be used, stored,
and shared.

Legal Basis for
Processing

Must adhere to one of six bases (e.g., explicit
consent, legitimate interest).

Submission of CV implies consent;
legitimate interest for certain
processing.

Sensitive Data Generally, prohibits processing of 'special Discourages inclusion of photos,

Prohibition category' data (e.g., race, health, photo). marital status, age (unless legally
required for specific roles).

Data Retention & CVs are kept only as long as necessary for the | Candidates have 'right to be

Deletion recruitment process. forgotten' and can request

deletion.

Reporting Breaches

Failure to comply or report breaches within 72
hours results in fines.

Employers face severe penalties
for mishandling CV data.

Candidate Rights

Access, rectification, erasure (right to be
forgotten'), restriction of processing, withdrawal
of consent.

Empowers candidates with control
over their personal data on CVs.
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Navigating the Future of Professional Representation

The curriculum vitae has been an important means of professional self-presentation
since the Renaissance. It has undergone significant changes in response to technological
advancements, shifts in the world of work, and evolving perceptions of fairness and the
utilisation of personal information. The fundamental purpose of a CV, namely to persuade
potential employers to offer a position, remains constant, despite the evolution of its format

and content in response to changing demands.

In a contemporary job market characterised by both global and regional dimensions,
the role of the CV is becoming increasingly complex. It is imperative to acknowledge the
significant pressure that is exerted to facilitate adaptation to the diverse requirements of
different regions. This is due to the existence of both universal best practices and specific
regional requirements. The former include the focus on achievements that can be
measured and the utilisation of automated tools, while the latter encompass cultural norms
for personal details in the EU. Digital platforms have precipitated a paradigm shift in the
manner in which CVs function. These documents are now considered to be living
documents, which necessitate constant updating. This, in turn, serves to exacerbate the
level of competitiveness within the field, necessitating a greater degree of precision and
concision on the part of the individual in order to achieve a notable level of distinction. The
European Union, with its unique Europass initiative and strict GDPR rules, demonstrates
the challenges associated with establishing a standardised yet culturally and legally
divergent environment. It is evident that the Europass is so general in nature, and the
necessity to comply with GDPR is so paramount, that in order to become a competent
professional within the EU, one must be versed in the art of effective recruitment, and

demonstrate a profound comprehension of the law and the expectations of the populace.
Recommendations for Job Seekers

o Prioritize Tailoring and Quantifiable Impact: Always customise your CV for each
specific role by incorporating the exact keywords from the job description. Focus on
quantifiable achievements, using percentages, dollar figures or timeframes to
demonstrate your value and proactive approach to work. This will capture the
attention of recruiters and implicitly showcase qualities such as accountability and a

commitment to achieving high-quality results.
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Optimize for ATS and Human Readability: Make sure that your CV uses a clean,
ATS-friendly format, with clear headings and consistent formatting, and a
professional font size of 10-12 pt to ensure it is readable by humans. Remember

that the CV must pass both automated and human filters.

Research Cultural Norms Diligently: Thoroughly research local cultural expectations
regarding the inclusion of personal details such as photos, age, and marital status
before applying in any EU country. For example, while a photo is generally expected
in Germany, it is generally discouraged in the UK. Adhering to these norms

demonstrates cultural awareness and professionalism.

Understand GDPR Rights: Be aware of your personal data rights under the GDPR.
These include the right to know how data is processed, the right to access and
rectify data, and the 'right to be forgotten' (the right to request the deletion of data). If
a privacy notice is not readily available, consider adding a concise GDPR consent

clause to the CV for peace of mind.
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A well-structured CV remains the gateway to securing interviews, yet recruiters often
make snap judgments. Studies show the average resume review lasts just six to eight
seconds (Glassdoor). Emphasis on work experience (88%), quantifiable achievements
(75%), and tailored content (61%) dramatically increases recruiter engagement (Enhancv);
similarly, 83% of recruiters favour well-formatted resumes, whereas 68% reject poorly
formatted ones (Enhancv). This chapter breaks down essential CV components, best

practices validated by research, and practical tips for optimization.
Key Components of an Effective CV

Contact Information and Header

Include full name, professional email, phone number, and a concise portfolio link if

needed. Misplaced or overly stylized contact details can lead to ATS parsing errors

(TopResume).

Professional Summary

A 3-4 sentence summary should highlight your core competencies and unique value
proposition. Tailoring this section to the target role can increase interview chances by up to
61% (Enhancv).

Core Competencies

Bullet a balanced mix of hard and soft skills. Hiring managers scan this section first
41% of the time (flair.hr).

Work Experience
Structure: List positions in reverse chronological order.

Content: Focus on quantifiable achievements. Resumes with metrics are 40% more

likely to capture attention (priorityplacementsgroup.com).

Depth: Include 3-5 bullet points per role, each following the CAR
(Challenge-Action-Result) model (Vogue & Indeed).

Education

Include institution, degree, and graduation year.
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For recent graduates, place education above work experience; otherwise, below.
Additional Sections

Optional sections — certifications, languages, volunteer work — should only be

included if relevant. Overloading a CV can detract from key accomplishments (LinkedIn).
Suggested Best Practices

Recruiter Scan Time

Recruiters spend an average of 6-8seconds on an initial scan
(priorityplacementsgroup.com). Use clear headings and bolding to draw the eye to critical

information.
Tailoring and ATS Optimization

61% of hiring managers dismiss untailored resumes

(hiring-assets.careerbuilder.com). Incorporate exact keywords from the job description and

use a clean, ATS-friendly format (priorityplacementsgroup.com).
Formatting and Readability

83% of recruiters prefer well-formatted resumes, and 68% reject poorly formatted
ones (Enhancv). Keep font sizes between 10-12 pt, use consistent bullet styles, and limit
the CV to two pages (Glassdoor).

Emphasizing Quantifiable Achievements

75% of hiring managers look for measurable results (Enhancv). Where possible,

include percentages, dollar figures, or timeframes (Business Insider).
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Here are four interactive online tools to help create CVs from A to Z.
1. Europass CV Editor (europass.europa.eu)

Use this European Union—supported tool to build standardized, multilingual CVs

quickly:

e First, create your Europass profile with details like education, work
experience, skills, and certifications.

e Can generate multiple CV versions by selecting sections, choosing from
various templates, and customizing layouts.

e (Vs are downloadable as PDFs, and stored, shared, or reused them from the
Europass library in any of 31 languages.

Best use-case: If you're applying in Europe and need a standardized, widely

recognized CV format with multilingual support.
2. Canva (CV Creator) (Canva)

A visually driven and flexible platform for creating standout resumes:

e Start by choosing from hundreds of designer-made templates, from minimalist
to creative, and customize with drag-and-drop ease.

e Canva's Al tools (Magic Studio/Al Resume Builder) can generate personalized
text and suggest layout improvements to streamline your workflow.

e Design tips abound: use concise formatting, bullet points, clear sections, and
visual elements like infographics to highlight key information.

Best use-case: Ideal for a polished, visually impactful CV — especially useful for

creative or design-conscious applications.
3. ElegantCV.app (elegantcv.app)

Focused, template-based builder with easy customization:

Offers resume templates and pre-written examples to jumpstart your content.
After building, customize layout, reorder sections, toggle photos, and change
themes or colours in the finalize stage.

Supports exporting as PDF or Word directly from your dashboard or editor .
Premium features unlock a growing library of templates and advanced export
options.
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Best use-case: Great for users who want structured templates and customization

without designing from scratch.
4. Adobe Express (formerly Spark) — CV Maker (adobe.com)

A sleek, creative-rich editor with powerful design flexibility:

e Use thousands of templates, Al features, and Adobe Stock assets to create a
polished CV — no design experience required.

e Offers intuitive editing with drag-and-drop, font suggestions, styling tools, and
the ability to duplicate and resize for different formats.

e Build visually clean, professional documents — keep content concise, pay
attention to hierarchy and spacing — and then adjust size for print or web
sharing.

Best use-case: Perfect for creative freedom paired with professional polish and easy

design tools.
Comparison
Tool Strengths When to Use It
E Standardized, multilingual, Applying in Europe or when
uropass . .
structured templates needing translations
Canva Designer templates, Al tools, visual | Want a standout,
customization design-forward resume
ElegantCV Pre-written examples, neat layout Need quick, editor-friendly CVs
control, PDF/Word export with flexible styling
Adobe Creative layout tools, Al styling, rich | Creating a visually appealing
asset library CV with design depth
Express
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ABOUT ME

Add a brief description here
about you, introduce yourself.

EDUCATION

Education level/qualification

Place of education
Year - year

Education level/qualification

Place of education
Year - year

SKILLS
LANGUAGE
» English

+123-456-7890 E www.reallygreatsite.com

ﬂ hello@gmail.com ﬂ 123 Anywhere St, Any
City, ST 12345
EXPERIENCE
Q Job title Year - year
Location

e Add a brief description here about your job duties.

O Job title
Location

e Add a brief description here about your job duties.

Q Job title
Location

* Add a brief description here about your job duties.

Q Job title
Location

* Add a brief description here about your job duties.

Year - year

Year - year

Year - year
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Simple CV

NAME, SURNAME

CONTACT

® 123-456-7890
M hello@gmail.com

@ 123 Anywhere St., Any City

EDUCATION

Place of education
Year - year

Education level/qualification

SKILLS

LANGUAGE

e English

ABOUT ME

Add a brief description here about you, introduce yourself.

WORK EXPERIENCE

JOB TILTE
Organization name
Year - year

e Add a brief description here about your job duties.

JOB TILTE
Organization name
Year - year

e Add a brief description here about your job duties.
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Al generated CV

Name Surname

Address: [Your Address]

Phone: [Your Phone Number]

Email: [Your Email Address]

PROFILE

Brief description about your professional qualities, skills, and goals.
EDUCATION

[University/School Name] - [Degree or Qualification]
[Start Year] - [End Year]

- Any notable achievements or relevant coursework.
WORK EXPERIENCE

[Company Name] - [Job Title]

[Start Year] - [End Year]

- Main responsibilities and tasks.

- Key achievements or projects.

[Company Name] - [Job Title]

[Start Year] - [End Year]

- Main responsibilities and tasks.

- Key achievements or projects.

SKILLS

- List of relevant professional skills.

- Any software or tools you know well.

- Soft skills, if applicable.

LANGUAGES-

Language 1 ([Level])

- Language 2 ([Level])

- Language 3 ([Level])
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Templates

B8 curopass
Name Surname

Date of birth: 01/01/2000 Place of birth: Any City R Phone number: (+371) 12345678

Email address: hello@gmail.com
Q@ Home: 23 Anywhere St., (Latvia)

ABOUT ME

Add a brief description here about you, introduce yourself.

WORK EXPERIENCE

Location

Job title
[01/01/2024 - 01/01/2025 ]

EDUCATION AND TRAINING

Education level/qualification
Place of education [ 01/01/2007 - 01/01/2019 ]

SKILLS

Microsoft Office / Google Drive / Social Media

LANGUAGE SKILLS

Mother tongue(s): English

Other language(s):

Latvian Greek

LISTENING A2 READING A2 WRITING A2 LISTENING A1 READING AT WRITING A1

SPOKEN PRODUCTION A2 SPOKEN INTERACTION A2  SPOKEN PRODUCTION A1 SPOKEN INTERACTION A1

Levels: AT and A2: Basic user; BT and B2: Independent user; C1 and C2: Proficient user
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A motivation letter, also referred to as a cover letter or letter of motivation, is a crucial
personal introduction that accompanies a CV. The process of transformation of a series of
facts into a narrative that flows well is known as storytelling. The document is intended to
demonstrate the applicant's level of interest in the position, their alignment with the
company's or institution's values, and their possession of the requisite skills and experience
for the role. A curriculum vitae provides a factual overview of an individual's qualifications.
Conversely, a motivation letter is intended to provide a more comprehensive evaluation of
the applicant's personality, with a particular emphasis on their level of ambition and the

distinctiveness of their perspective (Enhancv).
Defining the Motivation Letter and its Purpose

At its core, a motivation letter is a one-page document crafted to express a strong
interest in a particular role, program, or position (Enhancv). The primary objective is to
articulate the rationale behind your application, to showcase your most pertinent skills and
experiences, and to elucidate your potential contribution to the organisation or institution in
achieving its objectives. A curriculum vitae (CV) is a document that provides information
about an individual's professional and academic history. A letter of motivation provides an
opportunity to showcase one's personality and experience in a manner that is not overly

personal, yet remains professional (G-Connection).

There is a big difference between a motivation letter and a traditional cover letter,
especially in Europe. They both try to persuade and introduce people to something new, but

they are used for different things:

e Motivation Letter — primarily used for academic opportunities (e.g., graduate or
postgraduate studies, scholarships, exchange programs), internships, and
applications to non-profit or volunteering organizations. Its focus is on personal
motivations, long-term goals, and passion for the subject or opportunity

(Enhancv). It tends to be more personal and less formal in tone.

e Cover Letter — typically used in corporate or professional job settings,
accompanying a resume. Its main focus is on showcasing specific skills and

qualifications directly relevant to a particular job description and how they meet
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the employer's needs. It generally maintains a more formal and structured tone
(hist.fullerton.edu).

However, it is important to note that in many European countries, the terms
"motivation letter" and "cover letter" are often used interchangeably for all types of
applications, including jobs. Irrespective of the terminology employed, the fundamental
concept remains constant: the objective is to craft a narrative that is optimally tailored to the
individual's unique identity, thereby persuading the reader of the candidate's suitability for

the position.
The Digital Age and Future Trends

The digital transformation of the 2000s and 2010s further impacted the motivation
letter. Using digital submission made applying easier, but it also led to more people
applying. This meant that it was even more important to have letters that would catch the
eye quickly (Insperity).

It is a common misconception amongst those who secure employment for others
that letters will be of lesser importance. It is hypothesised that alternative methods of
candidate evaluation, such as video interviews and social media profiles, will assume
greater significance. This paradigm shift has given rise to novel methods of application,
including video cover letters, as individuals seek to demonstrate their distinctiveness and
enthusiasm for a particular position. Notwithstanding the contemporary changes in the field,

it remains imperative to compose a motivation letter that evinces:
- how well you know the company

- why you are suited to the role (Insperity).
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A motivation letter is a crucial document when applying for university programs,
scholarships, internships, or jobs. It highlights your motivation, skills, and suitability for the

opportunity.

A motivation letter—also called a cover letter or letter of motivation—serves as a
personalized introduction that complements your CV by explaining your interest in the role,
demonstrating alignment with the organization’s values, and showcasing relevant
experiences in narrative form (Wikipedia). Effective letters open with a strong hook that
immediately engages the reader and convey genuine enthusiasm for the position and

institution (careervillage.org). Structurally, they follow a clear business-letter format

(owl.purdue.edu), include tailored content based on careful audience analysis

(owl.purdue.edu), and close with a concise call to action (Indeed). Across multiple studies,

personalization, storytelling, and quantifiable achievements have been shown to increase

interview callbacks by over 50% (Indeed, SELF).

A motivation letter serves to introduce an applicant to a potential employer or
institution, and it should explain why the applicant is the ideal candidate for the position. It
should do so by going beyond the bulleted facts of a résumé to tell a cohesive story
(owl.purdue.edu). The document explicitly articulates the rationale behind the application,
accentuating the relevant competencies and experiences of the applicant, and elucidates
the manner in which the applicant will contribute to the organisation's mission
(owl.purdue.edu). It is vital to tailor each paragraph to the specific role to demonstrate
individualisation, as this is viewed as critical by recruiters. Generic letters, which are

submitted without tailoring, are dismissed 61% of the time (Indeed).

Before writing, perform an audience analysis: research the organization’s mission,
culture, and current projects to identify keywords and values to mirror in your letter
(owl.purdue.edu). Identify the hiring manager or relevant contact and address them by
name; letters addressed to a specific individual receive 30% more consideration than those
using generic salutations (The Guardian). Finally, reflect on the selection criteria listed in

the job posting and plan to integrate these competencies into your narrative (Indeed).
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Format

Use a one-page business-letter format: include your contact information and date in
the header, followed by the recipient’s details (owl.purdue.edu). Single-space the body with
a blank line between paragraphs, maintain one-inch margins, and use a professional

11-12 pt serif or sans-serif font (owl.purdue.edu).
Paragraph Breakdown

1. Opening (1 paragraph): Craft a compelling hook that reflects your passion for the

role or organization and states your application purpose (careervillage.org).

2. Body (2-3 paragraphs): Each paragraph should focus on one or two key
qualifications, using specific examples that follow a mini-story arc
(challenge—action—result) and integrate quantifiable outcomes where possible
(SELF).

3. Closing (1 paragraph): Summarize your fit, express enthusiasm for next steps, and

include a polite call to action (Indeed).

Structure of a Motivation Letter

e Address the recipient (if known) or use a general salutation like
“Dear [Hiring Manager/Admissions Committee]
Clearly state the position, program, or opportunity applied for.
Brief introduction (name, background, and main reason for

applying).
e Mention a hook — something engaging about why this opportunity is
important to you.

Crafting a Powerful Opening

Avoid clichés (“I am writing to apply...”); instead, begin with a personal anecdote or a
compelling fact about the organization that demonstrates research and enthusiasm (The
Guardian). For example, reference a recent project or value the institution upholds to show

genuine connection (Indeed).
Storytelling in the Body

Use the CAR framework to structure each example:
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. Challenge: Briefly describe the situation you faced.
« Action: Detail the specific actions you took.

« Result: Quantify the outcome (e.g., “increased student enrolment by 20%").
This approach transforms dry credentials into engaging narratives that illustrate your
problem-solving and impact (owl.purdue.edu).
Main Body (2-3 paragraphs)

. Background and qualifications — What skills, education, or experiences
make you a good candidate?

. Motivation — Why are you passionate about this opportunity?

. Future goals — How will this program/job help you achieve them?
Paragraph 1: Showcase Your Background & Skills

. Highlight relevant education, work experience, or extracurricular activities.

. Use specific examples to prove your skills (e.g., teamwork,
leadership, problem-solving).

. Align background with the organization's values or objectives.

Example:

"During my studies in [your major], | developed strong analytical and
leadership skills through various projects and internships. My role as a [previous
Job/ internship] at [company] allowed me to enhance my problem-solving abilities,

teamwork, and communication skills.”
Paragraph 2: Express Your Passion & Motivation
. Explain why you are interested in this specific program/job.

. Show genuine enthusiasm and connect it with long-term ambitions.
Understand the purpose and requirements

. Analyse the opportunity — read the description carefully to understand what
the organization is looking for.

. ldentify key qualities — note the skills, experience, and values they prioritize.
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. Follow guidelines — check for word limits, formatting rules, and required
documents.

Example:

“What excites me most about this opportunity is the chance to [specific
aspect of the program/job]. This aligns with my career goals of [career
aspirations], and | believe [organization/program] is the perfect environment to
develop my expertise in [specific skill/field].”

Demonstrating Fit and Value

Align each example with the organization’s needs by using keywords from the job
description (Indeed). Show how your skills can be used to help the company. For example,

talk about leadership, teamwork and research skills (owl.purdue.edu).
Style and Tone

Maintain a formal business tone while allowing while showing personality;
authenticity increases engagement and memorability (SELF). Avoid overused expressions

(“I think,” “I feel”) and opt for confident, action-oriented language (“I led,” “| achieved”).

Keep sentences short and active, limit jargon, and ensure every word adds
value—recruiters spend less than 10 seconds reading a letter initially (Indeed). Use bullet
points sparingly (only when emphasizing two to three skills) to improve scannability

(owl.purdue.edu).

Revision and Final Checks

1. Proofreading: Check grammar and spelling meticulously; even minor errors reduce
credibility.
2. Peer Review: Have a mentor or professional peer verify clarity, tone, and impact

(The Guardian).

3. Tailoring Audit: For each application, ensure the letter's examples and keywords

align precisely with the new role (Indeed).

4. Final Format Check: Confirm all formatting adheres to business-letter conventions,

with consistent margins, spacing, and font (owl.purdue.edu).
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In the contemporary global context, the job market is characterised by significant
levels of competition, a phenomenon that is particularly evident within the European Union
(EU). In the contemporary employment context, it is imperative for individuals to distinguish
themselves and adopt unique profiles if they wish to be considered for available positions.
For those embarking on their professional journeys, the ability to articulate their
competencies, experiences and aspirations in a manner that distinguishes them from their
peers can be a pivotal factor in securing employment. The application process is frequently
characterised as a form of storytelling. It is imperative to note that both a curriculum vitae
and a motivation letter are integral components of this process. It is imperative that these
documents accentuate the candidate's prior accomplishments, thereby demonstrating their
suitability for the position. This understanding demonstrates the significance of employing a
meticulous and customised approach to interviews, with consideration for the unique

characteristics of each situation.

Hiring practices across Europe exhibit considerable diversity, shaped by a
confluence of cultural norms and legal regulations (CIETRO). For instance, in Nordic
countries such as Sweden and Denmark, the recruitment process is frequently
characterised by a more relaxed and egalitarian approach. This is in stark contrast to the
more formal interview atmospheres that characterise Southern European countries such as
Italy and Spain. The ability to navigate diverse cultural contexts and adapt to novel
interview formats can present significant challenges for those seeking employment
opportunities in foreign countries. The objective of this study is to provide a comprehensive
guide to successfully navigating interviews within the European Union. This assertion is
supported by empirical evidence and theoretical models, incorporating an analysis of

cultural variations, shifts in skill requirements, and the prevailing legal frameworks.

A key feature of the EU job market is the mix of standardisation and diversity in
hiring. The European Union is trying to make it so that people in the EU can work in any
country in the EU. It has also made some strong rules, like the General Data Protection
Regulation (GDPR) and laws that say people should not be treated unfairly. These rules
apply in all EU countries (Workable), the practical application and interpretation of interview

etiquette and communication styles remain deeply rooted in national cultures (CIETRO).
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This means that candidates must be able to deal with both the main EU legal principles and

the specific cultural expectations of each country. So, just knowing EU law is not enough;
candidates must also have good cultural understanding and be able to adapt. For
organisations, this means having recruitment, training and policies that are the same
everywhere and different enough to suit each country, making sure they follow the rules
while also being able to attract talented people in different EU markets. This careful balance
shows why general advice for interviews often doesn't work. This highlights how important it

is to have a detailed approach that is specific to the EU.

Effective interview performance in the EU, while influenced by regional nuances, is
built upon a bedrock of universal best practices. These strategies, when meticulously

applied, significantly enhance a candidate's prospects.
Before the Interview

It is very important to prepare thoroughly. Initially, it is imperative to conduct thorough
research on the company and to comprehend the job description. It is imperative to
comprehend the company's mission, values, culture, and recent news in order to respond in
a suitable manner and demonstrate interest. In order to obtain a comprehensive overview
of the organisation, it is necessary to examine its website, its presence on social media
platforms, and any recent news stories pertaining to it (CIETRO). It is imperative to
comprehend the fundamental competencies and responsibilities delineated in the job
description. This will assist in identifying the most pertinent examples to support the

application.

Candidates are required to prepare a concise yet engaging narrative that
encapsulates their professional journey to date. The narrative should concentrate on
pertinent achievements and provide a rationale for their relevance to the position being
applied for. The preparation stage should be initiated with the creation of a list which
encompasses both the subject's strengths and weaknesses. This should then be followed

by the formulation of a few sentences regarding the subject's identity (EURES.sk).

This approach has been shown to engender a sense of confidence in the subject
and to ensure that their responses are coherent and logical. The utilisation of the STAR
method (Situation, Task, Action, Result) is a highly effective approach to responding to

behavioural inquiries, which are frequently incorporated into European interviews. A
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subsequent discussion will delve into the intricacies of this method. This organised

approach assists candidates in articulating their experiences in a concise and coherent
manner. Furthermore, candidates are expected to possess a thorough understanding of
their curriculum vitae and be prepared to articulate their experiences with a high level of

detail, particularly highlighting their accomplishments.

The importance of dressing professionally in order to create a favourable impression
cannot be overstated. It is imperative that the attire worn by an individual aligns with the
cultural norms and professional standards of the organisation within which they are
employed. It is equally important to refrain from donning any garments that may be
considered inappropriate. It is also important to consider questions to pose to the
interviewer. Inquisitiveness regarding the company's culture, its growth trajectory, and the
dynamics of its team can be indicative of a genuine interest on the part of the applicant. The
failure to pose questions may convey a lack of interest. Finally, it is imperative to
meticulously plan the journey and engage in mock interviews to ensure optimal preparation.
Arriving at the designated time is indicative of respect and reliability, as it demonstrates
consideration for potential logistical concerns such as travel delays or technical issues that
could impede the execution of the interview. The utilisation of mock interviews, conducted
with a friend or mentor, can offer constructive feedback on aspects such as body language,
tone, and the content of one's responses. In the context of a group interview, it is of
paramount importance to ensure that one's vocabulary is commensurate with the level of

English proficiency of the employer and the specific professional context (EURES.sk).
During the Interview

The interview provides an opportunity to apply the knowledge and skills acquired in a
practical setting. The importance of making a favourable initial impression cannot be
overstated. A smile, a firm handshake (when appropriate) and consistent eye contact are all
non-verbal cues that indicate confidence and engagement. The potency of body language
should not be underestimated when considered in conjunction with verbal communication.
In addition, it is imperative to adopt a positive and confident demeanour when discussing
one's experiences, ensuring that these are presented with a degree of authenticity and
without exaggeration. Furthermore, it is essential to demonstrate a genuine enthusiasm for

the role in question.
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Candidates are advised to adapt their answers to suit the company and the role,
demonstrating their ability to contribute value. It is imperative to articulate oneself with
clarity and concision, eschewing verbose discourse and providing concise, well-structured
responses that directly address the queries posed by the interviewer. It has been
demonstrated that the use of calm and measured speech is conducive to improved
comprehension by interlocutors (Stonebridge). It is recommended that achievements be
showcased wherever possible, with quantifiable data being used to provide concrete
evidence of impact. For example, an increase in sales by 15% or a reduction in costs by
10% would be appropriate. Active listening is a critical communication skill, and candidates
are advised to pay close attention to the questions and to request clarification if they require
it. Employers place a high value on individuals who demonstrate an ability to solve
problems; therefore it is advisable to share specific examples of problems encountered and
the subsequent solutions implemented. Furthermore, it is beneficial to demonstrate one's
capacity for adaptation by discussing instances in which one has been required to adapt.
This demonstrates an ability to effectively manage challenging circumstances. In the event
of being posed a challenging question, it is advisable to maintain composure, grant a
moment for reflection, and subsequently formulate a response. In conclusion, it is
imperative to conclude the interview in a positive and enthusiastic manner, thereby
demonstrating continued interest in the role and enquiring as to the subsequent steps in the

application process. This will create a favourable impression.

These fundamental strategies demonstrate a substantial shift in employer
expectations. The assessment will not only inquire into the candidate's factual knowledge,
but also their ability to apply this knowledge and adapt it to new situations. The emphasis
on achievements over duties, the common recommendation of the STAR method, and the
clear emphasis on demonstrating adaptability all indicate that EU employers prefer
candidates who can not only discuss their past successes, but also demonstrate the skills,
ways of solving problems, and ability to learn and improve that led to those achievements.
This suggests that the interview process is becoming more about demonstrating an
individual's ability to adapt to new situations and their intellectual capacity, rather than
merely listing their qualifications. For those seeking employment, it is advisable to engage
in self-reflection to identify and articulate the practical examples that demonstrate one's

interpersonal skills, problem-solving abilities, and capacity for learning. It is imperative to
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acknowledge the significance of these factors in achieving success in various professional

roles within the European Union.
Navigating Cultural Nuances in European Interviews

Cultural awareness is a critical, often overlooked, component of success in EU job
interviews. The continent's rich tapestry of cultures means that what is considered

appropriate or effective in one country may not be in another.

European countries exhibit a spectrum of communication preferences. Some
cultures, such as those in the United Kingdom, tend to value directness and clarity in
communication (CIETRO). Conversely, others may favour a more nuanced and respectful
tone, where implicit messages and non-verbal cues carry significant weight. Effective
communication is paramount, especially when language barriers are present; therefore,
speaking clearly and avoiding idiomatic expressions is strongly advised (EU Helpers). This
diversity means that "good communication" is not a universal constant. An assertive
approach in one cultural context might be perceived as aggressive in another, while
politeness in one may be interpreted as evasiveness elsewhere. Candidates must therefore
be acutely attuned to these subtle differences to ensure their message is received as

intended.
The Role of Formality and Punctuality Across Different EU Countries

The level of formality and how important punctuality is also differs a lot between EU
countries. In countries like Germany or Austria, people take formalities very seriously. This
includes things like using the right titles and always being on time. Punctuality is an
indication of respect for one's professional obligations and colleagues, as well as a sign of
reliability. In the Netherlands, there appears to be a greater degree of acceptance of casual
interactions among the population (CIETRO). No matter what the cultural background,
candidates should always make sure they know exactly where the meeting place is. They
should also check public transport timetables or parking options in advance to make sure
they get there on time (EURES.sk). This demonstrates that, although tardiness is typically
regarded as unfavourable, the manner in which one addresses others, and one's general
conduct, is contingent on factors such as the nation and the specific organisational culture.

It is imperative to conduct thorough research prior to an interview, in order to ensure an
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appropriate and culturally sensitive approach.

Adapting to Group Interview Dynamics and Language Considerations

A group interview is when an employee or team of employees interviews multiple

candidates simultaneously, or when a team of employees forms a panel to interview one

candidate (Indeed). Group interviews are a common way of assessing candidates in
Europe. They are used to evaluate communication, teamwork and leadership skills. These
situations can be difficult, especially when candidates are from different countries or when
the interview is conducted in a language other than the candidate's own. To do well in
situations like this, it's a good idea for candidates to do lots of research on the company and

the role. This can help them feel less nervous about being with people they don't know

(EURES Europa).

In order to distinguish themselves, candidates are advised to refrain from merely
reiterating the contributions of others or offering generic responses. Instead, candidates
should endeavour to demonstrate to employers their unique skills and experiences that are
pertinent to the role, and contribute their own insights or examples to the points made by
others. This demonstrates not only their capacity for independent work, but also their
aptitude for collaborative learning and their ability to contribute constructively to group
discussions. While leadership qualities are valued, it is important to avoid monopolising the
conversation or speaking in a overly dominant manner. It is imperative to demonstrate
respect for others' opinions and contributions, and to employ positive body language such
as nodding, smiling, and maintaining eye contact. The ability to collaborate effectively, the
utilisation of others' contributions, the acknowledgement of their perspectives, and the
endorsement of their ideas are indicative of an individual's capacity to function
harmoniously within a team environment and to adapt to diverse circumstances. In the
context of seeking employment within the European Union, it is imperative to undertake
meticulous preparation for interviews, given the international nature of the workforce and

the linguistic diversity within the region.

The different ways people communicate, the levels of formality, and the group
dynamics across the EU show that cultural intelligence is an important factor in a market
that seems unified. Even though the EU tries to make it easier for people to work in different

countries, the different cultures still have a big impact. So, candidates who show that they
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understand and can adapt to different cultures do much better than others. This goes

beyond just knowing the language. It also includes understanding unspoken rules and
social signals. This suggests that EU employers, whether they realise it or not, look for
candidates who can easily fit in with different teams and successfully deal with clients from
different cultures. If you're looking for a job, it's as important to research a country and the
company you're interested in as it is to prepare for technical questions. This also suggests
that employers should teach their hiring managers about cultural sensitivity. This will help
them to correctly assess candidates from different backgrounds. It will make sure that the

recruitment process is fair and effective.
Mastering Competency-Based Interviews: The EU Standard

Competency-Based Interviews (CBIs) have become a cornerstone of the hiring
process across the European Union, particularly within international organizations and
progressive companies. This method is favoured for its structured approach to assessing a

candidate's suitability for a role.

Competency-based interviews are characterised by the utilisation of questions that
are designed to ascertain an individual's utilisation of specific skills within their prior
professional experience. Additionally, these interviews seek to discern an individual's
approach to problem-solving, task management and the navigation of challenges

(career-advice.jobs.ac.uk). The Council of Europe (CoE), for example, uses a method

called Competency-Based Interview (CBI) to find and choose the best candidates. This
approach looks at how well candidates have shown the important skills needed for a role in
their past jobs. CBls are highly regarded for several reasons: they are considered fair and
objective, as they reduce the likelihood of unconscious bias by focusing on real,
demonstrable examples rather than hypothetical scenarios. This method also makes sure
that everyone is treated the same, because anyone applying for the same job is judged by
the same set of skills. The basic idea is that how someone has done in the past can be a
good sign of how they will do in the future. This makes CBls a very good way to predict how
someone will do in a job. The fact that lots of important international organisations like the
Council of Europe are using CBls shows that it is seen as the best way to do things
throughout the EU (Council of Europe). This method focuses on practical, useful skills,

which matches the changing needs of modern European workplaces.
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Deep Dive into the STAR Method with EU-Relevant Examples

The STAR method (Situation, Task, Action, Result) is not merely a suggestion but a
fundamental technique for success in EU interviews, particularly when answering
behavioural questions. Interview questions designed to elicit STAR responses typically
begin with phrases such as "Tell me about a time when..." or "Give me an example of"
(Council of Europe). Interviewers frequently ask follow-up questions to delve deeper and
gather more detailed information about the candidate's experience. The structured nature of
the STAR method enables candidates to provide clear, detailed, and relevant examples that
directly address the competencies being assessed, ensuring their responses are

comprehensive and impactful.

For example, if a question is posed about "Teamwork and Cooperation," an
interviewer might ask: "Could you describe a situation where you helped your colleagues

finish urgent work they couldn't complete?" (Council of Europe).

A candidate employing the STAR method would respond:

o Situation: "During a critical project with a tight deadline, two of my colleagues in the

marketing team were unexpectedly out due to illness, leaving a significant portion of

the campaign launch materials unfinished."

. Task "My primary responsibility was to finalize the digital ad creatives, but |
recognized the urgent need to ensure the entire campaign launched on schedule,
which required the completion of their tasks."

o Action: " immediately communicated with our team lead to understand the most

critical pending items. | then volunteered to take on the copywriting for the email
marketing sequence and to coordinate with the design team for the social media
assets, even though these were outside my direct remit. | prioritized these tasks
alongside my own, working extra hours to ensure everything was ready. | also kept

the team lead updated on progress and any potential bottlenecks."

« Result: "Thanks to this collaborative effort, we managed to complete all outstanding

tasks before the deadline, and the campaign launched successfully, exceeding its
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initial engagement targets by 15%. This experience reinforced the importance of

proactive communication and cross-functional support within a team."
Identifying and Preparing for Common Competencies Assessed

While the specific competencies assessed will always correspond to those listed in
the job vacancy (Council of Europe), a core set of soft skills is consistently sought by EU
employers across various roles. These often include communication, teamwork, leadership,
adaptability, critical thinking, and a strong work ethic (Workable). Examples of common
behavioural questions include: "Tell me about a time you faced a challenge at work"
(CIETRO), or "Could you describe a situation where you helped your colleagues finish
urgent work they couldn't complete?" (Council of Europe). Candidates should proactively
review their experiences and identify relevant situations that demonstrate these common

competencies.

The use of competency-based interviews in the EU is not just a hiring trend; it is a
way of dealing with two problems. Firstly, it makes sure that hiring is done fairly in a place
where there are many different cultures. Secondly, it makes sure that there are no unfair
laws against certain types of people. By looking at past behaviours that are linked to
specific skills, CBls provide a fair and measurable way of evaluating candidates. This
approach significantly reduces the risk of bias based on protected characteristics, which is
in line with the EU's strong emphasis on equal opportunities. For people looking for a job,
it's not just about doing well in an interview. It's also about making sure the system is fair.
For employers, CBIs are an important tool for making sure they are following the law and
for finding the right people for the job. They help employers to find candidates who will
actually do the job well, instead of just people who they think will be right for the job.

The Critical Importance of Soft Skills

In contemporary professional contexts, soft skills are now widely acknowledged to
be of equal importance to other areas of expertise. In the contemporary workplace, they are
of significant importance. This is of particular pertinence to Generation Z, who are

commencing their professional journeys in a rapidly evolving world.

The acquisition of soft skills is an indispensable component of professional success.

These competencies encompass personal and cognitive skills that facilitate effective
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collaboration, adaptability to novel circumstances, and continuous learning across diverse

roles. A 2023 report by the European Commission indicates that 77% of employers in the
EU consider soft skills to be of equal importance to technical qualifications when hiring new
employees. In an era characterised by the increasing prevalence of computerised
processes, the significance of human-centred soft skills such as empathy, sound judgement
and creativity is undergoing a paradigm shift. This is due to the fact that computers are not

capable of performing these tasks.

Even though Generation Z are very good with technology, they often find it hard to
do basic workplace skills like communicating well, adapting to change and working together
to solve problems. The difference between what students learn in school and what they
need to be able to do to get a job is a big problem in Europe, including in countries like
Greece and Latvia. This shows that "soft skills" are an important part of being able to get a
job, even for university graduates in the EU. It suggests that traditional education models
may not be preparing young people enough for the social and adaptable skills needed for
modern work. So, for Generation Z, it is very important to show these people skills in
interviews. This will help them get past a big problem that stops them from getting started
and moving up in their jobs. For schools and youth programs in the EU, this means a big
change in how they design their courses. They need to include more hands-on learning and
teaching soft skills. This is because they want their students to be ready for the workplace
when they finish their studies. Employers also must make sure that the environment is right

for people to develop these skills.
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Table 2: Essential Soft Skills for EU Job Market & How to Demonstrate

Soft Skill Why it Matters How to Demonstrate in Interview Example Interview
Questions

Communication Crucial for diverse, Speak clearly, concisely, and "Tell me about a time you
multilingual teams and professionally. Listen actively and had to deal with a difficult
international ask clarifying questions. Tailor colleague. What did you do
collaboration. Prevents | answers to the audience. Maintain to communicate properly?"
misunderstandings good eye contact and positive (resources.workable.com)
and fosters clear | expressions.
directives.

Adaptability Essential in rapidly Highlight instances of adapting to | "Describe a  situation
changing industries, change (processes, tech, team where you had to adjust
technological  shifts, dynamics). Show intellectual your approach to complete
and dynamic team | flexibility, receptiveness to new | a task successfully."
structures. Enables ideas, and willingness to learn. (clevry.com)
resilience and
continuous growth.

Critical Thinking & | Key for navigating Emphasize problem-solving skills "Tell me about a time you

Problem-Solving

complex, multi-faceted
challenges in diverse
EU markets  and

regulatory
environments. Drives
innovation and
effective

decision-making.

with STAR examples of challenges
faced and overcome. Showcase
ability to break down problems,
identify solutions, and weigh
factors.

had to make a decision

with incomplete
information."
(recources.workable.com)

Emotional
Intelligence

Vital ~ for  building
rapport, resolving
conflicts, and fostering
inclusive environments
in multicultural
workplaces. Enhances
leadership potential
and team harmony.

Show self-awareness, empathy for
others' feelings, and ability to
manage emotions. Discuss how
you recover from failure or handle
criticism constructively.

"How do you respond
when a manager criticizes
your work?"
(recruitee.com)

Collaboration
Teamwork

&

Fundamental for
success in
interdisciplinary  and
often remote EU
workspaces. Enables
shared responsibility
and co-creation of
solutions.

Show willingness to work well with

others, share information, and
help. Engage with
co-interviewees, acknowledge

their points, and support ideas in
group settings. Highlight
adaptability to different working
styles.

"Can you tell me about a
time you worked
successfully as part of a
team?"

(careerhub.sunyempire)
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Understanding EU Legal and Regulatory Frameworks in Interviews

In the context of a job interview, it is imperative to comprehend the legal and
regulatory framework that pertains to employment. The legislation pertaining to data
protection and the prevention of discrimination exerts a significant influence on the way

interviews are conducted and the information that can be requested.
Anti-Discrimination Laws: Prohibited Grounds and Interview Implications

The law in the EU strictly forbids treating someone unfairly because of things like
their sex, age, disability, ethnicity, religion, or sexual orientation. The Treaty of Lisbon says
that the EU can take action to stop unfair treatment in these areas, as well as gender
discrimination. These protections apply at every stage of the job application process, from

when the job is advertised to when the candidate is chosen and when they are introduced

to the company (Omnipresent).

To comply with these laws, job descriptions must focus solely on the skills and
experience required for the role, rather than personal characteristics. Interview notes must
be objective and kept only for as long as is necessary (Omnipresent). It is very important
that interview questions are directly related to the job, and that they do not ask about any

protected characteristics.

Examples of permissible versus impermissible questions highlight this distinction

(Davidsonmorris):

o Permissible Questions: Interviewers can ask, "Can you perform the duties required
for this job?" (instead of "How old are you?"), "Are you able to travel frequently for
this role?" (instead of "Are you married?"), or "Can you perform the essential
functions of this job with or without reasonable accommodation?" (instead of "Do you
have any disabilities?"). These questions focus on job-related competencies and

capabilities.

o Impermissible Questions: Questions about a candidate's age, marital status, sexual
orientation, religion, gender, or plans for a family are strictly prohibited. These delve

into protected characteristics and can lead to discrimination claims.

These laws are very important for making sure everyone has the same opportunities
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and is treated fairly. They also reflect some of the most important values of the EU. Both

candidates and interviewers must be very aware of these rules to avoid legal problems and
make sure the process is fair. Candidates, especially, should be ready to politely ignore or
not answer any questions that are not allowed. They should do this in a way that shows

they know their rights, but also that they are being professional.

The European Union's stringent anti-discrimination legislation and comprehensive
data protection regulations necessitate that employers adopt an objective, skills-based, and
competency-based approach when recruiting personnel. In the event of the formulation of
subjective or personal enquiries, a legal challenge may be encountered within the confines
of these frameworks. This signifies that the utilisation of the STAR method and the
demonstration of soft skills, as previously discussed, are not merely recommended; they
are a legal obligation for employers within the European Union. For those seeking
employment, a comprehensive understanding of these legal boundaries is instrumental in
enhancing one's confidence during interview proceedings. It is important to be aware of
one's rights in this regard, and to be able to prepare effectively by focusing on the skills that
can be demonstrated in an interview. Employers must possess a robust understanding of
the questions they are permitted to ask and the appropriate management of data. This is
not merely a commendable notion; it is an imperative for the adherence to legal mandates
and the assurance of equitable treatment of labourers. This contributes to the mitigation of
legal risks and enhances the appeal of the company to prospective employees within a

highly regulated environment.
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Table 3: Key EU Anti-Discrimination Laws and Interview Implications

Protected Impermissible Permissible Alternative Questions Candidate Action
Characteristic Question Examples (Job-Related)
Sex / Gender "Do you plan on "Are you able to travel frequently Politely redirect to job relevance.
having children?" for this role?" "Can you meet the Focus on ability to perform duties
"Are you married?" physical demands of the job?" regardless of personal status.
Age "How old are you?" "Can you perform the duties Emphasize experience and
required for this job?" "Describe capability. Avoid disclosing age
your experience with [relevant unless directly relevant to a legal
skill]." requirement (e.g., minimum
working age).
Disability "Do you have any "Are you able to perform the Focus on abilities. Be prepared to

disabilities?" "What
medical conditions
do you have?"

essential functions of this job with
or without reasonable
accommodation?"

discuss reasonable
accommodations if relevant to the
role's essential functions.

Racial / Ethnic
Origin

Questions about
nationality of origin,
birthplace, or family
background not
relevant to legal

"Are you legally authorized to work
in [country]?" "What languages do
you speak relevant to this role?"

Provide information only on legal
right to work.

right to work.
Religion / Belief | "What is your "Are you available to work on Focus on availability for work
religious weekends/specific shifts as schedule, not religious practices.

affiliation?" "Do you
attend religious

required by the role?"

services?"
Sexual Questions about Focus on professional capabilities Do not answer personal questions.
Orientation sexual orientation and experience. Redirect to professional
or marital status (if qualifications.
implying same-sex
marriage).
Nationality "Where are you "Are you legally authorized to work Provide information on legal right to

from originally?" (if
implying non-EU
origin without job
relevance)

in [country]?" "Do you have
experience working in multicultural
teams?"

work. Highlight cross-cultural skills.
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Preparing for a Dynamic Career Journey

In the contemporary context of the European Union, securing employment
necessitates a multifaceted approach that extends beyond the mere possession of
technical aptitudes. In addition, one must be prepared for interviews, understand different
cultures, have good communication skills, and know about the ethical and practical uses of
Al. In contemporary professional environments, the ability to communicate effectively, adapt
swiftly, and collaborate effectively with individuals from diverse cultural backgrounds has
become paramount. This is just as important as having the right professional qualifications.
Consequently, interview preparation should not be regarded as a one-time undertaking;
rather, it should be conceptualised as a continuous process of personal and professional

development.

The EU job market is undergoing rapid transformation due to the advent of new
technologies, rendering continuous learning essential for career progression. In
contemporary employment contexts, individuals who demonstrate a high level of
adaptability and versatility in their professional roles are often referred to as "hybrid
professionals". These professionals possess a dual set of competencies, encompassing
technical proficiency as well as human-centred skills such as empathy, adaptability and
critical thinking. Contrary to popular belief, Al is not replacing humans; rather, it is altering
the way value is created in the workplace. This shift underscores the imperative for the
judicious utilisation of Al, emphasising the necessity for collaborative endeavours with this
technology. The study demonstrates that people's skills are significant, rather than being

considered an additional attribute.

The duty therefore falls on a variety of stakeholders, including youth workers,
teachers, NGOs, employers and policymakers, to prepare the next generation of workers,
especially Generation Z, for this future. Those engaged in the field of youth work may
enhance their interpersonal skills through involvement in mentoring initiatives and
community-based projects. It is recommended that educators incorporate artificial
intelligence (Al) themes into various curricular areas. It is incumbent upon employers to set
an example and to utilise Al in an ethical manner. Furthermore, it is imperative that they
promote learning and encourage policymakers to devise initiatives that are inclusive and

forward-looking. Europe has the capacity to assist young people in developing the qualities
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of empathy and innovation that are essential for a fulfilling life. The realisation of this

objective will be achieved through collaborative endeavours and strategic investment in

technological capabilities and human capital.
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Work Ethic and Responsibility

A strong work ethic, where each person is responsible for their own actions, is not
just something that is good to have. It is very important for productivity, new ideas and for
employees being happy in any organisation. This part of the guidebook looks closely at the
idea of work ethic and responsibility. It does this by breaking down its most important parts
and showing how they can have a big effect on people's careers and how well their
companies do. Eleven important skills are looked at, such as being on time, taking
responsibility, meeting deadlines, being proactive, being organised, doing a good job, being
reliable, finding solutions, dealing with criticism positively, learning continuously, and
knowing when to say no to tasks. These elements are all connected to each other. This
means that if one area is doing well, it often helps the others too. The development of these
qualities is presented as something that leaders must do to achieve long-term growth,
create a successful workplace culture and get a competitive advantage in the modern job

market.
The Foundation of Professional Excellence

In contemporary professional contexts, the possession of a robust work ethic and a
sense of responsibility towards one's professional duties is no longer sufficient. These
concepts encompass a proactive, accountable, and growth-oriented mode of thinking. This
cognitive approach influences both individual performance and organisational goals. The
cornerstones of professional excellence are a robust dedication to one's role and the

readiness to assume responsibility for the outcomes thereof.

The concept of a strong work ethic is predicated on values such as industriousness,
diligence, and a commitment to tasks. Responsibility is defined as the act of assuming
ownership of one's tasks, decisions, and the outcomes thereof. The detailed analysis
presented here identifies eleven specific points that collectively define these important
ideas in a practical workplace setting. These competencies are not discrete entities, but
rather interconnected components of a unified whole. The hypothesis that proficiency in one
domain often predicts proficiency in others is one that merits further investigation. For

instance, consistent punctuality is indicative of reliability, while the proactive management of
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problems before they arise is conducive to effective problem-solving. This finding lends

further support to the notion that a strong work ethic is an integral component of
professional success. The enhancement of a single aspect of one's professional life can

exert a favourable influence on all domains of that individual's professional existence.

Table 4 further down gives a short summary of the main ideas talked about. It lists

the eleven most important parts of the work ethic and responsibility.
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This section of the guidebook looks at each of the eleven identified pillars in detail,

with detailed analysis supported by observations and research findings.
Punctuality: Respecting Time and Building Trust

The concept of punctuality encompasses a broader range of behaviours and
considerations. Evidence suggests that the individual in question is reliable, professional
and a diligent worker. This is an essential skill that can have a significant impact on one's
career, establishing the fundamental tenor for all future professional undertakings and

responsibilities.

Punctuality is associated with numerous benefits. It is imperative to create a
favourable impression at work, demonstrating reliability, respect, and a willingness to assist
colleagues and superiors. Punctuality is an integral component of effective leadership. The
establishment of an environment characterised by consistency and professionalism is
conducive to the development of leadership skills. It is imperative to commence
employment in a timely manner to ensure optimal organisation and effective planning of the
day. This approach ensures that individuals are not compelled to work under time
constraints, thereby facilitating the completion of tasks in a more efficient manner.
Punctuality has also been demonstrated to be a contributing factor to the establishment of
trust. The aforementioned factors serve to demonstrate to colleagues and superiors alike
that the individual in question is a reliable and dependable professional, thus creating the
potential for further opportunities for growth, promotions and professional development. In
contexts where temporal factors are of paramount importance, such as in manufacturing or
logistics, ensuring punctuality fosters enhanced collaborative performance among team
members. It is evident that this ensures that tasks are completed in a timely manner and

that deadlines are adhered to without issue (Women's Opportunity).

Arriving late, even if it's not on purpose, shows that the employee does not care
about other people's time and effort. This can damage the professional reputation, making
people think they are unreliable and disorganised However, lateness can have severe
repercussions. This issue is not merely a minor concern; it exerts a substantial influence on

the entire organisation. Research has demonstrated that lateness has a significant financial
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impact on U.S. businesses on an annual basis. Indeed, the financial repercussions of

tardiness are substantial, with an estimated cost of $5 billion attributed to diminished

productivity among employees due to tardiness (Abel Personnel). The act of arriving late,

even if it is not intentional, can be perceived as a lack of consideration for the time and
effort of others. This has the potential to have a negative impact on one's professional

reputation, leading to perceptions of unreliability and disorganisation (EasterCapital).

A more thorough examination of contemporary work environments reveals a
phenomenon known as the "Presence Paradox." This suggests that, despite the pervasive
connectivity and apparent constant presence of individuals in the online realm, their
physical presence in the world is often lacking. This has the potential to result in colleagues
and clients awaiting assistance (Abel Personnel).This suggests that the traditional concept
of punctuality, predicated on physical presence, is being challenged by the increasing
prevalence of remote and hybrid working models. Digital tools facilitate perpetual
connectivity; however, they can also engender a perception that physical presence or
in-person meetings are of diminished significance. This could potentially have a detrimental
effect on employees' perception of their professional roles and responsibilities. It is
therefore incumbent upon organisations to proactively redefine and reinforce punctuality in

the context of these changing circumstances.

Punctuality can serve as an effective metric for evaluating an individual's work ethic.
It has been demonstrated that individuals who consistently demonstrate a lack of
punctuality may be indicative of a disregard for the temporal concerns of others.
Conversely, consistent punctuality is often regarded as a manifestation of reliability,
respectability, and an inclination to assume responsibility. This finding suggests that
punctuality is not merely a matter of adhering to a predetermined schedule, but rather, it is
indicative of a broader set of factors. Furthermore, it is indicative of reliability and
commitment (Women's Opportunity). Frequent lateness can be indicative of underlying
issues with one's work habits. It is imperative to consider this area at the outset if one

wishes to facilitate the development of talent in others.

There are several measures that can be taken to ensure punctuality. The ability to
anticipate potential issues and formulate effective solutions is a critical skill for any

individual or organisation. For instance, one could prepare one's route in advance, arrange
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one's attire the night before, or pack one's lunch in advance. In the event of insomnia, the

implementation of multiple alarms has been demonstrated to be an effective solution. It is
imperative to maintain regular and sufficient nightly sleep if one wishes to experience the
sensation of wakefulness and readiness in the morning. The utilisation of technological
applications, such as calendars, reminder notifications and time-tracking tools, has been
demonstrated to facilitate the management of schedules and the monitoring of impending
commitments. Punctuality is a matter of personal discipline and effective time management

(Women's Opportunity). If there are any delays, it is important to speak to colleagues

straight away (Abel Personnel).
Taking Ownership: Accountability and Impact

The act of assuming ownership entails an unwavering dedication to one's
designated role. This encompasses more than merely completing one's designated tasks.
This approach entails assuming full responsibility for the outcomes, while concurrently
seeking to exert a positive influence. The term signifies the assumption of responsibility for

the entirety of a task, project or plan, encompassing all aspects from initiation to conclusion
(Insperity).

This commitment manifests in various forms. Employees who demonstrate a sense
of ownership in their professional responsibilities tend to be motivated to perform optimally,
frequently exceeding expectations to enhance the quality of their work. This phenomenon
engenders a sense of ownership over the outcome, akin to that experienced by a manager
or business owner. Individuals who embody these qualities frequently volunteer for new
opportunities and assignments, work autonomously without requiring constant supervision,
identify potential issues early on, and are willing to take calculated risks that can generate
new concepts. On a daily basis, they demonstrate a commitment to their professional
duties, a keen interest in acquiring new knowledge, and a willingness to contribute more to
the team. They also participate in meetings. Feedback and suggestions are also solicited.
The subjects expressed a preference for autonomy in decision-making and indicated a lack
of dependence on others. Furthermore, the subjects of this study have expressed a strong
sense of self-assurance, indicating a firm belief in their ability to accomplish significant
feats. The act of taking ownership entails the integration of personal enthusiasm with a

sense of responsibility. Evidence suggests that the individual concerned is worthy of trust, is
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reliable, and works hard, even in the absence of direct supervision (Insperity).

The advantages accruing to employees who assume ownership of the firm are
considerable. The programme has been shown to facilitate the establishment of trust with
superiors and colleagues, enhance self-confidence and self-esteem, and engender a sense
of pride in one's work. These outcomes, in turn, have been demonstrated to promote
greater autonomy. This cognitive approach fosters a sense of continuous learning, growth
and development. Furthermore, it has been demonstrated that such a commitment can
result in increased opportunities for the assumption of additional responsibilities and the

consideration of promotions. This can assist in the pursuit of a successful career.

This approach is equally beneficial for organisations. When employees possess a
stake in the company, they demonstrate heightened commitment and a propensity to
assume responsibility for their actions. The programme fosters a collaborative and
aspirational work environment, wherein team members collaborate to proactively address
challenges, as opposed to passively awaiting external assistance. This culture is
characterised by a constant drive for enhancement, exemplified by Google's "20% time"
policy. This approach empowered employees to engage in projects aligned with their
interests, fostering an environment conducive to innovation, as evidenced by the
development of notable products such as Gmail and Google Maps. Furthermore,
organisations with employees who are content, satisfied and loyal experience reduced staff
turnover and enhanced retention (Insperity). This means better work and more sharing of

ideas, which is good for the overall culture and team dynamics.

A significant advantage of fostering ownership is that it fosters intrinsic motivation,
thereby reducing reliance on external supervision. Employees who feel a sense of
ownership towards the business have been shown to be more motivated and do not require
constant oversight. This change enables managers to focus on the broader strategic
direction of the company as a whole. The role of managers is subject to modification, with
an evolution from the issuance of directives to the provision of assistance to the company in
achieving its objectives. This development is accompanied by a notable enhancement in

the efficacy of the company in accomplishing its desired goals (Insperity).

However, a fundamental distinction exists between the concepts of ownership and

collaboration. True ownership is not about being alone or attempting to manage every part
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of a project by oneself. Instead, it is about taking responsibility for one's part in a larger

system. In order to encourage individuals to assume ownership, it is necessary to empower
them to make decisions and establish clear collaborative working methodologies. This
approach is predicated on the notion that each individual is responsible for their own
success, and that collective effort is employed to achieve it. The objective of this measure is
to prevent individuals from establishing their own groups and to encourage them to request

assistance.

It is imperative to recognise the pivotal role that leaders play in fostering a culture of
ownership. It is imperative that the proprietors demonstrate their ownership of the business
and their fervent enthusiasm for it. It is imperative that they set an exemplary precedent by
demonstrating accountability and transparency. It is imperative to establish rapport with
team members in order to inspire them. In order to provide the most effective support, it is
first necessary to ascertain the desired objectives, the factors that motivate the individual,
their areas of expertise and the challenges they face. It is incumbent upon leaders to
ensure that the roles and initiatives within the company are aligned with its overarching
goals, mission, vision, and values. Furthermore, the rationale underpinning each task
should be articulated with clarity. This will assist employees in making optimal decisions. It
is imperative to provide ongoing opportunities for learning and development in order to
maintain enthusiasm and motivation. The regular solicitation of employee opinion, coupled
with active listening, has been demonstrated to engender a sense of confidence and
autonomy among staff members. The demonstration of gratitude through the provision of
positive feedback and the acknowledgement of commendable performance has been
demonstrated to be a effective method of fostering a culture of gratitude. Finally, it is
imperative to cultivate autonomy and refrain from micromanagement. It is imperative for
leaders to delegate effectively, to place their trust in their employees, and to strike a
balance between providing support and allowing freedom for discretion, creativity,
problem-solving, and decision-making. It is imperative to establish explicit expectations and
objectives, foster collaborative over individualistic work practices, and interpret setbacks as
opportunities for learning and growth. The aforementioned factors have the potential to
engender heightened accountability among individuals, thereby fostering a culture of

ownership (ProofHub).
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Meeting Deadlines: Credibility and Efficiency

The ability to meet deadlines is an essential component of professional competence.
The impact of this phenomenon is manifold, encompassing aspects such as job
performance, team dynamics, client trust, and company reputation. In the contemporary
competitive employment sector, there is a high demand for individuals who consistently
deliver their duties in a timely manner (EasterCapital). It might seem like a good idea to

work without deadlines, but this can cause long-term problems for staff and the company

(Eilestage).

The importance of adhering to deadlines cannot be overstated, as doing so confers
numerous advantages. The impact of this phenomenon is twofold: it has the capacity to
encourage individuals to work harder and achieve more in less time. This practice assists in
developing effective time management skills, which can be refined and enhanced with
continued engagement. The ability to meet deadlines has been shown to engender feelings
of contentment and reduced stress levels. It has been demonstrated that individuals tend to
exhibit heightened levels of attention to detail and demonstrate superior performance when
operating under the imposition of a deadline. The ability to meet deadlines is a
well-documented indicator of reliability and professionalism, which can lead to increased
opportunities within one's company. The most significant aspect is that it fosters trust and
reliability with clients, colleagues and employers. Evidence suggests that reliability and

commitment are qualities that can be depended upon (EasterCapital).

It is imperative to consider the psychological impact of achieving milestones when
managing deadlines effectively. The division of a large project into smaller, more
manageable tasks has been shown to enhance morale among team members. This is
because, upon completion of each phase of the project, all team members will experience a
sense of accomplishment. This endeavour entails more than mere execution of a task; it
involves the identification of underlying motivations and the subsequent recognition of
accomplishments. The regular achievement of such minor objectives has been
demonstrated to engender a positive sentiment within the team, to enhance their levels of
energy, and to increase their levels of confidence. This suggests that such individuals may

possess heightened levels of motivation and proficiency in their professional duties.

It is imperative to avoid "overcommitment". The findings of both studies indicate that
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it is unwise to assume responsibility for a greater number of tasks than one's capabilities
permit. A strong work ethic is often indicative of an individual's propensity to assume
additional responsibilities. However, it has been demonstrated that individuals can become
overwhelmed, which can result in the failure to meet crucial deadlines and the inefficient
use of company resources (Filestage). This shows that a sustainable work ethic requires
self-awareness and the ability to set appropriate boundaries, which is linked directly to the
pillar of "Knowing When to Say 'No." It shows that if an employee has too many
commitments, they cannot do their job well. This makes it clear that they must decide what

is most important for their job.

There are several strategies that can be employed to ensure that deadlines are met.
The effective management of time is of paramount importance. This necessitates the
identification of the most significant tasks, the establishment of realistic objectives, the
utilisation of calendars or planners, the prevention of distractions, and the incorporation of
regular breaks. The delegation of tasks when appropriate is also recommended. To address
this issue, it is possible to implement a number of strategies. Initially, the primary task is to
divide the major jobs into smaller, more manageable tasks. Subsequently, a plan should be
formulated that incorporates precise temporal allocation for each task. Subsequently, it is
imperative to eliminate any potential impediments that may hinder one's ability to engage in
professional endeavours. Finally, it is recommended that individuals consider the
implementation of a reward system to acknowledge the completion of a task. In the context
of collaborative endeavours, the establishment of explicit expectations, the utilisation of
collaborative tools, effective communication, proactive planning, and a flexible approach are
of paramount importance. The utilisation of technological solutions, such as project
management software, calendar reminders, time-tracking tools and automation, has been

demonstrated to enhance the efficiency of workflows (FasterCapital). If there are any

unexpected delays, it is important to:
- look at the situation
- change the timelines to be realistic
- re-order tasks

- ask for help
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- stay flexible

In addition, making detailed timelines for the creative and production departments,
explaining how one task depends on another, adding more time to internal deadlines, and
deciding exactly when to focus on important tasks can make things more successful
(Filestage). Learning from previous mistakes, viewing missed deadlines as opportunities for

improvement, is also important for continuous growth.
Proactiveness: Anticipation and Initiative

Proactiveness means seeing what might happen in the future and getting ready for
it. It means being ready to deal with any problems before they happen. A proactive person

plans ahead, looks ahead and takes action to influence situations positively (Everhour).

Proactive thinking and behaviour are predicated on the ability to foresee future
events, including those that may prove unfavourable. It is imperative that individuals
demonstrate proactivity, that is to say, they should take the initiative by acting
independently, without awaiting instructions or until issues reach a crisis point. Proactive
individuals are characterised by their ability to take ownership of their actions and the
outcomes that ensue. It is evident that they are proactive in their approach to
problem-solving. Another key trait is effective planning. This process involves the
establishment of objectives, the formulation of strategies to achieve these objectives, and
the periodic review and refinement of these plans. The utilisation of tools such as to-do lists,
calendars and project management software has been demonstrated to facilitate this

process (Everhour).

There are numerous advantages to adopting a proactive approach. The primary
function of this approach is to assist individuals in the identification and resolution of
potential issues, thereby preventing their escalation and the subsequent need for more
extensive intervention. This approach has been demonstrated to be effective in preventing
crises and reducing stress. Adopting a proactive approach has been shown to enhance
productivity by facilitating effective planning, the establishment of clear objectives, the
prioritisation of tasks, and the management of time in an efficient manner. The primary
function of this tool is to facilitate improved decision-making by encouraging individuals to
gather information and contemplate various possibilities, thereby reducing the likelihood of

errors. Proactive individuals have been shown to exhibit greater resilience. This suggests
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that they prepare for challenges and changes, which enables them to deal with
uncertainties and recover from setbacks more effectively. The ability to exercise control and
influence over outcomes is enhanced by the ability to take charge of situations and act
promptly, thereby fostering increased confidence. The establishment of robust personal and
professional relationships is predicated on the cultivation of discourse that is accessible to
all interlocutors and the discernment of the needs of others (Everhour). In the workplace,
proactive employees are highly valued as leaders and problem-solvers, which often leads
to greater opportunities for career advancement and professional growth. Studies show that
people who take action to improve their work situation are usually happier in their jobs and

get better results (Mads Singers). Furthermore, proactive business strategies have been

shown to improve team performance by up to 30% and reduce conflict-related issues by
25%.

It is imperative to adopt a proactive approach, as this can enhance team
performance and mitigate the occurrence of conflict. The extant research demonstrates that
adopting a proactive approach in the workplace is associated with increased job satisfaction
and superior performance. Furthermore, it has been demonstrated that the implementation
of proactive business strategies can enhance collaborative team dynamics and mitigate

conflict (Mads Singers). This finding indicates a direct correlation between a proactive

attitude and the organisational function. A proactive attitude is not merely about being
efficient in isolation; it is also a pivotal element in the organisation of collaborative efforts to

ensure the seamless execution of tasks.

However, adopting a proactive approach may not be without its drawbacks, and
caution is therefore advised. Excessive proactivity can result in elevated stress levels and
increased pressure. This is since individuals may find themselves assuming a greater
number of responsibilities and consistently anticipating the occurrence of problems. This
can result in feelings of exhaustion and fatigue, commonly referred to as "burnout".
However, it is important to exercise caution and avoid overplanning, as this can result in
inflexibility and frustration if circumstances do not unfold as anticipated. Individuals who
adopt a proactive approach may, on occasion, undertake responsibilities that extend
beyond their designated roles or engage in activities that fall outside the purview of their
designated duties. This behaviour can, on occasion, result in discord with their colleagues

or superiors. Furthermore, such individuals may be perceived as excessively controlling or
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meticulous in their attention to minutiae, a quality that can, on occasion, give rise to

complications within interpersonal relationships. Another potential risk pertains to the
possibility of committing errors. This phenomenon can be attributed to an overreliance on
issues that are ultimately non-existent. This may result in a failure to allocate sufficient
attention to matters of greater significance. Those who possess a propensity for immediate
action may encounter difficulties in exercising patience towards those whose responses are
less expeditious (Everhour). This necessitates a concerted effort to cultivate additional
competencies, including self-awareness, effective communication, and the capacity to
establish priorities. This will ensure that the individual is always working in the correct
manner and will avoid the development of fatigue and the occurrence of disputes with
others. The evidence suggests that intelligence and proactivity are superior to mere

proactivity.

There are several fundamental strategies that can be employed to assist in the
development of a proactive mindset. It is imperative to comprehend one's strengths,
weaknesses, and areas that may require enhancement. It is imperative to establish explicit
and attainable objectives. The objectives should be specific, measurable, achievable,
relevant, and time-bound (SMART). The concept of initiative entails the capacity to address
challenges or opportunities as they arise, even in circumstances where the specific
approach remains unclear. The ability to adapt is of paramount importance, requiring the
capacity to foresee future events and subsequently modify one's course as necessary. This
is of particular significance in contexts characterised by perpetual transformation. It is
imperative to acknowledge the significance of continuous learning and the refinement of
skills as a pivotal strategy to maintain a competitive edge in the face of evolving trends and
to facilitate the generation of novel concepts. The ability to identify and address root causes
is a key component of problem-solving, which can prevent the recurrence of issues. In
order to accomplish tasks expeditiously, it is essential to engage in effective planning,
determining the tasks of paramount importance, and managing one's time efficiently. The
capacity to exhibit resilience facilitates the ability to recuperate from adversity and maintain
an optimistic outlook. The solicitation of feedback can facilitate the identification of areas for
improvement and facilitate growth. It is evident that collaborative endeavours are
instrumental in fostering effective teamwork, thereby facilitating the resolution of challenges

collectively (Everhour). There are several ways to manage a business well. These include:
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- making a business plan

- setting clear goals

- good communication

- setting up systems

- hiring the right people

- being prepared for anything

- encouraging open communication

- identifying and dealing with risks quickly
- encouraging new ideas

- regularly reviewing processes

- thinking ahead

- taking action

- focusing on growth

- tracking time

- setting aside planning time

- asking for feedback

- being self-aware

- staying focused on what is important
- trusting the team

- using project management software
- seeking ways to reduce tension

- developing trust with team members

- creating an emergency plan (Mads Singers).

Organizational Skills: Structure for Success

The possession of well-developed organisational skills is of paramount importance.
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These tools assist individuals in the effective management of tasks, the determination of
priorities, and the optimisation of time utilisation. This can engender a more favourable
outcome in terms of their personal and professional lives. The possession of these skills is
of paramount importance for the maintenance of productivity and focus, irrespective of

whether the individual is engaged in a quotidian task or overseeing a substantial project
(Effy.ai).

The possession of strong organisational skills can confer numerous advantages. The
efficacy of these tools is evidenced by their ability to enhance user productivity, reduce the
time and effort required for task completion, and optimise the utilisation of time through
clear prioritisation and effective time management. This approach enables individuals to
meet their deadlines and avoid the adverse psychological effects of sudden and urgent
work demands. These skills also assist people in managing their time effectively, ensuring
they allocate sufficient time to each task. This approach prevents information overload,
enabling individuals to prioritise tasks effectively and enhancing their overall performance.
A further salient benefit is that it facilitates enhanced concentration. When tasks are
organised and the work environment is well-structured, there are fewer distractions. This
suggests that individuals are able to focus more efficiently on a single task at any given
moment. This approach has been shown to enhance the quality of work and reduce errors.
The possession of effective organisational skills has been demonstrated to engender a
reduction in stress and feelings of being overwhelmed. This is due to their ability to divide
large projects into smaller, more manageable tasks. This has been demonstrated to
engender a sense of reduced anxiety and to facilitate a perception of greater autonomy in
relation to their professional tasks. The organisation of a schedule has been demonstrated
to engender a reduction in mental clutter and an enhancement of workplace peacefulness.
Furthermore, these technologies facilitate collaboration and communication among
individuals. The organisation achieves this by establishing effective communication
channels, fostering collaborative teams, ensuring the appropriate allocation of tasks,
establishing clear deadlines, and maintaining oversight of project progress. This all leads to
better results (Effy.ai). The enhancement of cognitive abilities, particularly those pertaining
to organisation, has been demonstrated to engender heightened levels of confidence and to
facilitate superior decision-making processes, a consequence of enhanced cognitive clarity.

Indeed, the organisation of one's physical and mental space has been demonstrated to
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engender creativity. The positive effect on physical health is attributable to the reduction of

chronic stress and the encouragement of healthy lifestyle choices, such as regular exercise
and improved sleep. The benefits of this approach extend to mental health, with reduced
anxiety, an increased sense of self-efficacy, and enhanced relaxation. The possession of
good organisational skills is conducive to the successful balancing of one's professional and
personal commitments. The provision of assistance is instrumental in safeguarding
personal time and ensuring self-care is administered in an optimal manner. Furthermore,
they assist in the development and consolidation of interpersonal connections by
demonstrating reliability and allocating time for personal pursuits. In conclusion, the
provision of assistance in the establishment of objectives and the management of
resources has the potential to facilitate growth and the attainment of success

(usemotion.com).

Organisational skills are important for overall well-being. The list of benefits is very
long. It includes better productivity, as well as better physical and mental health. This is
because it reduces stress and encourages healthy lifestyle choices. It also reduces anxiety

and gives a sense of control (usemotion.com).

This suggests that proficiency in organisation transcends the confines of mere job
efficacy. Furthermore, they play a pivotal role in fostering a positive work-life balance
among employees, thereby enhancing their overall well-being. In the context of human
resources and organisational development, this suggests that training in organisational
skills can be presented not just to boost productivity, but to improve the health and

wellbeing of the workforce, thereby ensuring greater sustainability in the long term.

It may appear counterintuitive, but a correlation exists between the effectiveness of a
group in collaborative endeavours and its capacity for creativity. Research has
demonstrated that maintaining order and organisation can enhance creativity by facilitating
the process of "decluttering" and establishing a more conducive environment. Creativity is
frequently associated with unstructured or unconstrained thought processes. However,
research findings indicate that maintaining a structured and organised cognitive framework
facilitates more creative thinking. This finding suggests that, in contrast to the prevailing
notion that creativity flourishes in a state of chaos, well-organised environments can in fact

stimulate the generation of novel concepts.
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Organisational skills encompass both hard and soft skills. Hard skills are defined as
technical abilities that can be acquired through education or experience. These
competencies encompass proficiency in software utilisation, effective project management
and the application of tools to enhance productivity. The possession of these skills is of
paramount importance for the effective and expeditious execution of professional
obligations. Soft skills are defined as personal characteristics and social skills. These
competencies encompass communication, adaptability, time management, teamwork,
problem-solving, emotional intelligence, and decision-making. These competencies
facilitate effective collaboration, adept management of interpersonal relationships, and the

adept leadership of teams. The following are illustrative examples of effective organisation:
- managing time
- deciding what tasks to do first and what to do later
- being able to ask others for help
- setting goals
- organising your work environment
- being able to communicate
- solving problems
- making decisions
- being able to adapt
- being able to take responsibility for your actions (Effy.ai).

In order to cultivate and maintain effective organisational skills, it is recommended to
devise a weekly schedule that prioritises tasks and incorporates regular activities. This
approach enables flexibility in the event of unforeseen circumstances. The organisation of
domestic space, including the maintenance of a tidy home and computer, has been
demonstrated to enhance productivity. The establishment of modest objectives, the
fragmentation of substantial undertakings into more manageable components, and the
recognition of each completed step can facilitate sustained motivation. In order to enhance
one's proficiency in these competencies, it is imperative to explore novel approaches, tools

and systems that are aligned with contemporary requirements. This necessitates a
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willingness to modify established practices over time in response to evolving circumstances

(Effy.ai).
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Delivering High-Quality Work: Excellence and Productivity

The delivery of high-quality work is predicated on the consistent fulfilment of
expectations, and indeed, the surpassing of them. This is of paramount importance for
productivity, customer satisfaction and the organisation's reputation. The term "quality work"
is understood to denote the execution of a task in a satisfactory manner and in a timely
fashion. It has been demonstrated that it meets the expectations of all relevant parties
(Profit.co). This is very important: if the work is of poor quality, it can have a negative effect
on productivity. This is because the work may need to be redone, or it may even be
rejected. This means that all the time and effort that has already gone into the project could
have been a waste of time. Focusing on making great products means putting customers

first, which is the best way to make them happy (Effivity).

There exists a plethora of literature pertaining to the subject of producing high-quality
work. It is imperative for individuals to consistently demonstrate their utmost efforts and
commitment to achieving their objectives. This cognitive approach fosters continuous
improvement in professional performance, enabling individuals to function effectively
without the constant oversight typically required in traditional work environments. This skill
set is of paramount importance in today's competitive and ever-changing job markets.
Furthermore, it is considered beneficial to extend beyond the requirements of one's
designated role, thereby providing assistance to one's colleagues. This approach is
expected to enhance teamwork and cohesion. It is imperative to undertake regular reviews
of one's work, identify any errors, and address them promptly. Collaboration is imperative. It
is imperative to establish a rapport with the team and to encourage members to adhere to
the highest standards of quality. This is of particular significance when one requires
assistance from others or to distribute responsibility. The most crucial element in this regard
is to maintain concentration and adhere to the stipulated schedule. It is imperative to
eliminate all potential distractions and adhere strictly to the stipulated plan in order to
ensure the timely submission of all assignments. It is evident that this will result in a greater

allocation of time to complete tasks, while maintaining the standard of work (Profit.co).

A focus on quality can be extremely beneficial for businesses. This has been shown
to increase customer satisfaction, leading to repeat business and positive referrals. This

strategy will enhance the company's reputation, thereby fostering greater customer

69


https://www.profit.co/blog/task-management/what-is-quality-work-and-5-tips-to-deliver-it/
https://www.effivity.com/blog/7-major-benefits-of-quality-focused-approach
https://www.profit.co/blog/task-management/what-is-quality-work-and-5-tips-to-deliver-it/

confidence. This approach has been demonstrated to enhance workflow efficiency by
eliminating superfluous processes, thereby conserving time and resources, and augmenting
productivity. A further advantage of this approach is that it has been demonstrated to
enhance employee motivation. Employees will experience greater job satisfaction and
reduced turnover when working for a reputable company. Furthermore, a focus on
achieving optimal outcomes can lead to cost savings by maximising the productivity of
employees and eliminating superfluous expenses. The primary function of the latter is to
ensure that the company adheres to all the relevant rules and standards, thereby fostering
trust and credibility in the eyes of the public. Ultimately, this approach fosters an
environment conducive to innovation and the generation of novel concepts, thereby
enhancing the organisation's competitive advantage over other companies in its field
(Effivity).

A key issue is the distinction between the quantity of work completed and its quality.
Unfortunately, many organisations prioritise productivity over the quality of work. The
pursuit of unattainable productivity targets can lead to diminished performance and reduced
job satisfaction. This highlights a fundamental problem: an increase in work hours does not
guarantee an improvement in work quality. In human resources and organisational
development, this necessitates a balanced assessment of performance, incorporating both
quality and quantity. effective leadership involves motivating employees to excel, even if it
means adjusting their expectations. They seek to recognise true effort, not mere

appearance of activity (ActivTrak).

The importance of quality is twofold: it helps to make sure the business can grow in
a sustainable way, and it makes employees proud. A focus on quality means more satisfied
customers, a better reputation and happier employees who are proud of their work (Effivity).
This demonstrates that quality is more than a short-term objective; it is a fundamental
component of a business's long-term strategy. This approach has the potential to foster
customer loyalty and ensure employee engagement. Investing in robust processes and
standards fosters a positive cycle: satisfied customers generate a superior reputation,

which in turn attracts and retains top talent, driving continuous improvement and growth.

The way a manager leads can significantly influence the quantity and quality of work

accomplished by their team. Transformational leadership, which emphasises teamwork,
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personal growth and innovation, can foster quality but may result in excessive meetings or

employees feeling overwhelmed. Conversely, transactional leadership, characterised by
direct feedback, efficiency and deadlines, can improve efficiency but may limit creativity and
create a dependence on the leader. To achieve optimal results, leaders must establish clear
goals. Research indicates that this can enhance employee performance by up to 90%. It is
vital that the way in which people communicate with each other is streamlined, that the way
in which they work is optimised by the removal of impediments, and that they are provided

with clear feedback on their performance (ActivTrak).
Reliability: Dependability and Team Cohesion

Reliability encompasses consistently meeting commitments, fulfilling responsibilities,
and delivering high-quality work. This attribute engenders a sense of reliability in one's
professional capacity, fostering mutual trust and dependability among colleagues and within
organisational frameworks. This is a highly prized quality in the workplace, which is of
paramount importance to an employee's success and the extent of their contributions.
Reliability is defined as the consistent performance of a product, system or service, in
accordance with its intended design, over the designated operational lifespan (Creative

Safety Supply).

Reliability is a fundamental component of professional competence, with the
capacity to facilitate access to a range of opportunities. The efficacy of this system in
enhancing productivity and reducing stress for employees has been demonstrated by the
minimisation of interruptions and the delivery of high-quality work, leading to the meeting of
deadlines. Reliability is a fundamental aspect of professional conduct, contributing to the
establishment of trust with colleagues, supervisors, and clients. This, in turn, fosters a
positive reputation and strengthens professional relationships. In a collaborative
environment, reliable employees consistently demonstrate a high level of proficiency in their
respective roles. This approach has been demonstrated to engender enhanced teamwork
and collaboration. Moreover, it has been demonstrated that this measure can contribute to
a reduction in stress and arguments within a team by limiting misunderstandings caused by
unreliable behaviour. In essence, reliability constitutes a fundamental aspect of professional
conduct. This demonstrates the candidate's commitment to professional obligations and

their ability to manage their schedule and commitments effectively. Kindly refer to the
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ensuing details pertaining to the aforementioned meeting (Always There Staffing).

When a company is reliable, customers are happier because their products always
work well. This means more positive reviews and customers coming back to buy again.
Companies that are known for being reliable build a strong reputation for themselves. It also
means less money spent on maintenance, as good systems do not need as many repairs. If
the system is reliable, it will be more productive because it will have less downtime and
fewer production disruptions. In industries where human safety is very important, such as
aerospace, healthcare, and transportation, reliability is crucial for avoiding accidents or
major problems. Overall, reliable systems make things more efficient by making operations

smoother and reducing delays and waste (Creative Safety Supply).

Reliability serves as the bedrock of organizational function. It minimizes disruptions,

enhances workflow, and reduces stress at the individual and team levels (Always There

Staffing). At a systemic level, it directly contributes to increased productivity and ensures
safety and risk mitigation (Creative Safety Supply). This means that reliability is not just a
good quality in people, but something that is essential for any organisation to function well,
efficiently and safely. If this stability is not there, other parts of the work ethic might find it

hard to have the full effect they should.

In circumstances where reliability is absent, the consequences for individuals,
commercial enterprises and the natural environment can be significant. In the absence of
brand trust, customers will not purchase from the brand. This can result in a decline in sales
and a negative perception of the brand. This can result in increased maintenance costs,
periods of business closure, and loss of revenue. In industries where safety is of paramount
importance, equipment failures due to reliability concerns can have severely deleterious
consequences. This encompasses medical errors and accidents during transportation,
which jeopardise public safety. The necessity for recurrent repairs and substitutions due to
the unreliability of the products in question also hinders individuals from undertaking the
necessary tasks. Furthermore, products with a reduced lifespan due to substandard
manufacturing consume greater quantities of resources over time. This results in a greater
volume of waste being produced and a higher energy consumption, which is detrimental to

the environment (Creative Safety Supply). This shows that if someone is unreliable, it can

have a negative effect on team morale, how well a project is done, how customers see the
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company, and even on society and the environment. This makes reliability a big

responsibility that has a lot of ethical and practical consequences.
Seeking Solutions, Not Just Problems: Problem Prevention and Innovation

This pillar is all about being ready to tackle problems head-on, finding out what the
real causes are and then coming up with ideas to solve them. It is a big change from just
dealing with problems after they happen to trying to stop them from happening in the first

place.

It is far more advantageous to proactively address issues before they materialise
than to respond to them once they have already occurred. This approach has been shown
to result in significant time and resource savings. This is due to the fact that it is frequently
time-consuming and challenging to ascertain the underlying issue, and even more difficult
to formulate and implement the appropriate solution. It is imperative to address issues
proactively in order to minimise the time and effort expended on their resolution. This
approach enables the optimisation of resource allocation, allowing for the focus on other
tasks. This approach has been shown to enhance efficiency by mitigating delays and
disruptions, thereby ensuring seamless workflow. This has been demonstrated to result in
increased productivity and superior financial outcomes for the company. The emphasis on
proactively addressing potential issues has been shown to foster a more proactive team
mindset, thereby enhancing their problem-solving capabilities. This approach has been
demonstrated to engender a more conducive work environment, characterised by a
reduction in stress and frustration. It has been demonstrated that employees who feel
supported and valued in their roles tend to exhibit higher levels of contentment and are less

likely to seek alternative employment opportunities (The Career Accelerators).

The strategic shift from reaction to prevention is a critical evolution in organizational
thinking. The evidence clearly articulates that "problem prevention is the way to go"
because it "saves time and resources" and "improves efficiency" compared to simply

addressing problems after they arise (The Career Accelerators). This shows that

organisations need to change how they work. They should stop dealing with problems as
they happen and start planning for them. For human resources and organisational
development, this means that training and cultural initiatives should focus on looking ahead,

identifying risks, and planning for the future. This is better than just dealing with problems
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when they happen and helps to make the workforce stronger and more efficient.

It is important to be good at solving problems because workplace challenges can be
complicated and always changing. Workplace problems are different from personal issues
because they often involve lots of different people, span several departments, and require
special knowledge. These problems also must deal with ever-changing environments
influenced by technology, market conditions, and human factors. Employees who can solve
problems quickly make the workplace more productive and efficient. They can quickly
analyse situations, find the main causes of problems and come up with practical solutions.
This saves time and resources and makes sure that work doesn't stop

(weCreateProblems).

A particularly compelling aspect is that problem-solving acts as a catalyst for
innovation, not just correction. Research emphasizes that problem-solving skills "drive
innovation" because employees who possess them "don't just fix issues — they also explore
alternative methods and strategies that could lead to improvements" (weCreateProblems).
This approach encompasses more than mere repairs; it is a comprehensive strategy for
addressing and rectifying underlying issues. It is suggested that the capacity to
conceptualise novel solutions to challenges is concomitant with the ability to innovate in the
domain of products, processes and methodologies for customers. This underscores the
significance of problem-solving as a pivotal skill for continuous improvement, rather than a

mere reaction to adversity.

The ability to solve problems is also of great significance in the resolution of conflicts
and the management of interpersonal relationships. The programme has been developed to
assist individuals in managing disagreements in a composed and rational manner. This
approach fosters enhanced working relationships and promotes greater team morale.
Leaders who demonstrate proficiency in problem-solving can facilitate enhanced
performance among their employees and teams by ascertaining their areas of strength and
identifying areas for development, allocating tasks in a manner that optimises their
potential, and ensuring that they are supported to achieve their best possible outcomes.
These skills also facilitate the adept navigation of unanticipated circumstances by
encouraging rapid cognition and responsive action. In the long term, the possession of

effective problem-solving skills is of paramount importance for those pursuing leadership
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and management roles. This can result in career advancement, promotions and an
increase in responsibility. Ultimately, effective problem-solving skills ensure that daily
actions are aligned with the company's primary objectives. The rationale behind this is that
one's day-to-day tasks are associated with one's broader, long-term objectives

(weCreateProblems).

Receiving Constructive Criticism Positively: Growth and Development

It is important to be receptive to criticism in order to facilitate continuous learning and
personal growth, as well as to ensure that the workplace environment is conducive to
problem-solving. It is imperative for individuals to possess a comprehensive understanding
of their strengths and weaknesses. It has been demonstrated that when feedback is given
in a polite manner, it can have a positive impact on the individual, enhancing their

performance and contributing to an overall sense of well-being (Rollins College).

It is imperative to discern between constructive and detrimental feedback. The
underlying philosophy of constructive feedback is predicated on the notion of facilitating
enhancement in individuals by highlighting areas that may be improved and offering
actionable recommendations. The focus of this approach is on behaviours or actions that
require modification, as opposed to an attack on the individual, with the overarching
objective being to provide assistance. This approach to problem solving is distinguished by
its specificity, pragmatism, and equilibrium. It acknowledges positive aspects while
concurrently  highlighting areas that necessitate enhancement. Furthermore, it
demonstrates a forward-looking perspective. Destructive feedback is defined as criticism
that is directed towards another individual with the intention of causing emotional distress or
discomfort. Such comments may be considered as personal attacks or negative remarks.

This has the potential to engender feelings of self-esteem (Rollins College). The key

difference lies in the delivery and intent.

Individuals who frequently receive feedback must consider how they manage
criticism. It is beneficial to perceive criticism as a catalyst for self-improvement rather than
as an attack on one's personal integrity. It is imperative to pay close attention to the
speaker's discourse. This entails the following actions: first, to direct one's gaze towards the
speaker, second, to indicate one's acknowledgement of the speaker's utterance through a

nod, and third, to utilise verbal expressions such as "yes" and "no" to demonstrate one's
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comprehension. The posing of questions to elucidate, for example by requesting specific
illustrations or materials to enhance one's comprehension, is an indication of one's
engagement and desire to comprehend. Finally, it is imperative to allocate time for reflection
on the feedback received. There are a number of ways to achieve this, including the
following: the maintenance of a journal, the creation of an action plan, or the consultation of
a trusted mentor. This will facilitate the processing of the information and enable the

determination of effective utilisation.

The advantages for employee development and growth are considerable. The
provision of constructive feedback has been demonstrated to enhance employee
performance. A substantial body of research has demonstrated that employees who receive
constructive feedback from their superiors demonstrate enhanced levels of productivity and
performance (Situational). It builds stronger relationships by fostering trust and open
communication, demonstrating a genuine interest in the recipient's success, and improving
communication skills for all parties involved (Rollins College). Regular constructive criticism
fosters professional growth by supporting continuous learning and challenging employees
to acquire new skills; 72% of employees consider critical feedback crucial for career
development. It also improves team dynamics by promoting transparency and collaboration,
leading to more innovative problem-solving (Situational). Furthermore, it clarifies
expectations, reducing miscommunication, and contributes to retaining top talent by making

employees feel valued and motivated (Rollins College).

A compelling aspect of constructive feedback is its role as a retention strategy.
Evidence indicates that "constructive criticism... has proven to produce lower turnover rates

in companies that make employee feedback a priority" (Rollins College). This shows that a

positive feedback culture helps to keep employees. For human resources and
organisational development, this positions feedback not just as a way of managing
performance, but as a key part of planning how to manage talent and make employees

want to stay.

The success of feedback depends on two things: being able to give and receive it
effectively. To give and receive constructive criticism well, everyone involved needs to be
skilful and make a conscious effort (Situational). This work ethic is most effective when

everyone in the organisation is committed to developing these communication skills,
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instead of relying on the person giving or receiving feedback to do it all. This means that

training programmes need to address both sides of the feedback exchange. They should

encourage a culture where feedback is a regular, valued and well-executed practice.
Continuous Learning: Adaptability and Career Advancement

In the contemporary workplace, characterised by rapid transformation, it is
imperative to recognise that the cessation of learning is not a viable option once
educational pursuits have been completed. In order to enhance one's professional
proficiency, it is imperative to engage in continuous learning to remain contemporary and
progress within one's career. The contemporary job market is undergoing significant
transformation due to advancements in automation and artificial intelligence, as well as the
repercussions of global crises. It is evident that there is an increasing demand for
individuals who possess the ability to work effectively and have a strong familiarity with
technological devices and systems (Cornerstone OnDemand). What constitutes a highly
sought-after skill today may become obsolete tomorrow, particularly in innovation-driven

industries. Lifelong learners intuitively understand this imperative (Intuitive).

The pursuit of continuous learning is associated with numerous advantages. It has
been demonstrated to facilitate the enhancement of skills and competencies. This suggests
that individuals have the capacity to acquire new competencies and refine their existing
abilities. This facilitates the acquisition of more senior roles within the company. It is
imperative to engage in continuous learning to maintain currency with developments in
one's field and technological advancements. This will also help to ensure that new
opportunities are not overlooked and that career progression is maintained. The utilisation
of this methodology has the potential to facilitate career advancement and promotion.
Furthermore, 73% of employees express a desire to learn about new company roles.
Furthermore, it has been demonstrated that the aforementioned skills can facilitate the
acquisition of employment. In circumstances where the number of professionals with the
necessary skills is insufficient, this facilitates the process by which they can distinguish
themselves and be selected (Cornerstone OnDemand). In addition to facilitating career
advancement, it fosters personal growth, enhancing self-esteem, self-confidence, critical
thinking skills, and a sense of curiosity. The proposed intervention has the potential to

enhance adaptability by facilitating the development of creativity and problem-solving skills.

77


https://www.cornerstoneondemand.com/resources/article/8-reasons-why-continuous-learning-is-crucial-for-career-growth/
https://careers.intuitive.com/en/employee-stories/career-growth-advice/the-importance-of-continuous-learning-and-professional-development/
https://www.cornerstoneondemand.com/resources/article/8-reasons-why-continuous-learning-is-crucial-for-career-growth/

This suggests that individuals can more readily adapt to changes in their roles or industries.
The pursuit of continuous learning has been demonstrated to engender a state of
contentment in one's professional milieu, to cultivate a profound passion for learning, and to
foster a heightened sense of engagement in one's occupational endeavours. Furthermore,
it has the potential to enhance one's financial earnings. In conclusion, the introduction of
novel technologies and methodologies invariably prompts individuals to conceptualise in

hitherto unexplored ways (Intuitive).

Continuous learning serves as a proactive tool for industry evolution. The evidence
explicitly states that "Continuous learning is the proactive tool that best prepares employees

for industry evolution" (Cornerstone OnDemand).This directly links continuous learning to

the concept of proactiveness, highlighting that organizations and individuals cannot afford
to merely react to industry changes. Instead, they must continuously learn and adapt to
anticipate and even shape future trends. This positions learning as a strategic,

forward-looking investment rather than just a remedial activity.

A significant implication for organizations is the strategic importance of talent mobility
and internal growth. Research indicates that "Internal career growth is significant for
modern workforces, with Cornerstone's Talent Mobility report finding that 73% of employees

are interested in learning about new company roles" (Cornerstone OnDemand). This

suggests that continuous learning is not just about individuals gaining skills but is a key part
of a company's overall plan for talent development. By encouraging a culture of ongoing
learning, companies can cut hiring costs, improve staff retention by meeting their desire to

develop, and create a workforce that can quickly adapt to changing business needs.

There are numerous methods of continuing one's education, and it is imperative to
select those that align with one's personal preferences. The establishment of specific,
quantifiable objectives that are pertinent to the timeframe in question is advantageous for
both the organisation and the individual. The effective management of time is of paramount
importance. It is imperative to establish routines that facilitate the allocation of time for
learning, even during periods of professional and personal engagement (Intuitive).
Requesting feedback from colleagues and mentors is an effective strategy for identifying
areas for improvement and maintaining the knowledge acquired. There are a variety of

methods by which to acquire knowledge, including webinars, podcasts, online courses,
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shadowing opportunities and mentorships. This enables individuals to select the most

suitable option for their particular circumstances (Cornerstone OnDemand). Requesting
feedback from colleagues and mentors is an effective strategy for identifying areas for
improvement and maintaining the knowledge acquired. There are a variety of methods by
which to acquire knowledge, including webinars, podcasts, online courses, shadowing
opportunities and mentorships. This enables individuals to select the most suitable option

for their particular circumstances.

To enhance one's proficiency in a particular domain, it is imperative to be receptive
to acquiring novel competencies in one's daily routine. It is important to engage in regular
reflection on the knowledge acquired and its application in professional contexts. This
practice facilitates enhanced retention and facilitates the identification of subsequent
learning needs. The maintenance of a learning journal has also been demonstrated to be of
assistance. Finally, the importance of knowledge sharing cannot be overstated. It is
possible to achieve this objective through the instruction of others, the execution of projects
in collaboration with other individuals, or the composition of articles. This facilitates the

acquisition of knowledge, both for oneself and for others (Intuitive).
Knowing When to Say "No": Boundaries and Well-being

The capacity to decline tasks in a methodical manner constitutes a pivotal aspect of
autonomy. This approach enables individuals to identify their priorities, attend to their own
needs, and accomplish more. This entails the strategic allocation of one's resources, the
discernment of capabilities and limitations, and the allocation of time for pivotal tasks that

align with one's objectives.

The establishment of boundaries is conducive to optimal mental health. It has been
demonstrated that the implementation of boundaries can facilitate mental well-being in the
workplace, as the absence of boundaries can engender a perpetual cycle of demands, with
no temporal allowance for rest or recuperation. This persistent pressure can result in
chronic stress, which can manifest as profound fatigue and a general state of exhaustion.
The issue may potentially lead to the development of genuine health complications over an
extended period. The ability to refuse requests can assist in the prevention of fatigue and
the maintenance of mental acuity over time. This approach is not driven by selfishness, but

rather by an awareness of the limitations of human capacity, leading to the recognition that
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an overambitious agenda ultimately benefits no one. By altering the connotation of "no" to

emphasise what is of importance to the individual, one can ensure sufficient time and

energy to dedicate to the matters that are of significance, including one's mental well-being.

The merits of establishing boundaries in one's professional trajectory are compelling.
The ability to concentrate and accomplish more in a shorter amount of time is facilitated by
this approach, as it enables individuals to dedicate their attention to projects that are
significant, thereby ensuring superior outcomes. Research has demonstrated that
individuals who are able to focus on a single task without the interruption of distractions
tend to demonstrate enhanced levels of productivity and report higher levels of job
satisfaction. This approach is conducive to achieving optimal outcomes. The ability to
refuse requests can, in fact, engender a greater level of respect from one's colleagues. The
establishment of clear boundaries is indicative of an individual's self-awareness and the
values they uphold. This behaviour engenders a sense of respect from colleagues and
superiors. Those who engage in such behaviour are often regarded as demonstrating
competence in their roles and possessing the capacity to advocate for themselves, both of
which are paramount qualities in a professional environment. It is imperative for the
prevention of burnout. Burnout is a prevalent issue that can impede cognitive function,
decision-making, and overall well-being. The condition has also been demonstrated to
engender difficulties in professional efficacy and the cultivation of positive interpersonal
relationships. The failure to establish boundaries can result in a state of emotional and
physical distress, characterised by symptoms such as depression, anxiety, chronic fatigue,

and cardiovascular disease.

It is important to acknowledge that rejecting a task that one is not inclined to
undertake can, in fact, result in a more favourable perception of oneself by others. A
common concern among professionals is the potential repercussions of declining a client's
request, as it may be perceived as a negative reflection on their professional competence.
However, the extant evidence suggests that the establishment of clear boundaries is
indicative of an individual's self-worth and confidence in their values. This, in turn, fosters a
sense of respect among colleagues and superiors. The ability to articulate a refusal in a
manner that is both polite and considerate is indicative of an individual who possesses the

capacity for foresight, a commitment to excellence, and a professional demeanour.
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Furthermore, it is imperative for the health and safety of a company to comprehend
the correlation between the establishment of boundaries and the promotion of long-term
health. The lack of boundaries in the workplace and the perpetual state of stress have been
demonstrated to be associated with "chronic stress, burnout, and even physical health
problems," including severe conditions such as "depression, anxiety, and even physical
health problems like chronic fatigue and heart disease." This renders the establishment of
boundaries a matter that is not merely a personal prerogative; rather, it becomes an
essential component in ensuring the safety and well-being of the organisation.
Organisations that fail to assist their employees in establishing boundaries may encounter a
decline in productivity and an increased prevalence of long-term health issues within their
workforce. This phenomenon can result in increased healthcare expenditures and a decline

in workforce participation.

There are several effective methods for articulating a refusal and establishing
boundaries. It is imperative that individuals evaluate their capabilities and current workload
prior to undertaking additional responsibilities. It is imperative to articulate clearly the needs
and boundaries that must be respected. The employment of "I" statements is recommended
to convey this message effectively. For instance, one might say, "I am unable to accept
additional tasks at this time, as it would compromise the standard of my work." The
proposal of an alternative solution or the suggestion of a colleague who may be able to
assist demonstrates a consideration for the team and an awareness of one's own
limitations. It is also beneficial to identify which tasks are of paramount importance and to
articulate the rationale behind declining a request that is not aligned with a more significant
objective. It is imperative to practise kindness towards oneself and to acknowledge the
legitimacy of prioritising one's own needs. It is imperative to engage in discourse with
superiors and peers regarding the volume of work one is encumbered with, and the
potential courses of action available. Finally, it is imperative to ascertain the availability of
the individual in question and to determine their preferred method of contact. It is also
recommended that routines are established with the objective of enabling individuals to

focus on their work, to take breaks and to unwind.

It is imperative to acknowledge the pivotal role that managers play in establishing
boundaries for employees. It is recommended that organisations foster an environment of

open communication, ensuring that employees feel at ease discussing concerns and
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workload-related issues, and responding with empathy. It is imperative to encourage regular
breaks, to ensure adequate disconnection after working hours, and to utilise vacation time.
The allocation of tasks to team members should be based on their capabilities, interests,
and current workload, thereby ensuring that no individual is overloaded. In addition, the
provision of resources, including tools and training, is recommended in order to assist
individuals in the management of stress and the establishment of boundaries. The
recognition and reward of achievements is an indication of the value placed on hard work
and the establishment of a culture that values success. It is imperative for managers to set
an exemplary precedent. It is imperative that the programme demonstrates the
establishment of healthy boundaries, in addition to the cultivation of self-care and the
maintenance of a healthy work-life balance (Livelihood Counseling & Corporate Wellness
Magazine).
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Table 4: Overview of Work Ethic and Responsibility Pillars

Pillar Name Core Concept Key Benefit
Punctuality Arriving on time and respecting Builds trust and
others' schedules. professionalism.
Taking Ownership Assuming responsibility for tasks Enhances engagement and

and outcomes from start to finish.

accountability.

Meeting Deadlines

Completing work within specified
timeframes.

Proves credibility and
improves productivity.

Proactiveness Anticipating challenges and taking Improves problem-solving and
initiative to create favourable fosters innovation.
outcomes.

Stay Organized Managing tasks efficiently through Boosts productivity and

prioritization and systematic
approaches.

reduces stress.

Deliver High-Quality
Work

Striving for excellence in every task,
meeting or exceeding expectations.

Increases customer
satisfaction and enhances
reputation.

Be Reliable

Being consistently dependable in
meeting commitments and
responsibilities.

Fosters trust and improves
team efficiency.

Seek Solutions, Not Just
Problems

Proposing constructive remedies
rather than merely identifying
issues.

Saves time and resources,
drives innovation.

Take Constructive
Criticism Positively

Accepting feedback openly for
professional improvement.

Enhances performance and
builds stronger relationships.

Keep Learning

Continuously seeking to improve
skills and knowledge.

Unlocks career advancement
and ensures adaptability.

Know When to Say "No"

Strategically declining tasks to
protect well-being and focus.

Prevents burnout and
improves focus.
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Cultivating a Culture of Strong Work Ethic

This guidebook has examined the most significant components of work ethic and
responsibility, demonstrating their profound and intricate interconnection with individual and
organisational performance. There are two fundamental components that define the
qualities of a competent professional. The first of these is the act of being punctual.

Secondly, it is important to be able to recognise when to decline.

The positive outcomes of these actions — enhanced productivity, a favourable
reputation, improved relationships, reduced stress and professional progress — collectively
contribute to a more favourable situation. Challenges must be addressed and ongoing
learning maintained. Furthermore, the possession of strong organisational skills is
conducive to the timely completion of tasks and the delivery of satisfactory results.
Reliability establishes trust, which is vital for accepting criticism and encouraging
responsibility. Declining tasks methodically ensures the endurance of other commitments
and prevents exhaustion. Organisations should not see these pillars as discrete training
modules, but as integral components of a comprehensive development strategy. Investment
in a particular domain, such as the enhancement of organisational skills, has the capacity to
engender favourable outcomes in numerous other domains. This, in turn, optimises

investment in talent development.

A strong work ethic helps to create a workforce that is resilient, adaptable and
innovative. It clearly improves how much employees enjoy their work, how often they leave
their job, and how much money the company makes. It is very important because it helps
employees to be mentally and physically healthy and stops people from getting too tired
and worn out at work. In the competitive talent landscape, where "48% of employers cite
their most urgent concern over the next three years as a skills and talent shortage"
(Cornerstone OnDemand). Having a strong work ethic is very important. Organisations that
successfully encourage these qualities not only improve how they work but also attract and
keep the best employees. This shows that they have a strong work ethic, which is good for

their reputation as an employer.
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Table 5: Benefits of Strong Work Ethic

Key Benefit Increased Enhanced Career Reduced Improved Better Enhanced
Pillars Productivity Trust Advancement Stress Innovation | Relationships | Reputation
Punctuality v v v v v v
Taking

Ownership v v v v /

Meeting

Deadlines v v v v v
Proactiveness v/ v v v v v

Stay

Organized v v v v

Deliver

High-Quality v v v v
Work

Be Reliable v/ v v v v
Seek

Solutions, Not v v v v v

Just Problems

Take

Co'r?s'tructlve % v v v

Criticism

Positively

Keep. v v v

Learning

Knov'\ll V\/Pen to % % v v v

Say "No
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Generation Z, broadly defined as individuals born between the mid-1990s and the
early 2010s, represents the first cohort to grow up entirely in the digital age (McKinsey &
Company, 2024 (Mckinsey). Unlike Millennials, who experienced the transition into
widespread internet and smartphone use, Gen Z was immersed in technology from a young

age. They are often described as true digital natives, fluent in social media, mobile apps,

and digital communication (Stanford University). This technological immersion has shaped

their values, behaviours, and expectations in unique ways.

Research shows that Gen Z is characterized by a strong preference for authenticity,
immediacy, and personalized experiences (EY). A global McKinsey study found that more
than 70% of Gen Z respondents rated “being true to oneself’ as their highest personal
value, higher than any previous generation (Mckinsey). They are often entrepreneurial,
socially aware, and pragmatic, valuing stability and flexibility in both personal and
professional lives (British Council). Mental health, diversity, and sustainability rank high
among their priorities, and they tend to favour inclusive, purpose-driven organizations
(Tirocchi).

This generation’s digital upbringing has also influenced their approach to work and
learning. According to the World Economic Forum’s (Euture of Jobs Report 2023), Gen Z
shows higher adaptability to emerging technologies than older cohorts, but also a sharper
awareness of risks like misinformation, online stress, and digital burnout. In practice, this
means employers and educators must strike a balance: Gen Z thrives in environments that

combine digital fluency with opportunities for meaningful, values-based engagement.
Traditional Education’s Structure and the Future

As the world transitions into an era dominated by digital technologies, automation,
and artificial intelligence, the structures of traditional education are being tested. While
access to information has never been greater, the formal systems that shape knowledge

acquisition and professional development often lag behind the needs of a fast-evolving

labour market (European Commission).

Generation Z, entering this landscape, faces a double-edged reality: they are highly

adaptable to digital tools, but frequently underserved by educational models still rooted in
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20th-century paradigms (OECD). One of the most pressing challenges today is the
persistent gap between academic learning and real-world employability. Curricula in many
secondary and higher education institutions across Europe, including in Greece and Latvia,
remain heavily theory-oriented, leaving little room for the development of practical skills,

interdisciplinary problem-solving, or exposure to workplace expectations (Cedefop).

A recent Cedefop report (2025) underlines this issue, showing that many young
Europeans, even with university degrees, lack the adaptability and applied knowledge
needed to secure long-term employment (Eurostat). confirms that despite higher levels of
tertiary education attainment, young graduates in several EU states remain
overrepresented in temporary contracts and underemployment. This suggests that
educational models are not equipping them with transversal competences such as
communication, teamwork, and initiative — skills increasingly demanded by employers

(pmc.ncbi.nim.nih.gov).

The European Youth Guarantee and initiatives such as Erasmus+ have attempted to
close this gap by linking education with experience, but their impact is uneven across

member states (Eurofound, 2023). In Greece, for example, NEET rates remain among the

highest in Europe despite these initiatives (Tovima, 2023), whereas in Latvia the challenge

is less unemployment but rather mismatches between graduate skills and employer

expectations (Eurostat, 2024). As automation and Al reshape the labour market, this gap

risks widening further unless education systems adapt quickly and systematically (World

Economic Forum, 2023).

Youth Unemployment: What and Why?

In Greece, youth unemployment remains persistently high. According to (Eurostat

2024) (Eurostat, 2025, more than 27% of people under the age of 25 are not in
employment, education, or training (NEET). Greece is consistently among the EU countries

with the highest youth unemployment and NEET rates (Tovima, 2023). Many Greek

graduates face Ilimited job prospects in their field of study, pushing them into

underemployment or forcing them to seek work abroad (Cedefop).

Similarly, in Latvia, while the youth unemployment rate is comparatively lower —

around 12.3% in 2023 (Central Statistical Bureau of Latvia, 2024) there is growing concern

that young jobseekers lack the practical and interpersonal capabilities required in the digital
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economy (OECD).

Another layer to this challenge is the rapid integration of automation into the
workplace. Jobs that once required routine tasks are being redefined, and entirely new
roles are emerging (World Economic Forum). In this environment, academic qualifications
alone are insufficient. What employers increasingly seek are young professionals who can
learn continuously, collaborate effectively across cultures and disciplines, and adapt to rapid

technological changes (pmc.ncbi.nlm.nih.gov).

Without significant reforms in the way skills are taught, measured, and valued in
education, Generation Z risks becoming both the most connected and the most
disconnected generation — digitally fluent but professionally underprepared. Bridging this
gap requires not only innovation in teaching methods but also systemic collaboration
between schools, universities, employers, and policy-makers to ensure that every young

person has a pathway to meaningful, sustainable employment (Cedefop).
What Challenges do Gen Z Employees Face?

Effective communication remains a challenge for many Gen Z employees. While
they excel in digital interactions, they often struggle with face-to-face and professional
communication. Surveys highlight that younger employees are comfortable with instant
messaging and social platforms, but report higher anxiety around public speaking and
formal workplace communication (ilo.org). Misunderstandings in workplace communication
can lead to inefficiencies and errors. For Gen Z, developing strong active listening skills,

emotional intelligence, and clarity in expression is essential to overcome these barriers.

Employers can assist by creating targeted training modules such as Active Listening
for Professionals and Empathy in Leadership, which focus on real-world scenarios like
handling difficult conversations or presenting ideas to diverse audiences. Research from
ManpowerGroup - including its Talent Shortage materials and survey results — shows
that roughly three quarters of employers report difficulties finding the skilled talent they

need, underlining the demand for both technical and soft skills in hiring decisions

(ManpowerGroup).

Faced with this mismatch between educational outcomes and labor market

expectations, we must ask a simple yet urgent question: can we do something about it?
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The answer is yes, but only if we shift our understanding of what it truly means to be
prepared for work in the 21st century. Technical knowledge and digital literacy are vital, but
they are no longer enough on their own. The workplace of today, and even more so of

tomorrow, demands a new blend of competencies: soft skills (WWorld Bank).

Soft skills are not “nice-to-have” qualities; they are fundamental to employability and
professional success. Communication, adaptability, emotional intelligence, critical thinking,
leadership, time management, resilience, and the ability to work in diverse teams are just
some of the core skills identified across major international studies. In workplaces
increasingly shaped by automation, these human-centric abilities have gained even greater
value. Machines can automate tasks, but they cannot replicate the empathy, creativity, and

judgment that humans bring to complex problems (Nature).
Which Soft Skills are the most important?

The demand for soft skills is no longer confined to “nice-to-have” qualities but is now
considered essential for employability and innovation. The World Economic Forum’s Future
of Jobs Report places analytical thinking, creativity, flexibility, and leadership among the top
ten skills of the future. These findings are echoed by the (European Skills Agenda
(2020-2025)), which emphasizes transversal skills such as problem-solving, collaboration,

and adaptability as critical for mobility and resilience in the EU labour market.

Employers across Europe confirm this trend. According to (Eurostat’s education and

labour_statistics), young graduates often face underemployment not because of a lack of
technical qualifications but due to gaps in communication, teamwork, and critical thinking.

Similarly, the (OECD Youth Toolkit) highlights that practical and interpersonal competences

are increasingly decisive in hiring decisions.

This shift has important implications for education and training. Initiatives such as
cross-disciplinary learning, experiential education, internships with real-time feedback, and
peer-based problem-solving environments are now seen as essential tools in equipping
Generation Z with the competences they will need — not just to survive, but to lead in rapidly

changing workplaces (Europa.eu).

The good news is that soft skills can be learned, refined, and cultivated over time.

However, doing so requires a deliberate shift in both educational culture and workplace
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practices. For Greece, Latvia, and the wider European Union, this means rethinking how

readiness is defined, how school-to-work transitions are supported, and how human skills

are recognized and rewarded in an economy that is both digital and human-centred

(Cedefop).

In this modern age of digital acceleration and complex global challenges, certain soft
skills have emerged as universally indispensable across industries. These are not just
supplemental attributes; they are core competencies that determine whether a young
person can function effectively in a modern work environment. Yet, while their importance is
widely acknowledged, their presence in formal education and youth development remains

uneven at best.

At the top of the list is communication, both verbal and written. While Gen Z is
constantly connected, their preferred modes of communication are often informal,
fragmented, and reliant on digital shorthand. This can result in underdeveloped skills when
it comes to professional expression, public speaking, or structured argumentation. In the
workplace, poor communication leads to misunderstandings, delays, and conflicts. Still,
structured practice in clear and purposeful communication is rarely prioritized in secondary

or even tertiary education.

Closely tied to communication is collaboration, which is the ability to work effectively
in teams, resolve conflict, share responsibility, and co-create solutions. In today’s
interdisciplinary and often remote workspaces, collaboration is not a luxury. It is a necessity.
Yet in many educational environments, assessments continue to favor individual output,

and teamwork is seen as peripheral rather than integral to learning outcomes.

Another overlooked skill is adaptability. In a world where job descriptions evolve
constantly and entire industries are disrupted by technology, being adaptable is critical to
long-term career success. However, education systems are often rigid. They prepare
students for a single trajectory, not for change. Students are trained to meet specific
academic standards, but not necessarily to pivot, improvise, or manage uncertainty — the

very conditions that define the contemporary workplace.

Critical thinking and problem-solving are equally essential. While most school
curricula aim to promote analytical ability, they often do so in ways that are detached from

real-world complexity. Instead of framing problems with multiple variables and no clear
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solution, many students are still trained to memorize facts and replicate fixed methods. As a

result, the ability to assess unfamiliar situations, evaluate information critically, and propose

creative solutions remains underdeveloped in far too many young learners.

Another major gap is in emotional intelligence: the ability to understand and manage
one’s emotions and to empathize with others. This is not just a private virtue; it is a
professional asset. Emotional intelligence contributes to conflict resolution, leadership
potential, and organizational harmony. Yet few formal educational systems incorporate

self-awareness, empathy, or psychological insight into their assessment models.

Initiative and self-motivation are also in short supply, not necessarily in students
themselves, but in the expectations placed on them. Gen Z has demonstrated remarkable
drive and innovation in extracurricular and online spaces, from activism to
entrepreneurship. But traditional classrooms often fail to recognize or harness this potential.
Standardized pathways leave little room for self-directed learning, curiosity, or independent

goal-setting.

Finally, there is resilience, the capacity to cope with failure, receive feedback
constructively, and persevere in the face of difficulty. This skill has taken on new urgency in
the wake of the COVID-19 pandemic and the economic shocks that followed. Still,
education systems are not always designed to reward trial and error. Many young people
enter the workforce having rarely encountered productive failure or been supported through
it.

These gaps matter. They are not abstract or theoretical, they directly influence
whether a young person can secure and sustain meaningful employment. Soft skills are the
glue that binds technical knowledge to real-world performance. Without them, even the
most digitally skilled members of Generation Z may find themselves struggling to navigate

the professional expectations of the 21st-century economy.
Employees and Employers: How to Bring them Together

Bridging the soft skills gap in Generation Z is a shared responsibility that begins in
youth work and continues into the world of employment. While formal education systems
play a foundational role, youth workers, mentors, and non-formal educators are often best

positioned to create the personal, adaptive, and experiential conditions in which soft skills
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flourish (UNESCO).

Equally essential is the role of employers, who must not only expect these skills in
young hires but also provide environments in which they can be developed, practiced, and
reinforced. According to the ILO’s Youth Employment Programme (ilo.org),
workplace-based training, apprenticeships, and mentoring are among the most effective
ways to ensure young employees build the interpersonal and cognitive abilities needed for

long-term success.

The European Union has also recognised this need. Initiatives such as the Pact for
Skills (European Commission) encourage collaboration between schools, universities,
employers, and policymakers to create sustainable pathways for young people. Eurofound
research shows that employers who actively invest in workplace learning and employee
well-being see higher retention and productivity, highlighting the link between

human-centred practices and organisational outcomes (Eurofound).

In addition, private sector studies underline the business case for collaboration. A
Linkedin Workplace Learning Report (LinkedIn) found that 89% of L&D professionals
believe building soft skills is a top priority for the future of work. This shows that companies
across sectors are increasingly aware that technical expertise alone is insufficient without

strong human and social competencies.

Together, these perspectives demonstrate that closing the gap is not the
responsibility of education alone. It requires joint commitment from youth workers,
employers, policymakers, and the young people themselves to co-create environments

where soft skills are valued, nurtured, and rewarded.
What Youth Workers Can Do?

Youth workers are often the first to observe the emotional, social, and behavioural
patterns that shape a young person’s ability to engage with others, navigate challenges,
and build confidence. Their role is critical in helping young people transform raw potential
into real-world readiness. According to UNICEF’s global youth skills framework (Unicef),
youth work that fosters safe, inclusive environments allows young people to take risks,
express themselves, and receive feedback, which is essential for developing resilience,

empathy, and self-awareness.
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Trust and emotional safety are prerequisites for soft skills development. When young
people feel heard and valued, they become more open to personal growth and
interpersonal learning. The Council of Europe Youth Work Portfolio (Coe) stresses that
structured youth work helps build competencies like participation, initiative, and

problem-solving that are rarely taught in formal curricula.

Experiential learning is equally vital. Soft skills are not effectively developed through
lectures but through hands-on practice. The (SALTO Youth Resource Centre) provides
numerous examples of non-formal learning methods — group projects, role-playing, and
peer mentorship — that immerse young people in collaboration and real-time
problem-solving. Reflection after these activities ensures they can internalise lessons and

translate them into future behaviour.

Youth workers should also serve as role models. A study published in the Learning
and Individual Differences journal found that the behaviours youth workers model — such
as active listening, constructive feedback, and conflict resolution — strongly influence the

way young people develop their own emotional intelligence and interpersonal competencies
(Springer).

Finally, structured goal-setting and opportunities for leadership within youth
programmes can help young people strengthen initiative and accountability. The European
Youth Portal emphasises that empowering youth to lead community projects or resolve
disagreements not only builds soft skills but also prepares them for active citizenship and

long-term employability.

What Employers Should Do Employers must recognize that young recruits rarely
arrive “workplace-ready” in every respect. While they may be digitally savvy and eager to
contribute, many require structured opportunities to develop and refine their soft skills. This

is not a shortcoming; it is a developmental reality.
Onboarding Programs

Employers can implement comprehensive onboarding programs that include
modules on communication, collaboration, time management, and workplace etiquette.
These sessions should not be treated as one-time events but as the starting point for

ongoing learning and support (Rippling).
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Mentorship and Coaching

Employers should provide mentorship and coaching structures. Pairing new
employees with experienced colleagues, ideally from different departments, offers both
professional guidance and social integration. Mentors can model best practices in handling

difficult conversations, working under pressure, and giving or receiving constructive

feedback (Mentoring Complete).
Feedback-Rich Cultures

Workplaces should create feedback-rich cultures, where praise and critique are
offered frequently, constructively, and respectfully. Soft skills thrive when individuals know
how they are performing and where they can improve. Regular check-ins, performance
reflections, and peer feedback opportunities help young employees develop self-awareness

and emotional intelligence (CultureMonkey).
Cross-Functional Collaboration

Employers can promote cross-functional collaboration, encouraging young staff to
work on projects that span departments or disciplines. This naturally builds communication,

negotiation, and problem-solving skills, while also helping Gen Z employees see the bigger

picture of how organizations operate (Horton International).
Inclusive and Psychologically Safe Environments

Companies must design inclusive and psychologically safe environments that
support diversity in communication styles, learning speeds, and personality types. A rigid,
high-pressure setting can suppress soft skill development, especially among those who are

still finding their voice or adapting to a professional culture (Center for Creative Leadership).
Continuous Learning

Forward-thinking employers invest in continuous learning, offering workshops,
e-learning platforms, and team-building retreats that focus not just on technical upskilling
but on soft skill enrichment. These investments yield long-term returns in employee

satisfaction, adaptability, and retention (Teachfloor).

Examples of Soft Skill Development Initiatives:
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1. ReGeneration Program: ReGeneration is a comprehensive employment and training

initiative targeting young graduates in Greece. The program offers 50 hours of soft
skills training, covering areas like communication, teamwork, and problem-solving.

Participants also receive mentoring from professionals and engage in community

service, enhancing their interpersonal and organizational skills (ReGeneration).

2. Skills Clubs by British Council Greece: Aimed at students aged 14-18, Skills Clubs
focus on developing skills essential for social innovation, active citizenship, and
entrepreneurship. The program combines core skills methodology with workshops
delivered in schools, emphasizing the cultivation of soft skills necessary for the

workplace and broader society (British Council).

3. Odyssea's Empowerment and Digital Skills Courses: Odyssea offers courses
designed to help beneficiaries recognize thei r strengths, improve confidence, and
develop essential soft skills for employment. The Empowerment course includes
training in communication, presentation, and interview skills, while the Digital Skills

course covers CV preparation and basic computer operations (0dyssea).

4. 21st Century Skills Labs (Ergastiria Dexiotiton): Implemented in Greek schools, this
innovative module focuses on cultivating soft and digital skills. Emphasizing the 4Cs
— communication, collaboration, critical thinking, and creativity — the program aims to

prepare students for the rapidly changing world and has received international
recognition (Eurydice).

In Latvia:

1. Young Folks LV Projects: Young Folks LV is a non-profit organization in Latvia that
runs various projects aimed at improving soft skills among young people. Their
initiatives focus on areas such as leadership, entrepreneurship, and healthy
lifestyles, providing youth with opportunities to develop skills relevant to modern
society (SALTO-YOUTH).

2. "You(TH)INK, Youth Evolve" Youth Exchange: Held in Sigulda, Latvia, this project
aimed to foster mutual understanding of soft skills and their role in employability.
Participants engaged in practical experiences to develop soft skills and understand

their relevance in the working environment, enhancing their international
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competencies (Youthfully Yours).

3. Soft Skills for Deep Tech Hackathon at Riga Technical University: This hackathon
focuses on developing soft skills such as communication, teamwork, and active
listening among participants. The event emphasizes collaboration across cultures

and clear information presentation, essential skills in the deep tech industry (Riga
Technical University).
4. OECD's Support for Skills Development in Latvia: The OECD, in cooperation with the

European Commission, implemented a project to support employers in promoting
skills development in Latvia. The initiative provided practical guidelines and a
roadmap for supplementary measures to enhance skills development, including soft
skills, in the workforce (OECD).

5. Junior Achievement Latvia: a non-governmental organization that promotes youth
entrepreneurship education and career readiness. Through its programs, JA Latvia
connects students with business professionals, fosters financial literacy, and
develops entrepreneurial and soft skills. The organization implements practical
initiatives such as student companies, business simulations, and career education
activities, providing young people in Latvia with real-life experiences that prepare

them for the labour market (jalatvia.lv).
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Defining Al Literacy Today: Beyond Just Using Tools

Artificial Intelligence (Al) literacy, once confined to computer science labs and
engineering departments, is now becoming an essential competence across all sectors of
the modern economy. In the past, familiarity with Al may have implied an advanced
understanding of algorithms or neural networks. Today, however, the concept of Al literacy
has expanded significantly — both in scope and necessity. It no longer refers solely to
building Al systems, but also to understanding, interacting with, and evaluating them in

everyday life and work.

At its core, Al literacy refers to the ability to understand what Al is, how it works at a
basic conceptual level, how it impacts society and individuals, and how to responsibly use
Al-driven tools. It includes not just technical interaction, but critical thinking about how Al
systems shape our decisions, influence behaviours, and alter workplace dynamics (Digital

Promise).

A digitally literate Gen Z individual may know how to use apps like Instagram, Excel,
or Google Docs, but an Al-literate individual understands how a recommendation algorithm
curates their feed, how a chatbot generates responses, and how bias can be embedded in
data-driven systems. More importantly, they are aware of their role in shaping the ethical

use of these technologies. This distinction is crucial (ScienceDirect).

Al literacy today involves several overlapping dimensions:

e Conceptual Understanding: Knowing what artificial intelligence is, how machine
learning differs from traditional programming, and how data is used to train models

(Teaching Commons).

o Functional Competence: Being able to use Al-enhanced tools (such as Grammarly,

ChatGPT, or Canva’s Al features) to improve productivity while understanding their

limitations (DataCamp).

o Data Literacy: Understanding the basics of how data is collected, processed, and

interpreted by Al systems, including notions of accuracy, privacy, and scale (IBM).

o Critical Evaluation: Recognizing when Al may reinforce bias, create ethical concerns,
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or mislead through false authority (e.g., deepfakes or hallucinated content)
(EDUCAUSE Review).

e Human-Al Collaboration: Knowing how to effectively prompt Al systems, refine
outputs, and combine machine-generated suggestions with human creativity and

judgment (TeachAl).

This shift from passive tool usage to active, critical engagement with Al technologies
is what defines true Al literacy in the 2020s. For Generation Z, already surrounded by Al in
digital media, education platforms, and social communication, this literacy must go deeper
than interface familiarity. It must empower them to question, interpret, and guide the use of
Al in their personal lives, civic participation, and professional development. Al literacy, in
this sense, is not just a technical competence, but also a civic one. It prepares young
people not only for employment but for ethical participation in an Al-driven society (World

Economic Forum).

A Brief Overview of Gen Z’s Existing Digital Fluency

Generation Z is widely recognized as the most digitally fluent generation in history.
Having grown up in an environment saturated with smartphones, broadband internet, and
cloud-based services, Gen Z’'s relationship with digital technology is not learned: it is
intuitive. From a young age, members of this generation have navigated an ecosystem of

apps, platforms, and devices that has shaped their behaviours, expectations, and skill sets
(Journals.indexcopernicus.com).

Unlike previous generations who transitioned into the digital world, Gen Z was born
into it. Most members of Gen Z are “mobile-first” users, often more comfortable engaging
through screens than through traditional communication channels. They are adept at using
a wide range of platforms for entertainment (YouTube, TikTok, Twitch), productivity (Google
Drive, Notion, Canva), social interaction (Instagram, Snapchat, Discord), and increasingly,
even learning (Khan Academy, Coursera, Duolingo) (SQ Magazine).

This digital fluency includes a remarkable agility in multitasking, searching for
information, creating content, and adapting to new platforms with minimal guidance. Studies
show that Gen Z tends to learn new apps and technologies faster than any other age group,

making them highly adaptable in technology-driven environments
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(scholarworks.uttyler.edu).

However, this fluency is often misunderstood as synonymous with deeper digital
competence — especially when it comes to advanced digital reasoning or Al-related skills.
Gen Z may be exceptionally good at using digital tools, but that does not always mean they

understand the underlying technologies, the implications of their use, or how to engage with
them critically (nicf.gov.in).

For instance, many young people use social media algorithms daily, but few
understand how those algorithms influence behaviour or perpetuate bias. They may know
how to create compelling digital content but lack experience in digital ethics, data literacy, or
Al-assisted decision-making. This gap between familiarity and understanding is especially

pronounced when it comes to Al (ResearchGate).

Therefore, while Gen Z brings a high baseline of digital fluency to the table — often
far exceeding that of older generations —this fluency must be deepened into digital literacy
and extended into Al literacy. Only then can they fully participate in, and shape, the next

wave of technological and professional transformation (EY).

The Difference Between Passive Digital Consumption and Active Digital

Creation or Al Engagement

While Generation Z is undeniably immersed in the digital world, it is important to
distinguish between different types of digital engagement. On one end of the spectrum lies
passive digital consumption: scrolling through social media, watching algorithm-curated
videos, or consuming short-form content without critical engagement. On the other end lies
active digital creation and Al interaction: building digital products, using data to make

decisions, or co-creating content with Al tools (Digital Content Next).

Passive digital consumption is characterized by high frequency but low depth. Gen Z
spends significant amounts of time online, often more than six hours per day, while largely
interacting with content that is served to them by automated systems. These interactions
require minimal input and rarely develop transferable skills. While such consumption is
often intuitive and visually engaging, it does not equip young people with the competencies

needed to shape or critically evaluate the digital environments they inhabit (Attest).

In contrast, active digital creation and Al engagement involve intentional, skill-driven
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interactions. These include writing scripts or essays with Al support, analysing trends using
data dashboards, designing websites, creating digital art, or training a machine learning
model. Engaging with Al tools, such as ChatGPT for ideation, Jasper for content marketing,
or Midjourney for visual prototyping, requires users to think critically, formulate prompts,
iterate on output, and assess quality. It encourages strategic thinking, creativity, and digital

problem-solving (LinkedIn).

Active engagement with Al also cultivates awareness of how these tools function:
how they rely on datasets, how they interpret language, and how they can reflect social
biases. This kind of literacy builds not only technical competence but also ethical

awareness and media discernment (McKinsey & Company).

Crucially, the move from passive to active digital engagement is what separates
casual users from empowered digital citizens. For Gen Z to thrive in a labour market
increasingly influenced by Al, they must transition from being consumers of content to
contributors and co-creators in digital ecosystems. This shift is especially urgent in
education and youth development programmes, where the integration of Al tools should go

beyond demonstration to hands-on practice and critical discussion (Deloitte United
Kingdom).
Recognizing and addressing this distinction is foundational to building a generation

that not only uses Al but understands, improves, and innovates with it (Eimpartnerships.co).
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Artificial intelligence is no longer a distant innovation reserved for research labs or

high-tech industries; it is a pervasive force transforming workplaces across every sector of
the economy. From healthcare to finance, manufacturing to education, Al is redefining how

work is done, who does it, and what skills are needed to stay relevant (McKinsey &
Company).

For Generation Z, understanding the evolving role of Al in the modern workplace is
not optional; it is a prerequisite for long-term employability and upward mobility. Al in the

workplace today takes many forms, both visible and invisible (BCG).

In logistics, Al-powered forecasting systems optimize supply chains and delivery
routes. In customer service, chatbots and virtual assistants handle thousands of client

interactions with speed and consistency (Nucamp).

In marketing, Al tools analyse consumer behaviour to tailor content and automate
campaign management. In healthcare, machine learning algorithms assist in diagnosing

diseases, predicting patient outcomes, and managing administrative workflows (Nucamp).

What unites these applications is their capacity to enhance efficiency, reduce routine
workload, and generate insights from vast amounts of data. But this transformation also

reconfigures the roles of human workers (McKinsey & Company).

Increasingly, employees are not just performing tasks; they are managing,
collaborating with, and making decisions based on Al systems. The workplace is shifting

toward what some scholars call “human-Al teaming” (McKinsey & Company).

This shift brings both opportunities and challenges. On one hand, Al augments
human potential, allowing workers to focus on complex problem-solving, innovation, and

interpersonal interactions (BCG).

On the other, it demands a new set of competencies: the ability to interpret
algorithmic outputs, to assess the reliability of automated systems, and to know when to

intervene or override machine-generated decisions (McKinsey & Company).

For entry-level employees, especially Gen Z professionals entering the workforce,

this means their value will no longer lie in executing repetitive tasks, many of which are
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being automated. Instead, they will need to demonstrate the ability to use Al tools

responsibly, understand their implications, and apply them in ways that align with business
goals and ethical standards (EY).

European employers are increasingly aware of this shift. According to a 2023
Eurofound report, nearly 60% of surveyed businesses across the EU have adopted at least
one Al-driven solution, and over half report difficulties in finding workers who are

adequately trained to interact with these systems (McKinsey & Company).

The challenge is not just technical skill: it is also about mindset — curiosity,

adaptability, and the confidence to engage with Al rather than fear it (McKinsey &
Company).

In this context, Al literacy and soft skills converge. The employees of the future must
be both digitally capable and human-cantered: able to interpret data, collaborate across

disciplines, and lead responsibly in environments where technology and human judgment
intersect (McKinsey & Company).

Al is not replacing humans; it is changing what it means to be effective, innovative,
and employable. Preparing Generation Z for this reality requires education, youth

development, and employment systems to adapt quickly and intentionally (McKinsey &
Company).

Gaps in Al Education and Youth Preparedness

Despite Generation Z's natural affinity for digital environments, there remains a
substantial gap between the demands of an Al-enabled economy and the preparedness of
young people to meet those demands. This gap is both systemic and structural, rooted in
how education systems across Europe, and specifically in countries like Greece and Latvia,

approach the teaching of digital and technological skills.

In many cases, the formal curricula in secondary and tertiary education institutions
have not kept pace with the rapid advancement of Al technologies. While basic ICT literacy
is often included in national educational frameworks, exposure to artificial intelligence
concepts, such as machine learning, data modelling, and algorithmic thinking, is minimal or
entirely absent from core subjects. When Al is taught, it is frequently treated as an abstract

or theoretical topic, rather than as a set of practical tools that young people will encounter in
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the workplace.

In Greece, for example, the introduction of digital skills programs such as the "21st
Century Skills Labs" has begun to make progress in addressing this gap at the school level.
However, these initiatives are still in the early stages, and Al-specific content remains
limited. Similarly, in Latvia, while the “Smart Latvia” initiative has emphasized digital literacy,
comprehensive Al education is still largely concentrated in higher education and specialized

programs, which many students do not access.

This lack of early exposure translates into uncertainty and a lack of confidence
among youth. According to the European Commission's Digital Economy and Society Index
(DESI), while younger Europeans are generally more confident in their basic digital skills,
fewer than 20% report feeling well-prepared to use Al tools or interpret automated decisions
in a professional context. This figure drops even further among youth from disadvantaged

or rural backgrounds, who often have less access to advanced digital learning resources.

Furthermore, there is a limited focus on Al ethics and critical thinking in most
educational settings. As algorithms increasingly influence everything from hiring decisions
to credit scoring, it is essential for future workers to understand not only how to use Al, but
how to question its outcomes and recognize potential biases. Yet few curricula encourage
students to explore the societal implications of Al or to develop the interdisciplinary literacy

required to do so.

Non-formal education providers, youth organizations, and NGOs have begun to step
in to fill this gap. Initiatives like the “Al for Youth” program supported by multinational
companies, and local coding bootcamps in Greece and Latvia, are offering short-term,
hands-on training in Al tools and concepts. But these opportunities are often unevenly

distributed, concentrated in urban centres, and not universally accessible.

In short, there is a clear disconnect between the expectations of the labour market,
where Al integration is accelerating, and the level of preparation most young people receive
in school. Bridging this gap requires a rethinking of not only what we teach, but how we
teach it: moving from theory to practice, from exposure to mastery, and from technology as

a subject to technology as a context for lifelong learning.
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Core Al Competencies for Gen Z

As artificial intelligence continues to reshape the landscape of modern work, a
foundational set of competencies is emerging: skills that all young people, regardless of
their career path, will need to understand, engage with, and benefit from Al technologies.
These core Al competencies go beyond advanced programming or data science. They
encompass a wide range of interdisciplinary abilities that combine technical understanding,

digital literacy, ethical reasoning, and soft skills (World Economic Forum).

The first and most fundamental competency is data literacy. Al systems function by
recognizing patterns in data — be it numbers, text, images, or behaviour. Understanding
how data is collected, organized, and interpreted is essential for any interaction with Al. For
Gen Z, this means developing a baseline ability to interpret charts and datasets, recognize
flawed or biased inputs, and make informed judgments based on evidence (DATIA K12).

Next is algorithmic thinking, which refers to the ability to understand how Al systems
process information and make decisions. While not every young person needs to learn how
to code, they should be able to comprehend what an algorithm is, how it can be trained to
‘learn,” and where its limitations lie. This awareness is crucial for navigating automated
environments — from social media algorithms to Al-powered hiring systems — without being
misled by the illusion of objectivity (Erontiers).

A rapidly emerging skill area is prompt engineering, particularly in the context of
generative Al tools like ChatGPT, Midjourney, or DALL-E. Knowing how to write effective
prompts, iterate based on outputs, and critically assess machine-generated content is
quickly becoming a vital skill in communication, marketing, customer service, and content
creation. It is not about programming, but about asking the right questions and guiding Al

tools with purpose and precision (DEV Community).

Digital tool fluency is another essential competency. This includes the ability to use
Al-augmented platforms such as Grammarly (for writing assistance), Tableau (for data
visualization), Notion Al (for productivity), or Google Al tools integrated into Workspace.
These tools are becoming standard across industries, and young employees must know
how to integrate them into their daily workflows (AvePoint).

Equally important is ethical reasoning and Al awareness. Gen Z must learn to
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identify when Al systems might introduce bias, invade privacy, or exacerbate inequality.
This requires a foundation in digital ethics: understanding the social consequences of
automation, the challenges of transparency, and the principles behind responsible Al
development. With public concern growing over surveillance, misinformation, and

discrimination by algorithm, these skills are as much about civic participation as they are
about employability (Erontiers).

Finally, human-Al collaboration is a meta-competency that ties everything together. It
refers to the ability to work alongside Al systems effectively: knowing when to trust
automation, when to intervene, and how to integrate machine output into broader
human-driven processes. This competency blends judgment, adaptability, creativity, and
leadership, and will define the success of tomorrow’s employees in fields ranging from

logistics to law, from journalism to education (University of Phoenix).

Together, these core Al competencies represent a shift in what it means to be
“digitally prepared.” For Generation Z, mastering these skills will not only open doors in the
labour market — it will enable them to shape how Al evolves, how it is used, and how it

serves society at large.
What Employers Can Do to Support Al Skill Development

While educational institutions and youth organisations are essential to preparing
Generation Z for the digital era, the responsibility of fostering Al readiness does not end
there. Employers play a pivotal role in shaping how young professionals interact with
artificial intelligence in the workplace (HR Dive). Beyond expecting technical proficiency,
forward-looking companies must commit to creating environments that actively support the

development, refinement, and ethical use of Al skills.

One of the most effective ways employers can begin is by offering structured
onboarding and Al literacy programmes. When young employees enter a new role, they
should be introduced not only to company culture and procedures but also to the digital
tools (especially Al-enabled ones) they will be expected to use. Training sessions that
explain how Al tools function, what kinds of decisions they support, and how to evaluate

their outputs can turn unfamiliar technologies into empowering assets (Harvard DCE).

Employers should also foster a culture of continuous learning, where upskilling is
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encouraged and supported throughout the employee lifecycle. This can include offering

internal workshops on prompt engineering, online courses through platforms like Coursera
or LinkedIn Learning, or even company-sponsored attendance at Al-focused conferences
and seminars. Importantly, these opportunities should be accessible to employees at all
levels, not just technical or management staff, to ensure a broad digital transformation

within the organisation (World Economic Forum).

Mentorship and peer support structures also serve as effective methods of skill
transfer. Employers can establish digital mentorship programmes where tech-savvy or
Al-experienced employees support new hires in learning how to use specific tools,
understand workflows, and troubleshoot challenges. These relationships not only
strengthen technical knowledge but also reinforce workplace collaboration and adaptability,

which are key components of effective human—Al teaming (Simbo Al).

To reinforce learning and encourage innovation, companies should promote safe
experimentation and applied practice. This means giving employees time and space to
explore Al tools in sandbox environments, test their use in controlled pilot projects, or
participate in internal “innovation sprints” where Al is used to solve practical business
challenges. By integrating exploration into day-to-day operations, companies empower

employees to build confidence and creativity in working with Al systems (IBM).

Equally important is the creation of ethical frameworks and responsible use policies.
As young workers begin to adopt Al tools, employers must clearly communicate
expectations about privacy, data use, bias mitigation, and decision accountability. Hosting
workshops on Al ethics or creating an internal ethics board that includes youth voices
sends a powerful signal that the use of Al should be thoughtful, transparent, and

human-centred (Phenom).

Employers must also ensure that their recruitment and assessment practices reflect
the changing skill landscape. Rather than evaluating young candidates solely based on
degrees or technical certifications, companies should look for evidence of digital curiosity,
adaptive thinking, and a willingness to learn new tools. Al competency can often be
self-taught or acquired informally, and employers should value diverse pathways to

proficiency (Eranklin Fitch).

Finally, businesses can multiply their impact by collaborating with educational
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institutions and NGOs. Through internship programmes, apprenticeship schemes, and joint

training initiatives, employers can contribute to building an Al-ready workforce from the
ground up. In Europe, initiatives like the EU Pact for Skills encourage precisely this kind of

partnership, aligning private sector needs with public training systems (Oliver Wyman).
What Youth Educators and NGOs Can Do

As formal education systems struggle to keep pace with the accelerating demands of
the Al era, youth educators and NGOs have a critical role to play in closing the competency
gap. Positioned between institutional learning and real-world application, they are uniquely
equipped to design flexible, innovative, and inclusive programs that introduce Generation Z
to Al concepts, tools, and values. Their role is not to replace schools or universities, but to
complement them, filling in the experiential, ethical, and skills-based dimensions that are

often missing from traditional curricula.

One of the most effective strategies youth educators and NGOs can adopt is
embedding Al literacy into broader digital skills training. Rather than presenting Al as a
standalone topic, whether it is technical, abstract, or intimidating, it should be introduced as
part of everyday digital life. Workshops that explore how recommendation algorithms work
on YouTube, how Al shapes job advertisements, or how chatbots are trained can spark
immediate interest and ground Al concepts in relatable contexts. This practical approach
helps demystify Al, particularly for young people who may not come from technical

backgrounds.

Another powerful approach is project-based learning. NGOs can organize
hackathons, innovation labs, or community challenges where youth work in teams to solve
real-life problems using Al tools. These projects not only build technical skills but also
encourage collaboration, creativity, and critical thinking. For example, a youth group might
use open-access datasets to analyse environmental trends, or explore how to design a
chatbot to support mental health awareness. These initiatives make learning active,

meaningful, and immediately relevant.

Peer-to-peer learning and mentorship is also essential. Youth educators can train
young leaders or ambassadors in Al literacy, who then facilitate learning among their peers.
This decentralized model empowers young people to take ownership of their learning and

spreads knowledge organically within youth networks. It also helps overcome resource
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limitations, especially in underserved or rural areas where expert-led instruction may be

scarce.

To ensure inclusion, NGOs must also prioritize equitable access to Al tools and
resources. This means designing programs that are accessible to those without prior
technical knowledge, offering content in multiple languages, and providing access to
computers, internet, and software for participants who may not have these tools at home.
Public-private partnerships can help secure the necessary infrastructure and funding to

scale these efforts.

Crucially, youth educators must incorporate ethical discussions and critical reflection
into their programming. It is not enough to teach how to use Al tools; young people must
also be encouraged to ask difficult questions: Who benefits from Al? Who is excluded? How
can we prevent harm? Through guided dialogues, role-playing, and case study analysis,
educators can nurture a generation that not only uses Al, but questions and shapes it with

responsibility.

Finally, NGOs should collaborate with employers, academic institutions, and
government agencies to ensure that their Al training programs align with real-world needs.
Certification schemes, micro-credentials, and referral networks can help young participants
transition from informal learning into formal recognition and employment pathways.
Successful initiatives, such as ReGeneration in Greece or Young Folks LV in Latvia,
demonstrate how cross-sector collaboration can translate training into tangible

opportunities.
What Employers Can Do to Support Al Skill Development

While educational institutions and youth organizations are essential to preparing
Generation Z for the digital era, the responsibility of fostering Al readiness does not end
there. Employers play a pivotal role in shaping how young professionals interact with
artificial intelligence in the workplace. Beyond expecting technical proficiency,
forward-looking companies must commit to creating environments that actively support the

development, refinement, and ethical use of Al skills.

One of the most effective ways employers can begin is by offering structured

onboarding and Al literacy programs. \When young employees enter a new role, they should

108



be introduced not only to company culture and procedures, but also to the digital tools

(especially Al-enabled ones) they’ll be expected to use. Training sessions that explain how
Al tools function, what kinds of decisions they support, and how to evaluate their outputs

can turn unfamiliar technologies into empowering assets.

Employers should also foster a culture of continuous learning, where upskilling is
encouraged and supported throughout the employee lifecycle. This can include offering
internal workshops on prompt engineering, online courses through platforms like Coursera
or Linkedin Learning, or even company-sponsored attendance at Al-focused conferences
and seminars. Importantly, these opportunities should be accessible to employees at all
levels, not just technical or management staff, to ensure a broad digital transformation

within the organization.

Mentorship and peer support structures also serve as effective methods of skill
transfer. Employers can establish digital mentorship programs where tech-savvy or
Al-experienced employees support new hires in learning how to use specific tools,
understand workflows, and troubleshoot challenges. These relationships not only
strengthen technical knowledge but also reinforce workplace collaboration and adaptability,

which are key components of effective human-Al teaming.

To reinforce learning and encourage innovation, companies should promote safe
experimentation and applied practice. This means giving employees time and space to
explore Al tools in sandbox environments, test their use in controlled pilot projects, or
participate in internal “innovation sprints” where Al is used to solve practical business
challenges. By integrating exploration into day-to-day operations, companies empower

employees to build confidence and creativity in working with Al systems.

Equally important is the creation of ethical frameworks and responsible use policies.
As young workers begin to adopt Al tools, employers must clearly communicate
expectations about privacy, data use, bias mitigation, and decision accountability. Hosting
workshops on Al ethics, or creating an internal ethics board that includes youth voices,
sends a powerful signal that the use of Al should be thoughtful, transparent, and

human-cantered.

Employers must also ensure that their recruitment and assessment practices reflect

the changing skill landscape. Rather than evaluating young candidates solely based on
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degrees or technical certifications, companies should look for evidence of digital curiosity,
adaptive thinking, and a willingness to learn new tools. Al competency can often be
self-taught or acquired informally, and employers should value diverse pathways to

proficiency.

Finally, businesses can multiply their impact by collaborating with educational
institutions and NGOs. Through internship programs, apprenticeship schemes, and joint
training initiatives, employers can contribute to building an Al-ready workforce from the
ground up. In Europe, initiatives like the EU Pact for Skills encourage precisely this kind of

partnership, aligning private sector needs with public training systems.
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As artificial intelligence becomes deeply integrated into both economic structures

and daily life, the enthusiasm for its potential must be tempered by an honest assessment
of its risks and limitations. For Generation Z, developing Al skills is not merely a technical
endeavour: it is an ethical one. Learning to code, analyse data, or operate Al-powered tools
without a strong foundation in responsibility and critical reasoning can leave young people
unprepared for the broader consequences of Al deployment. Education and training must
therefore include a thoughtful exploration of the challenges that come with living and

working in an Al-mediated world.

One of the foremost challenges is algorithmic bias. Al systems are trained on data
generated by human societies, and as such, they often reflect existing inequalities and
prejudices. When used in hiring, loan approvals, predictive policing, or even content
moderation, Al can inadvertently reinforce discrimination if not carefully designed and
monitored. Young people who use or build these systems must learn to recognize where

bias may enter, how to audit it, and what mechanisms exist to mitigate harm.

Transparency and explainability are also critical concerns. Many Al models,
especially those powered by deep learning, are “black boxes,” offering little insight into how
specific decisions are made. For users and developers alike, this opacity can lead to
unjustified trust or misguided use of Al outputs. Generation Z must be equipped to question
the sources of Al decisions, demand transparency where appropriate, and understand the
limits of algorithmic inference. This is especially true in sensitive sectors like healthcare,

criminal justice, and education, where mistakes can have serious consequences.

There are also growing concerns over data privacy and surveillance. As Al systems
feed on vast quantities of personal and behavioural data, questions arise about who owns
that data, how it is used, and how individuals can maintain control over their digital
identities. Young people, many of whom share large amounts of personal content online,
must learn to navigate this environment wisely: understanding consent, encryption, digital

footprints, and the principles of data minimization.

A further ethical tension lies in the impact of automation on employment. While Al
creates new opportunities, it also renders certain roles obsolete or radically transformed.

For youth entering the job market, the anxiety over being replaced by machines is real.
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Education systems must address this head-on — not to generate fear, but to foster
adaptability and a deeper understanding of how Al changes the nature of work rather than

eliminating it entirely.

Dependence on Al tools is another emerging concern. As systems like ChatGPT,
Grammarly, or automated research tools become more widespread, there is a risk of
cognitive offloading, which is where users rely too heavily on Al to generate, interpret, or
correct information. This can erode critical thinking and reduce the user's ability to form
independent judgments. Gen Z must be taught not only how to use Al tools efficiently, but
also when not to use them, and how to maintain their own intellectual agency in an

Al-augmented world.

Lastly, the issue of digital inequality cannot be ignored. Access to Al knowledge,
tools, and education is far from equitable. Many young people in rural areas, marginalized
communities, or underfunded schools lack the infrastructure or institutional support to
explore Al meaningfully. Without targeted policies and programs to bridge this gap, the

benefits of Al may further entrench existing social divides.

Real-World Examples and EU Initiatives Supporting Al Skills

Development

Greece

ReGeneration Academy: A collaboration between ReGeneration, Microsoft, and the
Stavros Niarchos Foundation, this program offers intensive training to unemployed or
underemployed university graduates. It focuses on digital skills, including Al, and

emphasizes soft skills and ethical considerations in technology use (ReGeneration).

Found.ation Tech Academy. Provides short-term, project-based training in emerging
technologies, including Al and machine learning. Participants work with real datasets and
apply Al tools in business contexts, integrating ethical modules into the curriculum

(Found.ation).

Latvia

Riga Technical University (RTU): Hosts the annual "Soft Skills for Deep Tech
Hackathon," aimed at young professionals and students. The event combines technical

problem-solving with teamwork, critical thinking, and communication training, reinforcing the
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https://www.regeneration.gr/en/the-regeneration-initiative-upskilling-greek-youth-for-the-digital-era-powered-by-microsoft-2/
https://thefoundation.gr/

concept of "human—Al collaboration" (Rigas Tehniska Universitate).

Smart Latvia Strategy: Supports Al-focused curriculum development and teacher

training to embed digital competence early in the learning process. Latvia is also part of the
OECD and EU’s Digital Skills and Jobs Coalition, promoting Al education in schools
(ECLBS EU Council of Business Schools).

European Union-Wide Initiatives

Digital Europe Programme: An EU funding program focused on bringing digital
technology to businesses, citizens, and public administrations. It allocates funding to Al
education projects, including the creation of European Digital Innovation Hubs (EDIHSs),

which serve as regional centres for Al training and experimentation
(Digital-strategy.ec.europa.eu).

AI4EU: A collaborative platform that connects researchers, educators, and
businesses across the EU to share resources, training modules, and ethical guidelines. It
provides free access to Al toolkits and use cases that educators and youth workers can
adopt for hands-on teaching (About AI4EU).

European Year of Skills 2023-2024: Focused on empowering people and companies
to contribute to the green and digital transitions. It encouraged partnerships between
governments, industry, and civil society to boost Al training for youth (European

Commission).

Code Week EU and Al4Girls: Initiatives aimed at empowering girls and young
women to explore and excel in digital skills, STEM fields, and technology-driven careers

while fostering gender equality (Codeweek.eu).

Al Studies in Latvia

In recent years, Latvia has made significant strides in developing educational
opportunities in Artificial Intelligence (Al), creating pathways for both young students and
professionals to acquire advanced digital skills. These initiatives are helping to close the Al
skills gap and align the Latvian workforce with the demands of a rapidly evolving European

labour market.
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https://www.rtu.lv/en/studies/short-term-studies/summer-schools/soft-skills-for-deep-tech-hackathon
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One of the most notable developments is at Riga Stradins University (RSU), which

has launched Latvia’s first dedicated Master’s programme in Digital Strategy and Artificial
Intelligence Management. This programme is designed for high-level managers and
decision-makers who aim to integrate Al and digital strategies into business and public
administration. The course combines theoretical instruction with practical applications and
features a modular structure tailored to working professionals. Admissions typically run from
early June to mid-July, reflecting the programme’s emphasis on flexibility and accessibility
(RSU).

Another key player is the Transport and Telecommunication Institute (TSI), which
offers multiple Al-focused degrees in partnership with the University of West of England
(UWE). At the Master’s level, TSI provides a Double Degree in Computer Science: Data
Analytics and Artificial Intelligence, enrolling new students each September. At the
Bachelor’s level, TSI runs a Double Degree in Computer Science: Atrtificial Intelligence, a

four-year programme specialising in Al (tsi.lv).

Beyond these flagship degrees, several other institutions in Latvia are offering
professional and executive training in Al. Riga Business School, for instance, runs the LIFT
— Al Machine Learning Models course, which provides applied training for business leaders
seeking to adopt Al solutions. In parallel, global training providers such as NobleProg
deliver short Al courses in Riga, ensuring that professionals outside traditional academia
can also build competency in areas such as machine learning, data ethics, and applied

analytics (rbs.lv).

Latvia’s position as a regional hub for Al education is further reflected in its
international visibility. Resources such as Mastersportal highlight Latvian universities
among Europe’s destinations for Al degrees (mastersportal.com). Meanwhile, local
innovation outlets such as Labs of Latvia have underlined the strategic importance of RSU’s

pioneering programmes in shaping the country’s digital future (Labs of Latvia).

Together, these initiatives demonstrate that Latvia is not only preparing its youth for
Al-driven careers but also ensuring that mid-career professionals, business leaders, and
entrepreneurs have access to cutting-edge education. With institutions like RSU and TSI at
the forefront, supported by training opportunities from Riga Business School and

international platforms, Latvia is steadily establishing itself as a strong contributor to
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Europe’s Al education ecosystem (RSU).
Al Studies in Greece

Greece has rapidly expanded its Al education offer, building pathways for students,
professionals, and public servants to gain advanced digital skills. Flagship degrees in
Athens, Thessaloniki, and Crete now sit alongside executive and public-sector training
initiatives, with increasing international visibility through national and third-party portals

(Study in Greece).

A central academic pillar is the National Technical University of Athens, which runs
the interdepartmental MSc in Data Science & Machine Learning—an intensive
three-semester program with a strong ML core and applied thesis (dsml.ece.ntua.gr).
Athens University of Economics & Business complements this with a long-standing,
industry-linked MSc in Data Science, frequently referenced as “MSc in Al & Data Science”
in 2025 admissions (datascience.aueb.gr; eduguide.gr). The National & Kapodistrian
University of Athens offers the English-taught MSc in Data Science & Information
Technologies (DSIT) with specializations in Big Data & Artificial Intelligence and in

Bioinformatics/Biomedical Data Science (dsml.ece.ntua.gr).

Research-embedded and regional options have multiplied. NCSR “Demokritos” and
the University of Piraeus co-organize the Inter-Institutional MSc in Atrtificial Intelligence,
linking students directly with national Al labs and projects (msc-ai.iit.demokritos.gr). The
University of West Attica offers the MSc in Artificial Intelligence & Deep Learning (AIDL), a
90-ECTS, English-taught program with hybrid delivery and access to computer
infrastructure (aidl.uniwa.gr). On Crete, the Technical University of Crete runs the
English-taught MSc in Machine Learning & Data Science (MLDS) with small cohorts and
published fees; in Thessaloniki, Aristotle University’s MSc in Data & Web Science continues

to feed graduates into Al/ML roles and doctoral study (msc-ai.iit.demokritos.qar).

Short-form upskiling has scaled in parallel. The Citizen’s Digital Academy
aggregates free courses across AI/ML and related cloud skills for the general public
(digitalstrategy.gov.gr; digital-skills-jobs.europa.eu). For civil servants, the “Al for All
initiative—run by the Ministry of Interior with Google and EKDDA—targets foundational and
advanced Al skills in the public administration (digital-skills-jobs.europa.eu). Executive

education is also moving: SEV (Hellenic Federation of Enterprises) and ALBA Graduate
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Business School announced a compact ~20-hour Al Bootcamp for non-technical leaders

focused on practical adoption (digitalstrategy.gov.ar).

International visibility is rising. Study in Greece regularly features application calls for
AlI/ML master’s programs—such as UNIWA's AIDL and TUC’s MLDS—uwhile Mastersportal
lists multiple English-taught options in Greece, helping international applicants compare

curricula and timelines (Study in Greece).

Policy momentum is reinforcing this education pipeline. In September 2025, Greece
launched “OpenAl for Greece,” a memorandum of understanding with OpenAl and partners
to pilot ChatGPT Edu in secondary education and to support an Al startup
accelerator—signaling national commitment to Al literacy and innovation alongside

university pathways (OpenAl).

Together, these developments show Greece building a multi-channel Al talent
pathway: research-led master’'s degrees connected to national labs, English-taught
programs attracting international students, and targeted executive and public-sector training

that supports responsible Al adoption across the economy (dsml.ece.ntua.gr).
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As Generation Z enters the workforce at a time of rapid technological and societal

transformation, the urgency to prepare them with both Al and soft skills has never been
greater. These two domains (technical proficiency and human-centric competencies) are no
longer separate spheres of expertise. In today’s digitally mediated economy, they are
mutually reinforcing. The employee of the future must not only understand how to use Al
tools but also communicate, collaborate, and lead in environments where human insight

and machine intelligence coexist.

Across Greece, Latvia, and the European Union, the foundations are being laid
through a variety of promising initiatives: from ReGeneration’s digital training academies to
Latvia’s deep tech hackathons and the European Commission’s multi-pronged skills
agendas. However, these efforts must be scaled, sustained, and made accessible to all

young people, regardless of geography, gender, or socioeconomic background.

Soft skills, often undervalued in traditional education, must be recognized as core
competencies. Communication, adaptability, critical thinking, empathy, and resilience are
not ancillary to the digital economy; they are its lifeblood. Similarly, Al literacy must become
a foundational element of youth development, not just for those entering tech careers, but
for everyone navigating a world increasingly shaped by automated systems and data-driven

decision-making.

Youth workers, educators, NGOs, employers, and policymakers all have a role to
play in this transition. Youth workers can nurture soft skills through non-formal education,
mentoring, and community-based projects. Educators can embed Al concepts into
cross-disciplinary learning. Employers can model ethical Al practices and offer
environments for experiential learning. Policymakers can incentivize collaboration, fund

inclusive programs, and ensure that digital and human development go hand in hand.

But action must be coordinated, intentional, and inclusive. Time is of the essence.
The risk is not simply that Gen Z may be underprepared: it is that a generation of young
people may be excluded from full participation in shaping the world that Al is already
redefining. Conversely, the opportunity is enormous: to empower a generation that is

digitally fluent, ethically aware, and ready to lead with both empathy and innovation.
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Now is the moment to invest not just in technology, but in people. Not just in

infrastructure, but in imagination. With the right tools, training, and support, Generation Z
can become the most prepared, adaptable, and socially conscious workforce Europe has

ever seen.

118



References

1. About AI4EU. (n.d.). ai4europe. Retrieved September 15, 2025, from
https:/ /www.ai4europe.eu/about-ai4eu

2. Adaptability interview questions & answers. (n.d.). Clevry. Retrieved August 20,
2025, from
https:/ /www.clevry.com/en/resources/competency-based-interview-questions
/adaptability-interview-questions-answers/

3. Adapting educational practices for Generation Z: integrating metacognitive
strategies and artificial intelligence. (2025, January 23). Frontiers. Retrieved
September 15, 2025, from
https:/ /www.frontiersin.org/journals/education/articles/10.3389 /feduc.2025.
1504726 /full

4. Al in the workplace: A report for 2025. (2025, January 28). McKinsey. Retrieved
September 15, 2025, from
https:/ /www.mckinsey.com /capabilities /mckinsey-digital /our-insights /supera
gency-in-the-workplace-empowering-people-to-unlock-ais-full-potential-at-work

5. AI Literacy. (n.d.). TeachAl. Retrieved September 15, 2025, from
https:/ /www.teachai.org/ailiteracy

6. Artificial Intelligence (Al) Training in Finland. (2025, August 15). NobleProg
Finland. Retrieved August 20, 2025, from
https://www.nobleprog.lv/artificial-intelligence-ai-training

7. Artificial Intelligence Master's in Latvia. (n.d.). mastersportal. Retrieved
September 15, 2025, from
https://www.mastersportal.com/study-options /268697930 / artificial-intelligen
ce-latvia.html

8. Backaitis, V. (2024, June 23). Got soft skills? These key workplace traits will set
you apart. nypost.com. Retrieved  September 05, 2025, from
https:/ /nypost.com/2024/06/23/lifestyle /got-soft-skills-these-key-workplace-
traits-will-set-you-apart/

9. Bardusova, K. (2025, April 16). Top Organizational Skills to Enhance Your
Efficiency and Productivity. effy.ai. Retrieved August 20, 2025, from
https:/ /www.effy.ai/blog/organizational-skills

10. Beauchene, V., Duranton, S., Kalra, N., & Martin, D. (2025, June 26). Al at
Work: Momentum Builds, but Gaps Remain. Boston Consulting Group. Retrieved
September 15, 2025, from
https://www.bcg.com/publications/2025/ai-at-work-momentum-builds-but-g
aps-remain

11. The Benefits of Problem Prevention over Problem Solving in the Work Place.
(2023, January 31). thecareeraccelerators.ca. Retrieved August 20, 2025, from
https://www.thecareeraccelerators.ca/blog/the-benefits-of-problem-prevention
-over-problem-solving-in-the-work-place

119



12. Bika, N. (2023, September). GDPR compliance guide for recruitment |
Workable. Recruiting Resources - Workable. Retrieved August 20, 2025, from
https:/ /resources.workable.com /tutorial /gdpr-compliance-guide-recruiting

13. Bika, N. (2023, September). How to assess soft skills in an interview.
Recruiting Resources - Workable. Retrieved August 20, 2025, from
https://resources.workable.com/stories-and-insights/soft-skills-interview-que

stions
14. British Council Greece. (n.d.). Skills Clubs | Youth skills for the 21st century.
British Council. Retrieved September 8, 2025, from

https://www.britishcouncil.gr/en/programmes/education/youth-skills /skills-
clubs

15. Broome, S. (2025, May 30). European Employment Law: A Guide for Hiring
Managers. omnipresent. Retrieved August 20, 2025, from
https:/ /www.omnipresent.com/articles/european-employment-law

16. Buffett, J., & Miller, R. (2023, November 27). 170+ Must-Know Resume
Statistics for Job Seekers in 2025. Enhancv. Retrieved August 20, 2025, from
https://enhancv.com/blog/resume-statistics/

17. Burke, H. (2023). Living and Working in Europe. eurofound.europa.eu.
Retrieved Septembris 15, 2025, from
https:/ /assets.eurofound.europa.eu/f/279033/d01a510153/ef23016en.pdf

18. Careervillage. (2017, April 17). How do I write a meaningful cover letter?
Careervillage. Retrieved August 20, 2025, from
https:/ /www.careervillage.org/questions /54862 /how-do-i-write-a-meaningful-
cover-letter

19. Cedefop. (2014, February 28). Skills and employability: opportunities for
youth in the Greek labour market. https://www.cedefop.europa.eu/. Retrieved
September 15, 2025, from
https:/ /www.cedefop.europa.eu/en/news/skills-and-employability-opportuniti
es-youth-greek-labour-market

20. Cedefop. (2023). The future of vocational education and training in Europe -
Synthesis report. Cedefop. Retrieved September 15, 2025, from
https:/ /www.cedefop.europa.eu/files/3094_en.pdf

21. Cedefop. (2025). 2024 European Skills Index. www.cedefop.europa.eu.
Retrieved September 05, 2025, from
https:/ /www.cedefop.europa.eu/files/esi_technical_report_2024.pdf

22. Cedefop. (2025, July 15). Skilled youth, resilient Europe. cedefop.europa.eu.
Retrieved September 15, 2025, from
https:/ /www.cedefop.europa.eu/en/news/skilled-youth-resilient-europe

23. Center for Creative Leadership. (2024). How to Build Psychologically Safe
Workplaces | CCL. Center for Creative Leadership. Retrieved September 15,
2025, from

120



https:/ /www.ccl.org/articles /leading-effectively-articles /what-is-psychological-
safety-at-work/

24. Chiu, T. K.F., Ahmad, Z., Ismailov, M., & Sanusi, I. T. (2024, June). What
are artificial intelligence literacy and competency? A comprehensive framework to
support them. sciencedirect. Retrieved September 15, 2025, from
https:/ /www.sciencedirect.com/science/article/pii/S2666557324000120

25. Ciftro Careers. (2024, December 20). Cracking European Job Interviews: A
Comprehensive Guide from Research to Cultural Understanding. Siftro. Retrieved
August 20, 2025, from
https:/ /www.ciftro.com/post/cracking-european-job-interviews-a-comprehensi
ve-guide-from-research-to-cultural-understanding

26. Cloke, H. (2024, August 29). 34 Essential Soft Skills for the Modern
Workplace. Growth Engineering. Retrieved September 5, 2025, from
https://www.growthengineering.co.uk/soft-skills/

27. codeweek. (n.d.). Join EU Code Week — Learn, Create, & Have Fun with
Coding. Retrieved September 15, 2025, from http://codeweek.eu

28. Constructive Feedback Techniques: Tips for a Positive Outcome - Rollins
College - Crummer School of Business. (n.d.). Crummer Graduate School of
Business. Retrieved August 20, 2025, from
https://crummer.rollins.edu/resources/constructive-feedback-techniques-tips-
for-a-positive-outcome/

29. Corporate English Solutions. (2024, February 12). Gen Z in the workplace:
Bridging the soft skills gap to drive success. British Council - Corporate English
Solutions. Retrieved September 15, 2025, from
https:/ /corporate.britishcouncil.org/insights/gen-z-workplace-bridging-soft-ski
lls-gap-drive-success

30. Cover Letter Body Paragraphs - Purdue OWL® - Purdue University. (n.d.).
Purdue OWL. Retrieved August 20, 2025, from
https://owl.purdue.edu/owl/job_search_writing/job_search_letters/cover_lette
rs_3_writing your_cover_letter/cover_letter_body_paragraphs.html

31. Cover Letter Headings - Purdue OWL® - Purdue University. (n.d.). Purdue
OWL. Retrieved August 20, 2025, from
https:/ /owl.purdue.edu/owl/job_search_writing/job_search_letters/cover_lette
rs_3_writing your_cover_letter/index.html

32. Cover letter - Wikipedia. (2025, May 7). Wikipedia, the free encyclopedia.
Retrieved August 20, 2025, from https://en.wikipedia.org/wiki/Cover_letter

33. Crabtree, M. (2023, August 8). What is Al Literacy? A Comprehensive Guide
for Beginners. DataCamp. Retrieved September 15, 2025, from
https:/ /www.datacamp.com/blog/what-is-ai-literacy-a-comprehensive-guide-fo
r-beginners

34. Create your Europass CV | Europass. (n.d.). Europass. Retrieved August 20,
2025, from https:/ /europass.europa.eu/en/create-europass-cv

121



35. Crist, C. (2025, August 12). Half of Gen Z workers want 'growth mindset' jobs
in Al era. HR Dive. Retrieved September 15, 2025, from
https:/ /www.hrdive.com /news/gen-z-workers-want-growth-mindset-jobs-in-ai-

era/ 757365/
36. David, J. (2024, December 19). How to Fill In the Europass CV. TopResume.
Retrieved August 20, 2025, from

https://topresume.com/career-advice/how-to-fill-in-the-europass-cv

37. Deadlines: Meeting Deadlines: The Key to Timeliness. (2025, April 1).
fastercapital. Retrieved August 20, 2025, from
https:/ /fastercapital.com/content/Deadlines--Meeting-Deadlines--The-Key-to-
Timeliness.html

38. Deloitte's 2024 Gen Z and Millennial Survey finds these generations stay true
to their values as they navigate a rapidly changing world. (2024, May 28).
Deloitte. Retrieved September 15, 2025, from
https://www.deloitte.com/cn/en/about/press-room/deloitte-2024-gen-z-and-
millennial-survey.html

39. De Witte, M. (2022, January 03). What to know about Gen Z. Stanford
University. Retrieved Septemberg 15, 2025, from
https://news.stanford.edu/stories/2022/01 /know-gen-z/?utm_

40. The Digital Europe Programme | Shaping Europe's digital future. (n.d.).
Shaping Europe's digital future. Retrieved September 11, 2025, from
https://digital-strategy.ec.europa.eu/en/activities /digital-programme

41. Digital Strategies and Artificial Intelligence Manageme. (n.d.). RSU. Retrieved
August 20, 2025, from
https:/ /www.rsu.lv/en/study-programme/digital-strategy-and-artificial-intellig
ence-management

42. Digital Strategy and Artificial Intelligence Management. (n.d.). rsu. Retrieved
September 15, 2025, from
https:/ /www.rsu.lv/en/study-programme/digital-strategy-and-artificial-intellig
ence-management

43. Economictimes. (2025, May 16). Why a fancy resume is no longer enough:
What soft skills recruiters are really looking for. economictimes.indiatimes.
Retrieved September 05, 2025, from
https://economictimes.indiatimes.com/?back=1

44. 8 Benefits of Being Organized in Work and Life | Motion. (2023, June 7).
Motion. Retrieved August 20, 2025, from
https://www.usemotion.com/blog/benefits-of-being-organized

45. 8 reasons why continuous learning is crucial for career growth. (2025, July
10). Cornerstone OnDemand. Retrieved August 20, 2025, from
https:/ /www.cornerstoneondemand.com/resources/article/8-reasons-why-con
tinuous-learning-is-crucial-for-career-growth /

122



46. Elegantcv.app. (n.d.). Best Online CV/Resume Builder - Elegantcv. Retrieved
August 20, 2025, from https://elegantcv.app/

47. EU Code Week. (n.d.). Join EU Code Week — Learn, Create, & Have Fun with
Coding. Retrieved September 8, 2025, from https://codeweek.eu

48. Euhelpers. (2024, October 30). Tips for your first international job interview.
euhelpers. Retrieved August 20, 2025, from
https://euhelpers.pl/blog/tips-for-your-first-international-job-interview

49. Eures.sk. (2017, October 17). Prepare for a job interview. Eures. Retrieved
August 20, 2025, from
https://www.eures.sk/en/prepare-for-the-job-interview/

50. Eurofound. (2023). About NEETs. www.eurofound.europa.eu. Retrieved
September 15, 2025, from https:/ /www.eurofound.europa.eu/en/topics/neets

51. Europa.eu. (2024, November 11). 30 Years of the ETF: building skills for
Europe's future | ETF. ETF (europa.eu). Retrieved September 15, 2025, from
https:/ /www.etf.europa.eu/en/news-and-events /news/30-years-etf-building-s
kills-europes-future

52. European Commission. (n.d.). European Skills Agenda.
employment-social-affairs.ec.europa.eu. Retrieved September 8, 2025, from
https://ec.europa.eu/social/main.jsp?catld=1223&langld=en

53. European Commission. (n.d.). European Skills Agenda - European
Commission. DG EMPL. Retrieved September 8, 2025, from
https:/ /employment-social-affairs.ec.europa.eu/policies-and-activities /skills-a
nd-qualifications/european-skills-agenda_en

54. European Commission. (n.d.). Pact for Skills - European Commission. DG
EMPL. Retrieved September 8, 2025, from
https:/ /employment-social-affairs.ec.europa.eu/policies-and-activities /skills-a
nd-qualifications /working-together/pact-skills_en

55. European Commission. (n.d.). Skills. European Union. Retrieved September
8, 2025, from https:/ /social-rights.campaign.europa.eu/skills_en

56. European Commission. (2019, April 8). Ethics guidelines for trustworthy Al |
Shaping Europe's digital future. Shaping Europe's digital future. Retrieved

September 8, 2025, from
https://digital-strategy.ec.europa.eu/en/library/ethics-guidelines-trustworthy-
ai

57. European Commission. (2020, September 30). Digital Education Action Plan.
Europa. Retrieved September 15, 2025, from

https:/ /pact-for-skills.ec.europa.eu/community-resources/publications-and-d
ocuments/digital-education-action-plan_en

58. European Commission. (2024, August 7). The Digital Economy and Society
Index (DESI) | Shaping Europe's digital future. Shaping Europe's digital future.
Retrieved September 8, 2025, from
https://digital-strategy.ec.europa.eu/en/policies/desi

123



59. EUROPEAN COMMISSION. (2025, March 5). Union of skills - European
Commission. commission.europa.eu. Retrieved September 8, 2025, from
https://commission.europa.eu/topics/eu-competitiveness/union-skills_en

60. European Commission. (2025, April 9). European Digital Innovation Hubs |
Shaping Europe's digital future. Shaping Europe's digital future. Retrieved
September 8, 2025, from
https://digital-strategy.ec.europa.eu/en/activities /edihs

61. European Commission. (2025, May 16). The Digital Europe Programme |
Shaping Europe's digital future. Shaping Europe's digital future. Retrieved
September 8, 2025, from
https://digital-strategy.ec.europa.eu/en/activities /digital-programme

62. European Commission. (2025, August 12). Digital Education Action Plan:
policy background - European Education Area. European Education Area.

Retrieved September 8, 2025, from
https://ec.europa.eu/education/education-in-the-eu/digital-education-action-
plan_en

63. European Year of Skills 2023. (2022, December 12). commission.europa.
Retrieved September 15, 2025, from

https://commission.europa.eu/strategy-and-policy/priorities-2019-2024 /euro
pe-fit-digital-age /european-year-skills-2023_en

64. Eurostat. (2025). Unemployment statistics. Europa. Retrieved September 15,
2025, from
https://ec.europa.eu/eurostat/statistics-explained /SEPDF /cache/1163.pdf

65. Eurostat. (2025, May). Statistics on young people neither in employment nor
in education or training. European Commission. Retrieved September 15, 2025,
from
https://ec.europa.eu/eurostat/statistics-explained /index.php?title=Statistics_
on_young people_neither_in_employment_nor_in_education_or_training

66. Eurydice (European Education Information Network). (2022, November 7).
Greece: 21st century Skills Labs (Ergastiria Dexiotiton). Eurydice.eu. Retrieved
September 8, 2025, from
https://eurydice.eacea.ec.europa.eu/news/greece-21st-century-skills-labs-erg
astiria-dexiotiton

67. EY. (n.d.). Report: Gen Z finding meaning. EY. Retrieved September 15, 2025,
from
https://www.ey.com/en_us/insights/consulting/is-gen-z-the-spark-we-need-t
o-see-the-light-report/gen-z-finding-meaning?

68. Ford, H. (n.d.). What is quality work and what are the ways to do it?
Profit.co. Retrieved August 20, 2025, from
https:/ /www.profit.co/blog/task-management/what-is-quality-work-and-5-tips
-to-deliver-it/

124



69. FOUND.ATION. (n.d.). FOUND.ATION - Join an ecosystem of pure
innovation. Retrieved September 15, 2025, from https://thefoundation.gr/

70. Fourrage, L. (2025, August 2). Top 10 Workplace Al Use Cases in 2025 (That
Actually  Work). Nucamp. Retrieved September 15, 2025, from
https:/ /www.nucamp.co/blog/ai-essentials-for-work-2025-top-10-workplace-a
i-use-cases-in-2025-that-actually-work

71. Franklin, K. (n.d.). How to Get Employees to Take Ownership: Strategies for
Effective Team Collaboration and Growth. Insperity. Retrieved August 20, 2025,
from
https://www.insperity.com/blog/7-ways-to-encourage-employees-to-take-owne
rship-of-their-work/

72. Free Resume Builder — Online Resume Creator. (n.d.). Adobe. Retrieved
August 20, 2025, from https://www.adobe.com/express/create/resume

73. Free Resume Builder - Online Resume Maker. (n.d.). Canva. Retrieved August
20, 2025, from https://www.canva.com/create/resumes/

74. Fullerton. (2020, June). History Graduates on the Job Market - Best
Practices. Fullerton. Retrieved August 20, 2025, from
https:/ /hist.fullerton.edu/_resources/pdfs/History%20Graduates%200n%20th
€%20Job%20Market%20-%20Best%20Practices.pdf

75. General publications. (2024, January 18). Transversal skills.
wayback.archive-it.org. Retrieved September 8, 2025, from
https:/ /year-of-skills.europa.eu/transversal-skills_en

76. Gomstyn, A., & Jonker, A. (2025, January 18). Al Literacy: Closing the
Artificial Intelligence Skills Gap. IBM. Retrieved September 15, 2025, from
https:/ /www.ibm.com/think/insights/ai-literacy

77. Green lllustrative Building Relationships with Customers Infographic. (n.d.).
https: //rm. coe. int. Retrieved August 20, 2025, from
https://rm.coe.int/candidate-guide-to-competency-based-interviews /168078 1c
57

78. Guenther-Pal, A. (n.d.). The Power of Saying 'No: How Setting Boundaries
Can Boost Your Career (and Mental Health). livelihoodcounseling. Retrieved
August 20, 2025, from
https:/ /www.livelihoodcounseling.com /blog/the-power-of-saying-no-how-setti
ng-boundaries-can-boost-your-career-and-mental-health

79. Guide, S. (2023, February 6). 7 Major benefits of Quality Focused approach.
Effivity. Retrieved August 20, 2025, from
https:/ /www.effivity.com /blog/7-major-benefits-of-quality-focused-approach

80. Guide, S. (2025, July 25). How To Write a Motivation Letter in 4 Steps.
Indeed. Retrieved August 20, 2025, from
https:/ /www.indeed.com /career-advice/career-development/how-to-write-a-m
otivation-letter

125



81. Hadzibegovi¢, A. (n.d.). The Council of Europe Youth Work Portfolio - Youth
Portfolio. The Council of Europe. Retrieved September 15, 2025, from
https:/ /www.coe.int/en/web/youth-portfolio

82. Hanna, K. (2025, July 17). CV vs. Resume: Key Differences, Examples &
Expert Tips. My Perfect Resume. Retrieved August 20, 2025, from
https://www.myperfectresume.com/career-center/resumes/basics/cv-vs-resu

me

83. Heine, A. (2025, July 26). Soft Skills in the Workplace to Give You a
Competitive  Edge. Indeed. Retrieved September 5, 2025, from
https:/ /www.indeed.com /career-advice/career-development/soft-skills-in-the-
workplace

84. Hibbert, M., Altman, E., Shippen, T., & Wright, M. (2024, June 3). A
Framework for Al Literacy. er.educause.edu. Retrieved September 15, 2025,
from https://er.educause.edu/articles/2024 /6 /a-framework-for-ai-literacy

85. Hilda. (2024, May 24). THE ERA OF DIGITAL LITERACY: HIGHLIGHTING GEN
Z'S 60% ADVANTAGE IN TECHNOLOGY UNDERSTANDING. Index Copernicus.
Retrieved September 15, 2025, from
https://journals.indexcopernicus.com/api/file/viewByFileld /23052277

86. Hinde, G. (2024, Decemer 10). How can we upskill Gen Z as fast as we train
AI? EY. Retrieved September 15, 2025, from
https:/ /www.ey.com/en_us/about-us/corporate-responsibility /how-can-we-up
skill-gen-z-as-fast-as-we-train-ai

87. Hinkle, J. (2025, June 9). How to Succeed at a Group Job Interview (With
Tips). Indeed. Retrieved August 20, 2025, from
https:/ /www.indeed.com /career-advice/interviewing /how-to-succeed-at-a-gro
up-interview

88. Horton International. (n.d.). Bridging the Soft Skills Gap: Equipping Gen Z for
the Modern Workplace. hortoninternational.com. Retrieved September 15, 2025,
from
https:/ /hortoninternational.com/bridging-the-soft-skills-gap-equipping-gen-z-f
or-the-modern-workplace/

89. How Boosting Productivity Improves Quality of Work. (2025, January 14).
ActivTrak. Retrieved August 20, 2025, from
https:/ /www.activtrak.com/blog/productivity-quality-of-work/

90. How to ace a group interview - European Union. (2024, January 9). EURES.
Retrieved August 20, 2025, from
https://eures.europa.eu/how-ace-group-interview-2024-01-09_en

91. How to Gen Z: Adapting Teaching Methods for the Learning Style of Digital
Natives. (2024, August 20). University Partnerships. Retrieved September 15,
2025, from
https://eimpartnerships.com/articles/gen-z-learning-style-how-to-adapt-teach
ing-methods-for-digital-natives

126



92. How To Give & Take Constructive Criticism | CLS. (n.d.). The Center For
Leadership Studies. Retrieved August 20, 2025, from
https:/ /situational.com/blog/constructive-criticism/

93. How to Improve my Communication Skills for an Interview. (2024, December
11). Stonebridge Associated Colleges. Retrieved August 20, 2025, from
https:/ /www.stonebridge.uk.com/blog/employment/how-to-improve-my-comm
unication-skills-for-an-interview/

94. How To Succeed In Competency Interviews - jobs.ac.uk. (n.d.). jobs.ac.uk
Career Advice. Retrieved August 20, 2025, from
https://career-advice.jobs.ac.uk/professional/how-to-be-more-than-competent
-in-competency-based-interviews/

95. How to Tailor Your CV for Different European Countries - GConnection.
(2025, March 5). GConnection. Retrieved August 20, 2025, from
https://www.gconnection.nl/blog-1/how-to-tailor-your-cv-for-different-europe
an-countries

96. How to Write a Winning Cover Letter (With Template and Example). (2025,

July 26). Indeed. Retrieved August 20, 2025, from
https:/ /www.indeed.com /career-advice /resumes-cover-letters /winning-cover-1
etters

97. Huttunen, I. (2025, April 02). Adolescents’ social-emotional skills profiles,
relationships at school, school anxiety, and educational aspirations.
link.springer.com. Retrieved September 15, 2025, from
https://link.springer.com/article/10.1007/s10212-025-00954-6

98. ilo.org. (2022). Youth employment. International Labour Organization.
Retrieved September 15, 2025, from
https:/ /www.ilo.org/global/topics/youth-employment/lang--en/index.htm

99. The importance of continuous learning and professional development. (2024,
September 30). careers.intuitive.com. Retrieved August 20, 2025, from
https://careers.intuitive.com/en/employee-stories /career-growth-advice /the-i
mportance-of-continuous-learning-and-professional-development/

100. Indeed. (2025, June 9). How To Use the Car Interview Method (With Sample
Answers). Indeed. Retrieved August 20, 2025, from
https://www.indeed.com/career-advice/interviewing/car-interview-method

101. Insinger, J. (n.d.). The Art of Saying No: Setting Boundaries to Prevent
Burnout at Work. Corporate Wellness Magazine. Retrieved August 20, 2025,
from
https:/ /www.corporatewellnessmagazine.com/article/the-art-of-saying-no-setti
ng-boundaries-to-prevent-burnout-at-work

102. Jackson, A. E., & Abdel, Y. (2017, August 2). This Is Exactly What Hiring
Managers & Recruiters Look For When Scanning Resumes. Glassdoor. Retrieved
August 20, 2025, from https://www.glassdoor.com/blog/scanning-resumes/

127



103. Jendriks, T. (2024, January 08). 165 Resume Statistics: Cover Letters and
Valuable Skills. flair.hr. Retrieved August 20, 2025, from
https://flair.hr/en/blog/resume-statistics/

104. Kashyap, V. (2025, February 20). 14 Practical Ways to Encourage Taking
Ownership at Work. ProofHub. Retrieved August 20, 2025, from
https:/ /www.proofhub.com/articles/taking-ownership-at-work

105. Kaushik, A. (2025, January 18). Importance of Problem Solving Skills in the
Workplace. WeCP. Retrieved August 20, 2025, from
https://www.wecreateproblems.com/blog/problem-solving-skills-in-the-workpl

ace

106. Keen, B. (2025, May 9). How to Make Your Resume Stand Out to Recruiters in
2025. priorityplacementsgroup.com. Retrieved August 20, 2025, from
https:/ /www.priorityplacementsgroup.com/resume

107. Kent, J. A. (2025, January 22). How to Keep Up with Al Through Reskilling -
Professional & Executive Development | Harvard DCE. Harvard Professional

Development. Retrieved September 15, 2025, from
https:/ /professional.dce.harvard.edu/blog/how-to-keep-up-with-ai-through-re
skilling/

108. Knapinska, O. (2025, August 13). History of the CV & Surprising CV Facts.
myPerfectCV. Retrieved August 20, 2025, from

https:/ /www.myperfectcv.co.uk/blog/history-of-the-world-first-cv

109. Latvia's Bold Digital Leap: National School System Fully Embraces Online
Learning. (2025, July 9). ECLBS. Retrieved September 15, 2025, from
https://www.eclbs.eu/post/latvia-s-bold-digital-leap-national-school-system-fu
lly-embraces-online-learning

110. LIFT - Al Machine Learning Models - Riga Business School. (n.d.). Lift:
Homepage. Retrieved August 20, 2025, from https://lift.rbs.lv/en/

111. Lund, S. (2024, January 9). Importance of being Reliable. Always There
Staffing. Retrieved August 20, 2025, from
https:/ /alwaystherestaffing.com /importance-of-being-reliable/

112. Lynch, K. (2025, August 21). Ethical Al Principles: Fairness, Transparency,
and Trust in HR. phenom. Retrieved September 15, 2025, from
https:/ /www.phenom.com/blog/ethical-ai-in-hr

113. Maisuroh, S., Jamil, M., & Manshur, U. (2025, August 7). (PDF) The Role of
Social Media in Enhancing Digital Literacy Among Generation Z: A Social and
Psychological Perspective. ResearchGate. Retrieved September 15, 2025, from
https://www.researchgate.net/publication/390753497_The_Role_of_Social_Me
dia_in_Enhancing Digital_Literacy_Among Generation_Z_A_Social_and_Psychol
ogical_Perspective

114. ManpowerGroup. (2025). Global Talent Shortage Over Time. ManpowerGroup
Employment Outlook Survey. Retrieved September 15, 2025, from
https://go.manpowergroup.com/talent-shortage

128



115. Masterson, V. (2023, May 1). Future of jobs: These are the most in-demand
skills in 2023 - and beyond. The World Economic Forum. Retrieved September
15, 2025, from
https:/ /www.weforum.org/stories /2023 /05 /future-of-jobs-2023-skills/

116. Maurya, A., Gupta, S., & Srivastava, A. (2024, December). Threats and
Challenges Regarding Digital Literacy: Generation Z’s Approach. 3.4 Threats and
Challenges Regarding Digital Literacy: Generation Z's Approach. Retrieved
September 15, 2025, from
https:/ /nicf.gov.in/wp-content/uploads/2025/02 /Threats-and-Challenges-Reg
arding-Digital-Literacy-Generation-Z-Approach.pdf

117. McKinsey & Company. (2024, August 28). What is Gen Z? McKinsey.

Retrieved September 15, 2025, from
https://www.mckinsey.com/featured-insights /mckinsey-explainers /what-is-ge
n-z

118. Meeting deadlines: 12 proven strategies for success. (2025, July 3). Filestage.
Retrieved August 20, 2025, from https://filestage.io/blog/meeting-deadlines/
119. mentoringcomplete.com. (2024, February 4). Boost Employee Growth with
Mentoring for Soft Skills. Mentoring Complete. Retrieved September 15, 2025,
from
https://www.mentoringcomplete.com/boost-employee-growth-with-mentoring-f
or-soft-skills/

120. Mills, K., Ruiz, P., Lee, K. w., Coenraad, M., Fusco, J., Roschelle, J., &
Weisgrau, J. (2024, June). Al Literacy — Digital Promise. Digital Promise.

Retrieved September 15, 2025, from
https:/ /digitalpromise.org/initiative /artificial-intelligence-in-education/ai-liter
acy/

121. Misheva, G. (2025, January 07). The building blocks of a better future for our
youngsters: the OECD's Youth Toolkit charts a way forward. Europa. Retrieved
September 15, 2025, from
https:/ /digital-skills-jobs.europa.eu/en/latest/news/building-blocks-better-fu
ture-our-youngsters-oecds-youth-toolkit-charts-way-forward

122. Moore, E. (2019, March 15). Your CV Has 7 Seconds to Get a Recruiter’s
Attention — Here’s How to Make It Count. glassdoor.co.uk. Retrieved August 20,
2025, from https://www.glassdoor.co.uk/blog/7-second-cv/

123. Morris, A. (2025, February 24). Interview Legalities & Compliance for
Employers. DavidsonMorris. Retrieved  August 20, 2025, from
https:/ /www.davidsonmorris.com/interview/

124. Noel, J. (2024, December 12). New EY survey reveals crucial Al literacy
training needs among Gen Z workforce. ey. Retrieved September 15, 2025, from
https:/ /www.ey.com/en_gl/newsroom/2024 /12 /new-ey-survey-reveals-crucial
-ai-literacy-training-needs-among-gen-z-workforce

129



125. O'Brien, K., & Downie, A. (2024, October 15). Al Upskilling Strategy. IBM.
Retrieved September 15, 2025, from
https:/ /www.ibm.com /think/insights/ai-upskilling

126. Odyssea. (n.d.). Soft Skills Courses. odyssea.com. Retrieved September 8,
2025, from https://odyssea.com/employability_old/soft-skills-courses/

127. OECD. (n.d.). OECD Skills Strategy — Latvia (country guidance). oecd.org.
Retrieved September 8, 2025, from
https:/ /www.oecd.org/latvia/oecd-skills-strategy-latvia.htm

128. OECD. (n.d.). Supporting employers to promote skills development in Latvia.
OECD. Retrieved September 8, 2025, from
https:/ /www.oecd.org/en/about/programmes/dg-reform/supporting-employer
s-to-promote-skills-development-in-latvia.html

129. Official Statistics of Latvia. (2024, February 23). Latvian unemployment rate
was 6.5 % in 2023. stat.gov.lv. Retrieved September 15, 2025, from
https://stat.gov.lv/en/statistics-themes/labour-market/unemployment/press-
releases/20759-unemployment-4th-quarter-2023-and

130. Okoye, J. (2023, October 17). The Evolution Of The CV - And Its Place In The
Digital Age. Clayton Legal. Retrieved August 20, 2025, from
https://www.clayton-legal.co.uk/the-evolution-of-the-cv-and-its-place-in-the-di
gital-age/

131. Papadaki, S. (n.d.). Digital Skills and Jobs Coalition (Latvia participation).
Digital Skills and Jobs Platform: Home. Retrieved September 8, 2025, from
https://digital-skills-jobs.europa.eu/en

132. Paradis, T. (2024, May). This Method May Help Resume Stand Out Recruiter
Job Search. businessinsider.

https:/ /www.businessinsider.com/this-method-may-help-resume-stand-out-re
cruiter-job-search-2024-5

133. Pavlou, C. (2024, October). 10+ Proven Communication Interview Questions
[tAnswers]. Recruiting Resources - Workable. Retrieved August 20, 2025, from
https:/ /resources.workable.com /communication-skills-interview-questions

134. Pavlou, C. (2024, October 2). 10+ Proven Critical-thinking Interview Questions
[+Answers]. Recruiting Resources - Workable. Retrieved August 20, 2025, from
https:/ /resources.workable.com/critical-thinking-interview-questions

135. Pellissier, H. (2025, January 14). Why data & Al literacy are important skills
for K-12 students. DATIA K12. Retrieved September 15, 2025, from
https:/ /www.datiak12.io/leadership/oped/article/ 15712114 /the-74-why-data
-ai-literacy-are-important-skills-for-k12-students

136. Perfect Resume. (n.d.). CareerBuilder. Retrieved August 20, 2025, from
https:/ /hiring-assets.careerbuilder.com/media/attachments/careerbuilder-ori
ginal-3319.pdf

137. Pineda, N. L., & Rooney, S. (2017, September 25). The perfect pitch: how to
write a successful cover letter. The Guardian. Retrieved August 20, 2025, from

130



https:/ /www.theguardian.com/careers/2017 /sep/25/how-to-write-cover-letter
-perfect-pitch

138. Polakova, M. (2023). Soft skills and their importance in the labour market
under the conditions of Industry 5.0. PubMed Central. Retrieved September 15,
2025, from https://pmc.ncbi.nlm.nih.gov/articles/PMC10428053/

139. Potter, M. (2025, April 29). Should I Include a GDPR Clause in My CV? A
Guide. CVwizard. Retrieved August 20, 2025, from
https:/ /www.cvwizard.com /uk/articles/cv-gdpr

140. Present Everywhere, Absent Somewhere: The Modern Paradox of Punctuality
and Presence. (2024, January 23). abelpersonnel. Retrieved August 20, 2025,
from https:/ /www.abelpersonnel.com/paradox-of-punctuality-and-presence/

141. Purdue University. (n.d.). Cover Letter Workshop - Introduction. Purdue
University. Retrieved August 20, 2025, from
https://owl.purdue.edu/owl/job_search_writing/job_search_letters/cover_lette
rs_workshop/index.html

142. Quick Formatting Tips for Cover Letters. (n.d.). Purdue OWL. Retrieved
August 20, 2025, from
https://owl.purdue.edu/owl/job_search_writing/job_search_letters/cover_lette
rs_1_quick_tips/quick_formatting tips.html

143. Ramish, A., Cordina, J., Lin, C. C., & Bochtler, E. (2025, May 7). A Gen Z
digital approach to healthcare. McKinsey. Retrieved September 15, 2025, from
https:/ /www.mckinsey.com/industries /healthcare /our-insights/healthcare-bl
og/meet-gen-z-social-media-and-digital-tools-are-key-in-healthcare

144. Rand, S. (2025, July 15). Gen Z Media Consumption 2025: Social Media &
What’s Next. Attest. Retrieved September 15, 2025, from
https:/ /www.askattest.com/blog/research/gen-z-media-consumption

145. Reagan, J. (2020, August 27). "Recruiters take 6-seconds to read your
resume" and why that's not exactly true. LinkedIn. Retrieved August 20, 2025,
from
https:/ /www.linkedin.com /pulse/recruiters-take-6-seconds-read-your-resume
-why-thats-exactly-reagan

146. ReGeneration. (2021, November 30). The ReGeneration Initiative: Upskilling
Greek Youth For The Digital Era Powered by Microsoft. ReGeneration. Retrieved
September 15, 2025, from
https:/ /www.regeneration.gr/en/the-regeneration-initiative-upskilling-greek-yo
uth-for-the-digital-era-powered-by-microsoft-2/

147. ReGeneration Greece. (n.d.). Home. ReGeneration. Retrieved September 8,
2025, from https://www.regeneration.gr/en/homepage/

148. Riga Stradin$ University. (2025, March 13). RSU advances Al education and
innovation with new Research Week conference and master's programme. RSU.
Retrieved September 15, 2025, from

131



https:/ /www.rsu.lv/en/news/rsu-advances-ai-education-and-innovation-new-r

esearch-week-conference-and-masters-programme

149. Riga Technical University. (n.d.). Soft Skills for Deep Tech. Hackathon | Riga
Technical  University. RTU. Retrieved September 8, 2025, from
https:/ /www.rtu.lv/en/studies/short-term-studies /summer-schools / soft-skill
s-for-deep-tech-hackathon

150. The Rippling Team. (2025, July 16). 15 Key Employee Training Programs:
Types & Guide. Rippling. Retrieved September 15, 2025, from
https://www.rippling.com/blog/employee-training-programs

151. Rispoli, K. (2025, June 11). Gen Z Talent Expects Digital Fluency. Is Your
Workplace Culture Ready? avepoint. Retrieved September 15, 2025, from
https:/ /www.avepoint.com/shifthappens/blog/gen-z-talent-expects-digital-flue
ncy-workplace-culture-ready

152. Rockwood, K. (n.d.). The Increasing Demand for Soft Skills in the Workplace.
SHRM. Retrieved September 5, 2025, from
https:/ /www.shrm.org/topics-tools/news/all-things-work /search-soft-skills

153. Rodin, I. (n.d.). Double degree in Computer Science:Data Analytics and
Artificial Intelligence. Transport and Telecommunication Institute. Retrieved
September 15, 2025, from
https://tsi.lv/study_programmes/double-degree-in-computer-sciencedata-anal
ytics-and-artificial-intelligence /

154. The Role of Mentorship in Al Training: Fostering Knowledge Transfer and Skill
Development for Enhanced Employee Performance. (n.d.). simbo. Retrieved
September 15, 2025, from
https:/ /www.simbo.ai/blog/the-role-of-mentorship-in-ai-training-fostering-kno
wledge-transfer-and-skill-development-for-enhanced-employee-performance-39
87124/

155. The Role of Soft Skills in the Workplace: Why They Matter. (2024, March 25).
Carson-Newman  University.  Retrieved  September 5, 2025, from
https:/ /www.cn.edu/cps-blog/the-role-of-soft-skills-in-the-workplace-why-they
-matter/

156. RSU introduces Latvia’s first master’s in Digital Strategies and Al
Management. (2025, April 9). labsoflatvia. Retrieved September 15, 2025, from
https:/ /labsoflatvia.com/en/news/rsu-introduces-latvias-first-masters-in-digit
al-strategies-and-ai-management

157. SALTO. (n.d.). Young Folks LV. salto-youth.net. Retrieved September 8,
2025, from
https:/ /www.salto-youth.net/tools/otlas-partner-finding/organisation /young-f
olks-1v.9043/

158. Samuel, S. (2024, November 19). Mastering the Art of Creating a Culture of
Feedback in Your Workplace. CultureMonkey. Retrieved September 15, 2025,
from

132



https://www.culturemonkey.io/employee-engagement/creating-a-culture-of-fe

edback/
159. Schaefer, L. (2025, June 2). How to Evaluate Candidates for Al Job
Requirements |. Franklin Fitch. Retrieved September 15, 2025, from

https:/ /www.franklinfitch.com /us/resources/blog/how-to-evaluate-candidates
-for-ai-job-requirements--2021864156/

160. 7 Collaboration Interview Questions and How to Answer Them (Examples
Included!). (2025, February 28). Career Services. Retrieved August 20, 2025,
from
https://careerhub.sunyempire.edu/blog/2025/02/28 /7-collaboration-intervie
w-questions-and-how-to-answer-them-examples-included/

161. Shah, S. A. (2025, July 9). Why Gen Z Devs Need to Learn Prompt
Engineering. dev.to. Retrieved September 15, 2025, from
https://dev.to/syedahmershah /why-gen-z-devs-need-to-learn-prompt-engineer
ing-5ek0

162. Singer, V., & Gupta, V. (2025, January 17). Reskilling and upskilling: Lifelong
learning opportunities | World Economic Forum. The World Economic Forum.
Retrieved September 15, 2025, from
https://www.weforum.org/stories/2025/01 /ai-and-beyond-how-every-career-c
an-navigate-the-new-tech-landscape/

163. Six soft skills you need in the post-pandemic workplace. (2022, April 20).

EURES. Retrieved September S5, 2025, from
https://eures.europa.eu/six-soft-skills-you-need-post-pandemic-workplace-20
22-04-20_en

164. Skills and qualifications - European Commission. (n.d.). DG EMPL. Retrieved
September 5, 2025, from

https://employment-social-affairs.ec.europa.eu/policies-and-activities / skills-a
nd-qualifications_en

165. Smith, A. (2021, January 6). 9 emotional intelligence interview questions.
recruitee. Retrieved August 20, 2025, from
https://recruitee.com/articles /emotional-intelligence-questions

166. Soft Skills: The Competitive Edge. (n.d.). U.S. Department of Labor. Retrieved
September S, 2025, from
https:/ /www.dol.gov/agencies/odep/publications/fact-sheets/soft-skills-the-c
ompetitive-edge

167. StaffingPartner. (2023, August 28). GDPR: How Recruiters Should Comply
With Data Regulations. https://staffingpartner.net/. Retrieved August 20,

2025, from
https://staffingpartner.net/blog/gdpr-how-recruiters-should-comply-with-data
-regulations/

168. Stalman, A. (2025, March 24). Gen Z and Gen Alpha: A Generational Study of
Digital Engagement, Expectations, and Behaviors. LinkedIn. Retrieved

133



September 15, 2025, from
https://www.linkedin.com/pulse/gen-z-alpha-generational-study-digital-engag
ement-behaviors-kumar-7q16f

169. Surviving the Workplace: The Importance of Punctuality. (2024, October 14).
womensopportunity. Retrieved August 20, 2025, from
https:/ /www.womensopportunity.org/blog/surviving-the-workplace-the-import
ance-of-punctuality

170. Symeonaki, M. (2025, July 01). Factors explaining adolescents’ digital skills
in  Europe. nature.com. Retrieved September 15, 2025, from
https:/ /www.nature.com/articles /s41599-025-05241-9

171. Tanner, C. (2025, April 7). Gen Z is creating new rules of engagement. Digital
Content Next. Retrieved September 15, 2025, from
https:/ /digitalcontentnext.org/blog/2025/04 /07 /gen-z-is-creating-new-rules-o
f-engagement/

172. 10 Soft Skills Needed in the Workforce: A Guide for Companies. (2024, August

16). Coursera. Retrieved September 5, 2025, from
https:/ /www.coursera.org/enterprise/articles/ 10-soft-skills-needed-in-the-wor
kforce

173. Thakur, T. (2025, July 22). Gen Z Social Media Statistics 2025: Platforms,
Behaviors & Trends. sqmagazine. Retrieved September 15, 2025, from
https://sqmagazine.co.uk/gen-z-social-media-statistics/

174. Thompson, Z. (2016, January 14). A Career Expert's Top 6 Tips For An
Incredibly Effective Cover Letter. Self. Retrieved August 20, 2025, from
https:/ /www.self.com/story/a-career-experts-top-6-tips-for-an-incredibly-effec
tive-cover-letter

175. Tirocchi, S. (2024, January 10). Generation Z, values, and media: from
influencers to BeReal, between visibility and authenticity. PubMed Central.
Retrieved September 15, 2025, from
https://pmc.ncbi.nlm.nih.gov/articles/PMC10809394 /

176. TopResume. (2019, October 07). TopResume Survey Reveals Employers
Value Job  Seekers'  Potential Over  Experience and  Education.
https://topresume.com/. Retrieved August 20, 2025, from
https://topresume.com/career-advice/press-2019-10

177. Tovima. (2024, June 13). Greek Youth Unemployment: Among Worst in EU
NEET rate. tovima.com. Retrieved September 15, 2025, from
https:/ /www.tovima.com/society/greek-youth-unemployment-country-ranks-a
mong-worst-in-eu-in-neet-rate

178. Twaddle, J., Crick, E., Wallace, S., & Wang, A. (n.d.). Closing The Skills Gap
Through Smarter Global Collaboration. Oliver Wyman. Retrieved September 15,
2025, from
https://www.oliverwyman.com/our-expertise/insights /2025 /jun/closing-the-s
kills-gap-through-smarter-global-collaboration.html

134



179. 20 Essential Soft Skills Leaders Should Build In The Workplace. (2024,
February 2). Forbes. Retrieved September S, 2025, from
https:/ /www.forbes.com/councils/forbesbusinesscouncil/2024 /02/02/20-ess
ential-soft-skills-leaders-should-build-in-the-workplace/

180. 24 Proactive Management Strategies: Preventing and Resolving Conflict within
Teams. (n.d.). Mads Singers Management Consulting. Retrieved August 20,
2025, from https://madssingers.com/management/proactive-prevention/

181. 2025 Generative Al Report: Learning Guels Human + Al Collaboration. (2025,
May 16). University of Phoenix. Retrieved September 15, 2025, from
https:/ /www.phoenix.edu/content/dam/edu/media-center/doc/whitepapers/
genai-report-final-remediated.pdf

182. 2025 Workplace Learning Report. (2025). LinkedIn Learning. Retrieved
September 15, 2025, from
https:/ /learning.linkedin.com/resources/workplace-learning-report

183. Understanding Al Literacy | Teaching Commons. (n.d.). Stanford Teaching
Commons. Retrieved September 15, 2025, from
https:/ /teachingcommons.stanford.edu/teaching-guides/artificial-intelligence-
teaching-guide /understanding-ai-literacy

184. UNESCO. (n.d.). Futures of Education. UNESCO. Retrieved September 15,
2025, from https://www.unesco.org/en/futures-education

185. Unicef. (2019, November 15). Global framework on transferable skills |
UNICEF. Unicef. Retrieved September 15, 2025, from
https:/ /www.unicef.org/reports/global-framework-transferable-skills

186. Valverde, J., Acevedo, J., & Cerezo, M. (2025, June 29). Ethical and
regulatory challenges of Generative Al in education: a systematic review.

Frontiers. Retrieved September 15, 2025, from
https://www.frontiersin.org/journals/education/articles/10.3389/feduc.2025.
1565938 /full

187. Vasileva, D., & Manova, G. (2022, May 4). How to Write an International
Resume: A Guide & 6 Country-Specific Examples. Enhancv. Retrieved August
20, 2025, from https://enhancv.com/blog/international-resume/

188. Ward, M. (2016, March 15). Resume Tips: 8 Ways to Polish Your CV. Vogue.
Retrieved August 20, 2025, from
https:/ /www.vogue.com/article/resume-tips-polish-cv-stand-out

189. Weforum. (2023, April 30). The Future of Jobs Report 2023 | World Economic
Forum. The Future of Jobs Report 2023 | World Economic Forum. Retrieved
September 15, 2025, from
https:/ /www.weforum.org/publications/the-future-of-jobs-report-2023/

190. What Does Proactive Mean? Master Workplace Dynamics with Proactivity.
(2025, June 21). Everhour. Retrieved August 20, 2025, from
https://everhour.com/blog/what-does-proactive-mean/

135



191. What Is a Cover Letter? - Purdue OWL® - Purdue University. (n.d.). Purdue
OWL. Retrieved August 20, 2025, from
https://owl.purdue.edu/owl/job_search_writing/job_search_letters/cover_lette
rs_1_quick_tips/index.html

192. What is Gen Z? (2024, August 28). McKinsey. Retrieved September 15, 2025,
from
https://www.mckinsey.com/featured-insights /mckinsey-explainers /what-is-ge
n-z

193. Why Al literacy is now a core competency in education. (2025, May 22). The
World  Economic Forum. Retrieved September 15, 2025, from
https://www.weforum.org/stories /2025/05 /why-ai-literacy-is-now-a-core-com
petency-in-education/

194. Why is Reliability Important? (n.d.). Creative Safety Supply. Retrieved August
20, 2025, from
https:/ /www.creativesafetysupply.com/qa/tpm/why-is-reliability-important/

195. Wilson, A. L. (2024, August 8). EXAMINING THE DIGITAL LITERACY
COMPETENCIES AND PRACTICES OF GENERATION Z EMPLOYEES IN HIGHER
EDUCATION. scholarworks.uttyler.edu. Retrieved September 15, 2025, from
https://scholarworks.uttyler.edu/hrd_grad/68/

196. WorldBank. (2025, April 25). Skills Development. World Bank. Retrieved
September 15, 2025, from
https:/ /www.worldbank.org/en/topic/skillsdevelopment

197. Yordanova, L., & Vasileva, D. (2022, June 29). What is a Europass CV
[Examples, Template & Usage in 2025]. Enhancv. Retrieved August 20, 2025,
from https://enhancv.com/blog/europass-cv/

198. Young, N. (2022, May 11). Continuous Learning in the Workplace: What are
its  Benefits? Teachfloor. Retrieved September 15, 2025, from
https:/ /www.teachfloor.com/blog/continuous-learning-in-the-workplace-what-
are-its-benefits

199. Youthfully Yours. (2023, September 23). “You(TH)INK, Youth Evolve” Youth
Exchange. youthfullyyours.gr. Retrieved September 8, 2025, from
https:/ /youthfullyyours.gr/index.php/mobility_en/youth-exchange/projects-of
-2023/548-414-%C2%AByou-th-ink%2C-youth-evolve%C2%BB%2C-youth-exc
hange%?2C-sigulda%2C-latvia%2C-15-23-09-2023

200. Zsuffa, A. (2024, July 14). Developing soft skills primarily for disadvantaged
people. epale.ec.europa.eu. Retrieved  September 8, 2025, from
https://epale.ec.europa.eu/en/blog/developing-soft-skills-primarily-disadvant
aged-people

136



	Guidebook 
	Introduction 
	Why this guide matters:  
	What you’ll discover inside:  
	Final thoughts  

	The Curriculum Vitae 
	The Curriculum Vitae as a Gateway to Opportunity 
	The Historical Evolution of the Curriculum Vitae 
	Modernization 
	The Digital Transformation 
	Key Components of an Effective CV 
	Research-Backed Best Practices for CV Optimization 
	The Europass CV 
	GDPR Compliance: Data Collection, Consent, Transparency, and Candidate Rights in Recruitment 
	Table 1: GDPR Implications for CV Data Processing in the EU 
	Navigating the Future of Professional Representation 
	Recommendations for Job Seekers  

	CV creation 
	Key Components of an Effective CV 
	Suggested Best Practices 

	Online tools 
	1. Europass CV Editor (europass.europa.eu) 
	2. Canva (CV Creator) (Canva) 
	3. ElegantCV.app (elegantcv.app) 
	4. Adobe Express (formerly Spark) – CV Maker (adobe.com) 
	Comparison  

	Creative CV 
	Professional CV 
	Simple CV 
	AI generated CV 
	Templates 
	Motivation Letter 
	Defining the Motivation Letter and its Purpose 
	The Digital Age and Future Trends 

	Motivation letter creation 
	Format 
	Paragraph Breakdown 
	Structure of a Motivation Letter 
	Crafting a Powerful Opening 
	Storytelling in the Body 
	Understand the purpose and requirements 
	Revision and Final Checks 

	Mastering the Job Interview 
	Before the Interview 
	During the Interview 
	Navigating Cultural Nuances in European Interviews 
	The Role of Formality and Punctuality Across Different EU Countries 
	Adapting to Group Interview Dynamics and Language Considerations 
	Mastering Competency-Based Interviews: The EU Standard 
	Deep Dive into the STAR Method with EU-Relevant Examples 
	Identifying and Preparing for Common Competencies Assessed 
	The Critical Importance of Soft Skills  
	Table 2: Essential Soft Skills for EU Job Market & How to Demonstrate 
	Understanding EU Legal and Regulatory Frameworks in Interviews 
	In the context of a job interview, it is imperative to comprehend the legal and regulatory framework that pertains to employment. The legislation pertaining to data protection and the prevention of discrimination exerts a significant influence on the way interviews are conducted and the information that can be requested. 
	Anti-Discrimination Laws: Prohibited Grounds and Interview Implications 
	Table 3: Key EU Anti-Discrimination Laws and Interview Implications 
	Preparing for a Dynamic Career Journey 

	Soft Skills 
	Work Ethic and Responsibility 
	The Foundation of Professional Excellence 

	Key Pillars of Work Ethic and Responsibility 
	Punctuality: Respecting Time and Building Trust 
	Taking Ownership: Accountability and Impact 
	Meeting Deadlines: Credibility and Efficiency 
	Proactiveness: Anticipation and Initiative 
	Organizational Skills: Structure for Success 
	Delivering High-Quality Work: Excellence and Productivity 
	Reliability: Dependability and Team Cohesion 
	Seeking Solutions, Not Just Problems: Problem Prevention and Innovation 
	Receiving Constructive Criticism Positively: Growth and Development 
	Continuous Learning: Adaptability and Career Advancement 
	Knowing When to Say "No": Boundaries and Well-being  
	Table 4: Overview of Work Ethic and Responsibility Pillars 
	Cultivating a Culture of Strong Work Ethic 
	Table 5: Benefits of Strong Work Ethic  

	Generation Z – Who are they? 
	Traditional Education’s Structure and the Future 
	Youth Unemployment: What and Why? 
	What Challenges do Gen Z Employees Face? 
	Which Soft Skills are the most important? 
	Employees and Employers: How to Bring them Together 
	What Youth Workers Can Do? 
	Onboarding Programs 
	Mentorship and Coaching 
	Feedback-Rich Cultures 
	Cross-Functional Collaboration 
	Inclusive and Psychologically Safe Environments 
	Continuous Learning 

	AI Skills 
	Defining AI Literacy Today: Beyond Just Using Tools 
	AI literacy today involves several overlapping dimensions: 
	A Brief Overview of Gen Z’s Existing Digital Fluency 
	The Difference Between Passive Digital Consumption and Active Digital Creation or AI Engagement 

	The Role of AI in Modern Workplaces 
	Gaps in AI Education and Youth Preparedness 
	Core AI Competencies for Gen Z 
	What Employers Can Do to Support AI Skill Development 
	What Youth Educators and NGOs Can Do 
	What Employers Can Do to Support AI Skill Development 

	Challenges and Ethical Considerations 
	Real-World Examples and EU Initiatives Supporting AI Skills Development 
	AI Studies in Latvia 
	AI Studies in Greece 

	Conclusion and Call to Action 

