
 

 

 

RESHAPING WORK DIALOGUE 2022 

MEETING MINUTES 

 

The following meeting minutes summarize the roundtable discussion on Youth 
Employment and Well-Being at Work organized by Reshaping Work on July 14, 2022. 

 
In Attendance (alphabetically listed):  

Aoife O'shea, Zurich Insurance  
Jelena Sapic, Reshaping Work  
Jovana Karanovic, Reshaping Work 
Lizeth Tijssen, Zurich Insurance  

Roos Wouters, De Werkvereniging 
Shelley Ferris-Smith, Zurich Insurance 
Sophie Bonnecarrere, Uber  
Thomas Blondeel, Smart Coop

 
Absent:  

Daniel Cruz Fuentes, Confederación Sindical de Comisiones Obreras de Catalunya 
Hannes Hollebecq, Cera Coop 
Thanos Moysiadis, Uber 
 
RESHAPING WORK DIALOGUE UPDATES:  

 
• July edition of the monthly policy briefing was sent on July 12, 2022 
• Register to the Member Library to access work-stream related resources & share 

relevant documents  
• Shall you wish to share your contact details with other participants, please fill out 

this consent form  
 

DISCUSSION TOPIC 1: YOUTH EMPLOYMENT 

 
  
 
 
 
 
 
 
 
 
 
 

→ It has been hard for young people, women, and migrants to get stable and full-time 
employment. With changes in labour market and entry of new generations in 
workforce, priorities regarding the private life and work have changed. Policy 

Several studies point out that the integration of young people is exposed to a wider 
economic situation (e.g., times of economic booms, recessions) than any other working 
group. While young people are in high demand during the economic growth (cf. ‘war for 
talent’); however, they are left behind when economic crises come around. In such 
situations, the youth become the first ‘victims’ of waves of redundancies. The first topic 
reflected whether policy measures are appropriate to support youth integration at labour 
market, how to encourage policymakers to take bold actions, and how to address the 
mismatch between the demand and supply of youth workers in the labour market.  

https://reshapingwork.net/dialogue/register/
https://docs.google.com/forms/d/e/1FAIpQLSdy1fMv7Hz5B-mj21IGNfFGdi1nkRjSW3gfXPbkqRwNjImKQA/viewform?usp=sf_link


 
makers are vocal about providing the youth with long-term contracts that have not 
been available to them for quite some time; while the youth want different 
experiences. This type of misunderstanding persists today and reflects into sluggish 
policy responses, said De Werkvereniging.  

o Another issue is related to the conditions pertaining to permanent contracts. 
Nowadays, young people do not stay long enough on the job to fulfil criteria 
that would result in a permanent contract. Likewise, companies are likely to 
end a contract before it results in a permanent one, as the latter are more 
legally binding.  

o Traditional companies experience challenge of (re)inventing themselves in 
order to become attractive to young population.  

→ For Uber, it is three-stage approach in addressing the youth employment: a) 
accessibility, especially for migrant youth. Some countries have heavy bureaucracy, 
whereas migrants may not be proficient in local languages. To address this gap, in 
France, Uber partnered with a local NGO (Wero) that is specialized in supporting 
migrant integration to the labour market. b) lower entry barriers; c) training programs 
and apprenticeships, especially in terms of gaining competences for the next job.  

→ Youth employment, similar to some other employment issues, can be neither solved 
by a single company nor by a single government. It requires mutual cooperation and 
action by the public and private sector, said Zurich Insurance. They also pointed out 
to the EU’s work on promoting different forms of sustainability, including social 
sustainability that covers work sustainability and topics such as working conditions, 
youth employment, etc. As a part of it, the EU is planning on establishing social 
taxonomy that classifies economic activities based on their contributions to social 
goals in the EU. As such, social taxonomy represents a common code for investors, 
businesses and regulators regarding what is sustainable from a social perspective.  

→ All stakeholders agree that whether the youth have a right skillset is one of the 
crucial questions of the moment.  

→ Technological developments are so rapid that skills required of young people is 
something that a university cannot keep up with. University represents traditional 
bureaucratic institutions where introducing a new course or degree program takes 
time (due to accreditation and approval processes, etc.). Such a gap between 
market changes and university’s slow adaptation has led to the emergence of non-
formal (non-degree) programs extending responsibility for education on the entire 
ecosystems (companies, NGOs, unions).  

→ A shift in recruitment is happening – instead of CVs and standardized tests, 
companies employ innovative ways to test skills only, placing less importance on 
formal degrees. One such example is Solve.  

https://twitter.com/wero_io
https://ec.europa.eu/info/business-economy-euro/banking-and-finance/sustainable-finance/eu-taxonomy-sustainable-activities_en
https://www.mckinsey.com/careers/mckinsey-digital-assessment


 
→ Skills needed for new and future jobs can partly be predicted, so transferability of 

skills between different roles is important, says Zurich Insurance. In their 
perspective, life-long learning is all about reskilling and upskilling of workers. 

→ In the UK, 18 years olds can choose to continue their education through university 
or to start an apprenticeship, in this way gaining more commercial experience. 
Apprenticeships in the UK vary in the length and offer different graduation levels. In 
France, apprenticeships are more about social mobility and aim to support socio-
economically impacted students.  

o Zurich Insurance offers apprenticeship programs across departments (e.g., 
IT, operations, HR). It also does rotation programs. 

→ Students in higher education programs pursuing more generic/general degrees may 
be concerned about jobs after graduation and apprenticeships can play significant 
role in filling the gap and mitigating the pressure.  

→ Coop enterprise from Belgium (called Having a Harbour, in English) gathers different 
youth clubs and organizations to empower young people in the direction of coop 
entrepreneurship (their model of working with young entrepreneurs resembles the 
Smart Coop model). 

→ Research in the Netherlands shows that majority of young respondents see 
themselves as self-employed but most of them start with an employer in order to 
gain experience and additional skills.  

→ Historically, most organizations have operated in sort of a very traditional 
centralized way when it comes to learning and development. An ongoing shift is in 
the direction of creating more empowerment around learning, and skills 
development; in other words, in the direction of democratizing learning and 
development. At Zurich Insurance, they empower employees to actively “become 
CEOs of their own careers”. They do so by offering a platform which helps all 
employees at all levels in the organization to conduct their own skills diagnostic 
relative to their own career ambition. The platform will facilitate individual skills 
passport, which prompts individuals to take control of their own skills development 
as well as nudge them to take advantage of a whole range of learning interventions 
and digital solutions that are available across the organization. 

 

DISCUSSION TOPIC 2: WELL-BEING AT WORK  
 

 
 
 
 
 
 

The World Health Organisation classifies burnout as a syndrome which results from chronic 
workplace stress that has not been managed effectively. Burnout manifests in feelings of 
very low energy and depletion; feelings of distance and negativity towards the person’s 
job; or emotions of effectivity or lack of accomplishment. Being in control of our own work-
life balance seems the key. Being a worker is just one of many roles that we have in our 
everyday lives. In a search for a good balance, another key element that appears is the 
need for a constant (social) dialogue between employers and workers, where seemingly 
opposite interests are brought together to a compromise. Therefore, what actions can be 
taken on individual, company, and society level.  



 
 

→ Well-being and burnout are two crucial topics that require more space in 
conversations, both in the public discourse and in company strategies.  

o It is necessary to change the tone when talking about burnout. It is often 
associated with unstable personalities or people struggling, even though that 
is not necessarily true and it can happen to anyone.   

o It is also necessary to lift a stigma by sharing the experience and 
acknowledging the experience in professional circles (like, making it visible 
in CVs), as pointed by De Werkvereniging. 

→ One of the greatest challenges is return to the work after burnout. Everyone 
encourages a person to take slowly, not to work/stay overtime but the entire 
business culture is designed on going an extra mile to earn promotion, benefits, etc.  

→ De Werkvereniging says that there is a causal relationship between burnout, stress, 
and less autonomy. It is necessary to empower workers to leave when they want, 
not to be stuck with work that they do not enjoy (just because of the security) and 
to negatively impact their co-workers. That is just one of the reasons why social 
protection models need to be decoupled from full-time employment model.  

→ Uber does training sessions, workshops, and encourage sharing in order to de-
stigmatize the burnout. Talking about prevention, medical consultations with an 
expert at least once a year and coaching sessions could be beneficial. Coaching 
sessions are these days purchased by workers; so, their funding should be 
reconsidered (either sponsored by companies or supported through public 
subsidies). 

→ Zurich Insurance makes sure to proactively approach well-being as a core topic in 
every country of its operations. In that vein, the company formalized the well-being 
lead structure across the countries, created a community of practice, and looked to 
bring in the endorsement and sponsorship of very senior leaders to advocate for 
well-being. Furthermore, there has been a very strong bottom-up interest in this 
topic, so the company nurtured employee resource groups to co-create initiatives 
that support well-being. It put a focus on manager and leadership awareness 
because conversation can often be very difficult and sensitive as it relates to health.  

o Secondly, the company recognized that the language matters. An earlier 
framework talked about physical, mental, financial, and social well-being. But 
as mental well-being may encompass certain stigma, they reframed it to 
emotional well-being. In addition to annual checks on well-being, Zurich 
Insurance introduced surveys assessing the state of well-being across the 
countries, particularly exploring burn-out triggers and stressors. These 
insights shape their programme focus and work of Employee Assistance 
Program, a 24-hour free, professional counselling service that is available to 
all employees and their extended families.  



 
o Thirdly, one of the triggers for burnout and stress stemming from the 

workload is digital well-being. Recent pilot in Spain called “Digital Downtime” 
included disconnecting the VPN at 5:00 PM every evening and over 
weekends. The company was interested to see if actually formally 
disconnecting and making it physically impossible to connect can have 
positive impact. The first results go into that direction, so Zurich Insurance 
has begun looking into ways to implement it in other countries as well. 

→ Insurance companies (may) develop products related to disability risk that include 
well-being assistance program as an add-on (e.g., call centre support, counselling 
sessions, medical advice). One such a product is Live Well. 

→ Due to generation shifts in priorities, it is necessary to have free and open 
conversations about well-being and health and to change an earlier practice of 
solely focusing on delivering KPIs.  

→ A step that companies can easily implement is being transparent about their well-
being practices and communicating these efforts to the wider public. Well-being 
programs and burnout prevention measures may play a role in attracting new 
workers. 

→ Policymakers should support measures that enable and facilitate that all the workers 
have access to prevention programs. Also, they can engage, in cooperation with 
other stakeholders, in destigmatizing the burnout at work.  

→ At European level, in addition to social taxonomy, Strategic Framework on Health 
and Safety at Work 2021-2027 defines the key priorities and steps to improve 
overall worker well-being.  

 
 
 

NEXT STEPS:  

• Should you have any comments on the meeting minutes, submit them via email 
within a week (five working days) from receiving the document. Once the comments 
are addressed, the meeting minutes will be uploaded to the Member Library. 

• The workshop within this work stream is scheduled on September 8.  
 

ADJOURNMENT: 

• Minutes prepared by Jelena Sapic 
• Minutes approved TBA 

https://livewell.zurich.com/
https://osha.europa.eu/en/safety-and-health-legislation/eu-strategic-framework-health-and-safety-work-2021-2027#:~:text=EU%20Strategic%20Framework%20on%20Health%20and%20Safety%20at%20Work%202021%2D2027,-Image&text=The%20European%20Commission's%20Strategic%20Framework,economy%2C%20demography%20and%20work%20patterns.
https://osha.europa.eu/en/safety-and-health-legislation/eu-strategic-framework-health-and-safety-work-2021-2027#:~:text=EU%20Strategic%20Framework%20on%20Health%20and%20Safety%20at%20Work%202021%2D2027,-Image&text=The%20European%20Commission's%20Strategic%20Framework,economy%2C%20demography%20and%20work%20patterns.

