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Preface
This report is a final paper written by a student taking a course in European studies at the Hague University situated in the Netherlands. Within the final paper, the student explores a subject of research in one of the three disciplines of the course European Studies: Business Management, Communication Management or Public Administration. In this case it is Communication Management. The student will have to show by means of this report that she masters the skills and knowledge that she acquired during her studies. The final paper has to be of sufficient quality for the student to graduate successfully.

Significant definitions of terms used in the report:

· New Dutch: A person living in Holland from who at least one parent was born abroad (in a not western country) – Statistics Netherlands (CBS)-definition –

· New Dutch professionals: Higher educated students from who at least one parent was born abroad (in a not western country) – Statistics Netherlands (CBS)-definition – with less than four years of labour experience

· Native professionals: Higher educated students from who both parents are from Dutch origin with less than four years of labour experience

· Young professionals: Higher educated students with less than four years of labour experience.

This report concentrates on writing a communication plan for a website that aims to bridge the gap between new Dutch professionals and employers on the Dutch labour market. The research that is done within this report sums up several obstacles new Dutch professionals have to face during their search for a job.

The recommendations given in this report will contribute in bridging the gap between new Dutch professionals and employers in the Dutch labour market through a website that is being set up by two students who are aware of the existing mismatch between young professionals and recruiters. 

Special thanks go to my mother and my brother for their love and support. 

Janete Neves

20031547

HEBO 5CM
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1.
Introduction
Currently, many employers in the Dutch labour market are seeking for young, new workers to join their company, as a result of a starting economic revival in Holland. At the same time there are more new Dutch professionals graduating each year from the university. You could say that this is a perfect match; however, in reality it seems that supply and demand find it difficult to meet each other. “The unemployment rate among new Dutch is still relatively high (15%) compared to the unemployment rate amongst natives (4%)” (Statistics Netherlands [CBS], 2006). In addition, it does not only play a role among the lower educated, but also among the higher educated. According to the Research Centre for Education and the Labour Market, “last year 10% of the new Dutch professionals could not find a job compared to some 4% of the native professionals” (as cited in Jungbluth, 2007). Many of the new Dutch professionals have difficulties in accessing the Dutch labour market. By order of the Dutch Ministry of Social Affairs the institute Forum has done research on this particular issue. Forum stands for multicultural development and is of the opinion that different communities in Holland should live with each other instead of next to each other through mutual understanding and shared citizenship. “Many new Dutch professionals take months in finding a suitable job after graduating compared to their native fellow-students” (Jungbluth, 2007, p.10). They have problems getting from A (graduation) to B (a job). The research (Jungbluth, 2007) suggests that the “main problem of this gap does not really lie in ethnical aspects only, but also in social aspects” (p.6).

In order to fill in this gap a new initiative is being developed by the institute Forum.

Forum often involves young professionals in their projects. For this particular problem, with use of a youth competition on the website of Forum, two students have come up with the idea to set up a website as a cultural and business platform, where young ‘professionals’ of different nationalities, who have to break many barriers in the Dutch labour market and companies can meet each other and exchange information.

This report concentrates on writing a communication plan for the website that aims to be the bridge that links the new Dutch professionals to the Dutch labour market and vice versa. The communication plan recommends how the website should be set up in order for it to achieve its goal. In order to have a solid basis for the communication plan research will be done. The research will cover the main reasons why new Dutch professionals have difficulties in entering the Dutch labour market and a situation analysis. The main target groups on which the report will concentrate are the new Dutch professionals and employers. 

The research is based on the following central question: 

How can the website contribute in bridging the gap between new Dutch professionals and employers in the Dutch labour market?
In order to come to an answer, several sub-questions are formulated:

The problem

· What does Forum currently do to bridge the existing gap between new Dutch professionals and employers? 

· What could be the main reasons why new Dutch professionals have difficulties in accessing the Dutch labour market?

Analysis/research

· What is the current situation in the (internet) market?

· How do young professionals search for a job?

· How do employers recruit? 
· What are the needs of young professionals during their search for a job?

· What do young professionals and employers miss on current vacancy websites?

· What do employers expect from young professionals?
The plan (website)

· Which elements can trigger the motivation of graduates and employers to use the website as an instrument?

· Which elements can bring these two groups closer together through the website?
· In what way should the website be promoted?
In order to find an answer to the sub-questions, which lead to an answer to the central question, desk research has been done to investigate the roots of the problem by making use of research done by several organisations concerning new Dutch professionals on the Dutch labour market. In addition, desk research has been done to analyse the current situation on the (internet) market. Here, current trends are given that could influence the website in a positive or negative way, followed by an analysis of the organisations that will be the main competitors of the website. Furthermore, surveys have been conducted among young professionals and recruiters in order to find out what recruiters are actually expecting from the young professionals and what the needs are of young professionals during their search for a job. The conclusions of the results obtained through the research and recommendations for the website will be integrated in the communication plan in a strategy and concept.
2.
Forum 

Forum, the institute for multicultural development, is the largest non-governmental actor in the field of integration policy in the Netherlands. Within this chapter more insight will be given into what the organization stands for and the different activities it undertakes, especially concerning the new Dutch in the Dutch labour market. Organized projects and research done by Forum show that it is a big challenge trying to bridge the gap between new Dutch professionals and employers. Knowing more about Forum’s activities concerning this issue is a good basis for finding out how the website could participate in bridging the gap and how Forum could possibly support the website’s objectives and vice versa.

2.1
The organization
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The institute Forum, established in the year 1996, is a national centre of expertise in the domain of multicultural development. Forum strives for a society where different communities can participate on the basis of equivalence. “The institute sees it as its task to gather, disclose and carry over awareness about the multicultural society. Forum provides advice, sets up activities, follows and influences government policies and supports organizations set up by ethnic minorities” (“Werkplan 2007”, 2007, “Kwaliteit en kennis”, para. 4).
The vision of Forum is that the different communities in Holland should live with each other instead of next to each other, through mutual understanding and shared citizenship. “The starting point of Forum is shared citizenship that emphasizes individual and social responsibility, rights and duties, cohesion and diversity” (Forum, 2007). “It implies that immigrants and new Dutch as well as natives are responsible and should communicate together to come to a liveable society” (Baro, 2002, p.2). “As an institute for multicultural development Forum strives to stimulate mutual understanding between people of different origins. Their ultimate goal is a society in which all members can take part, regardless of their religion, gender, skin colour, political or sexual preference” (Baro, 2002, p.3 ).
2.2
Collaborations

Forum works with a broad range of organisations (Baro, 2002); migrant groups, specialist institutes in multicultural development, as well as institutions in education, care and welfare. In particular, Forum consults and collaborates widely with nationally focused organisations such as the Netherlands Institute for Care and Welfare (NIZW), the Verwey-Jonker Institute for social research, the National Centre for Community Work (LCO) and the Dutch Centre for Political Participation (IPP). It has strong ties with the Network of Support Functions for Minorities (NSM). It also maintains contacts with national organisations whose work relates to that of Forum, such as Refugee Organisations in the Netherlands (VON), the Averroès Foundation for early childhood development, and the Dutch Organisation for Voluntary Work (NOV) (p.8).

“Forum has received subsidies from the Department of Justice (DCIM), the Ministry of Education, culture and Science (OCW), the Ministry of Social Affairs and Employment (SZW), the Ministry of Housing, Spatial Planning and the environment (VROM) and the Ministry of Health, Welfare and Sport (VWS)” (Forum, 2006, p.5). These funds represent the broad social involvement of Forum concerning the multicultural society. In addition, Forum shows its commitment to a multicultural society in the diversity of collaborations with organizations, like “The Confederation of Netherlands Industry and Employers (VNO-NCW) Netherlands largest employers’ organisation, ‘MOVISIE’ Netherlands centre for social development that promotes the participation and independence of citizens and The Scientific Council for Government Policy (WRR) that advises the government about future developments of great public interest using a scientific approach and many others” (Forum, 2006, p.5).
2.3
Activities
The initiative of Forum to involve youngsters in their projects, through youth competitions on their website, has resulted in a possible solution for the issue this report focuses on. The idea to set up a website as a cultural and business platform where young professionals of different nationalities and companies can meet each other and exchange information, could be the missing bridge that needs to be built in order to link the new Dutch professionals to the Dutch labour market and vice versa. For the upcoming years Forum will concentrate on active participation by means of executing several programs in which their vision shared citizenship comes forward. The institute’s work field is divided into six programmes consisting of their own goals and activities. Focussing on the aim of this research, which will be the solid basis of the written communication plan for the website, more insight will be given into the impact of the Forum programme ‘Labour market’ to the multicultural society so far. Forum has just started with this programme in which “the institute wishes to contribute in improving the position of new Dutch youngsters to the labour market and in increasing the chances of them of economic independence” (“Arbeidsmarkt en ondernemerschap”, 2007, “Toegang moet beter”, para. 3). What has Forum done so far to gain its objectives? And how can the outcomes of their actions contribute to determine what elements should be included in the contents of the website in order for it to bridge the gap between the new Dutch professionals and the Dutch labour market?

2.3.1
Project ‘World’s talent’
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In the year 2006 Forum started, together with The Confederation of Netherlands Industry and Employers (VNO-NCW), the project called ‘World’s talent’, the perfect match between the Dutch trade and industry and young professionals’. With this project Forum strives “to bring executives from the Dutch economic life and ambitious new Dutch professionals into contact with each other, in order for them to learn from each other (Hijmans, IJselmuiden, Moll, Stokkel & van der Heijden, 2007, p.3). During a period of six months nearly twenty executives from seven organizations were coupled as coaches to nearly forty talented new Dutch starters. 
In this project reciprocity was at issue: “The coaches would guide the youngsters in their career prospects and they would think along concerning issues where the youngsters could come across with and the new Dutch professionals would give their coaches some insight into cultural differences and they would inspire their coaches to set up a better diversity policy in their organization” (Hijmans, et al., 2007, p.6). After these six months, minister of state, Ahmed Aboutaleb, of the Ministry of Social Affairs and Employment (SZW) handed over certificates to the participants. 

Within this project Forum also collaborates with the Centre of Work and Income (CWI) by means of the ‘Service Point for New Dutch Professionals’ (HOA) that can be found on the youngsters’ website of the Centre of Work and Income. “This service point advices, guides and mediates new Dutch professionals to work. It also concentrates on employers who pursue a diversity policy. The service point has at its disposal a database with many curriculum vitae’s of new Dutch professionals” (Hijmans, et al., 2007, p.17). 

The project ‘World’s talent’ (Hijmans, et al., 2007) has had several results, namely

· Nearly forty executives and recruiters of Dutch companies and organizations have gained more knowledge concerning cultural differences and backgrounds. Many misunderstandings are taken away
· The 84 participating youngsters have obtained more insight in their own talents and in possible obstacles in their future career. Furthermore, these youngsters have developed skills in how to present themselves and how to communicate effectively

· Participating executives have become acquainted with the unexpected potential and drive of new Dutch professional starters 

· Eleven organizations and nearly eighty new Dutch professionals have entered into each others network
· The participating new Dutch professionals have had the chance to contribute as a role model to a better image-forming

· The participating executives as coach have practised and improved their skills in guiding ambitious new Dutch professionals. 

· Furthermore, all the organizations have set up a project to translate their insight into practice. Research will be done to find out how multicultural the organization is in reality and working groups have been set up to increase the diversity. The project has contributed to positive thinking concerning diversity in its own organization (p. 15). 

2.3.2
Project ‘ForumTalent.nl’
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On the 24th of May 2007, minister of state, Ahmed Aboutaleb, of the Ministry of Social Affairs and Employment (SZW) launched the website www.forumtalent.nl. This website was started by order of the Ministry of Social Affairs and Employment (SZW) to reduce the distance between the Dutch labour market and new Dutch professionals. The website offers information to new Dutch professionals and employers who would like to contact each other. ‘FORUMtalent’ is a follow-up of the project ‘World’s talent’. The website Forumtalent.nl strives to:

· make multicultural talent visible and accessible for employers

· bring new Dutch professionals and employers into contact with each other 

· stimulate and support new Dutch professionals in finding a (another) job

· stimulate and support employers in recruiting and keeping new Dutch professionals (Forumtalent, 2007).

At this moment, the website only aims to provide information. Unfortunately, this is not enough to bring young professionals and employers closer together. The website forumtalent.nl offers no interaction between young professionals and employers, while the project World’s talent (Hijmans, et al., 2007) has shown that good results will be reached by direct contact between the two groups. However, the website is still under construction.
2.4
Conclusion

Forum has many connections within the government, institutions and organisations and could be of great help for the organisation behind the website. The results gained from the project ‘World’s talent’ (Hijmans, et al., 2007) brings important issues to the spotlight as shown in the table below. 
	ISSUES

	Executives
	New Dutch professionals 

	· Lack of knowledge about cultural backgrounds

· (Negative) preconceptions about the new Dutch citizens
	· Lack of network possibilities

· Lack of knowledge concerning how everything works within the Dutch business life


The project was a success with twenty executives from seven organizations and nearly forty talented new Dutch professionals. However, why keep it there. Why not find a similar way to bring these two groups together on a broader scale through the website? The project ‘World’s talent’ demonstrates that just by personal and direct contact many issues can be resolved between employers and new Dutch professionals.
3.
Unemployment new Dutch professionals
This chapter will link several outcomes of different researches done concerning the behaviour of employers and new Dutch professionals by the organizations ‘FORUM’ the institute for multicultural development and The Netherlands Institute for Social Research (SCP), in order to further discover what kind of issues or needs the website will have to try to resolve or fulfil to bridge the gap between these two groups on the Dutch labour market. In order to investigate possible causes for the gap it is necessary to analyze the behaviour of recruiters as well as the behaviour of young professionals.  
3.1
Research
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The unemployment rate amongst non-Western ethnic minorities is much higher than that of the natives, as can be seen in the figure below. In most cases it is clear why several ethnic minorities have difficulties in accessing the labour market; “low or no education, problems with the language, no working experience etc" (Jungbluth, 2007, p.16).           Fig.1 Unemployment to origin, 2006
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However, the problem does not only play a role amongst the lower educated, but also amongst the higher educated. “Last year 10% of the new Dutch professionals could not find a job compared to some 5% amongst native professionals” (Jungbluth, 2007, p.16). Why do new Dutch professionals have difficulties in accessing the Dutch labour market? Can the reason be found in the behaviour of recruiters or more in the behaviour of new Dutch professionals? Research has been done by Forum and the ‘National Network of Diversity Management’ (DIV), towards the attitude and opinion of employers in the medium-sized businesses (20 to 500 employees) with respect to new Dutch professionals in the Dutch labour market; ‘Trendmeter 2007’. “The research shows that particularly the smaller (20-50 employees) companies have little or no new Dutch in service, whereas the larger companies see relatively few problems in recruiting and the functioning of new Dutch employees” (Ait Moha, Gomes & Verheggen, 2007, p.3). 
Also, The Netherlands Institute for Social Research (SCP) developed a Discrimination monitor, published recently in November 2007. “The broad objective of the Discrimination Monitor is to establish the nature and extent of labour market discrimination against non-Western ethnic minorities, to identify trends and to indicate the impact of discrimination on the labour market position of non-Western ethnic minorities” (Andriessen, Boog, Dagevos & Nievers, 2007, p.12). 
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Another research, done by FORUM, examined the situation of new Dutch professionals who graduated in the year 2006, but halfway the year 2007 still did not find an appropriate job; ‘Onverzilverd talent’. “The research states that “the majority blame their disappointing application experiences on their ethnic origin” (Jungbluth, 2007, p.6). What are the most significant outcomes of the research that could be of use in explaining the gap between new Dutch professionals and employers on the labour market. And how can these outcomes be filtered in the website, turning it into an effective instrument that brings new Dutch professionals and employers closer together?
3.2
Employers

The research Trendmeter 2007 (Ait Moha, et al., 2007) and Discrimination monitor (Andriessen, et al., 2007) has brought forward the following interesting results concerning the behaviour and view of employers with respect to new Dutch professionals. 

No new Dutch professionals in service, because they do not present themselves according to employers in the medium-sized businesses (20 to 500 employees) (Ait Moha, et al., 2007)
Employers without any new Dutch professionals in service indicate that this has partly to do with the fact that new Dutch professionals do not present themselves (61%). Furthermore, a percentage of 28% indicates that there are no new Dutch professionals living in the surroundings. This is mainly indicated by companies established in the north and east of Holland. However, it is striking that 15% of the employers established in the ‘Randstad’ cities in the western part of The Netherlands where many new Dutch professionals live, have indicated the same (p.16). In short, it can be said that supply and demand have difficulties in meeting and finding each other. 
Percentage of employers in the medium-sized businesses (20 to 500 employees) striving actively for diversity has decreased (Ait Moha, et al., 2007) 

In comparison with the year 2006 fewer employers are striving actively for diversity among their staff. A total of 43% of the employers striving actively for diversity in the year 2006 has decreased to a total of 27% in the year 2007 (p.21). This percentage has to increase again by means of the website. 

Little need for information on diversity policy in the medium-sized businesses (20 to 500 employees) (Ait Moha, et al., 2007)
Only a small part of the employers (8%), in particular companies with more than 100 employees, indicate that they need information concerning new Dutch as employees. Furthermore, a total of 82% of the employers are not familiar with expertise and information centres for diversity policies. In addition, a total of 34% even find expertise centres a waste of money (p.25). Many employers probably do not know what these expertise centres, like FORUM, stand for and what they do. Because of this they do not see the advantages in a diversity policy. 
A quarter of the employers in the medium-sized businesses (20 to 500 employees) are cautious in engaging new Dutch professionals (Ait Moha, et al., 2007)
A total of 27% of the employers are cautious in hiring new Dutch professionals, mainly because of cultural differences as can be seen in figure 2. The restraint to hire new Dutch professionals occurs mostly among smaller companies (20-50 employees) and companies without any new Dutch professionals in service (p.22).
Fig. 2
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Furthermore, “21% of the employers indicate that new Dutch professionals do not get hired because they do not meet the job requirements and a total of 10% of the employers have indicated that new Dutch professionals do not fit in their company culture” (Ait Moha, et al., 2007, p.22). According to the discrimination monitor developed by The Netherlands Institute for Social Research (SCP) “it can be suggested that reasons like ‘you do not meet the job requirements’ and ‘you do not fit in the company culture’ are used as excuses for not hiring new Dutch professionals, considering the fact that they usually have the same labour market-relevant characteristics as natives” (Andriessen, et al., 2007, p.73). This creates the suspicion that the gap between new Dutch professionals and the Dutch labour market is caused by discrimination. 

Employers in the medium-sized businesses (20 to 500 employees) have a preference for native employees in jobs with much customer contact and in executive positions (Ait Moha, et al., 2007) – “the so called customer discrimination according to the Discrimination monitor developed by The Netherlands Institute for Social Research (SCP)” (Andriessen, et al., 2007, p.23) –  
In jobs with many customer contacts and in executive positions employers have a preference for native professionals instead of new Dutch professionals because, they are of the opinion that the new Dutch have a bad image. Almost 60% of the employers disagree with the statement that the companies’ image will improve by hiring new Dutch professionals. 
These employers are afraid that the bad image created around the new Dutch will be linked to the companies’ image. This outcome shows that prejudices play a bigger role than employers on the Dutch labour market dare to admit (p.7). Furthermore, “23% of the employers are of the opinion that customers prefer doing business with native professionals. A total of 80% of the employers do not believe that new customer groups will be gained by hiring new Dutch” (Ait Moha, et al., 2007, p.7). Again, these outcomes lead to the suspicion that discrimination and prejudices are the reasons for the gap between new Dutch professionals and employers on the Dutch labour market. In addition, according to the outcomes of the research Discrimination monitor (Andriessen, et al., 2007) and the research Onverzilverd talent (Jungbluth, 2007), “many new Dutch professionals feel that they have to work harder than their native colleagues to achieve the same labour market position. They often have the feeling that they have to do more to prove themselves and that they are watched more closely. They feel that they constantly have to demonstrate that they do not fit the ‘unfavourable’ stereotypical image of their group” (p.43). 
Increasing participation of new Dutch professionals on the labour market lies in the hands of New Dutch professionals (Ait Moha, et al., 2007)
According to the employers in the medium-sized businesses (20 to 500 employees) new Dutch professionals are mainly responsible for increasing their participation on the labour market as can be seen in figure 3. “This corresponds with a total of 88% of the employers who indicate that they will hire new Dutch professional if they meet the job requirements” (p.27). 
Fig. 3
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Are the new Dutch professionals really that much responsible for their participation on the Dutch labour market? “The fact that employers refer to unfavourable (objective and subjective) characteristics of ethnic minorities/ new Dutch professionals while leaving their own role mainly out of consideration could have something to do with the taboo on discrimination” (Andriessen, et al., 2007, p.73).
Statistical discrimination

A very important outcome of the discrimination monitor (Andriessen, et al., 2007) is that it seems that “discrimination on the labour market happens especially during selection processes. The findings imply that employers do not criticise applicants on their individual characteristics, but that the determinant factors lie in the judgements of alleged group characteristics” (p.66). Studies concerning labour performance show that “employers base themselves on overall pictures of ethnic groups” (Andriessen, et al., 2007, p.73), which are on the whole unfavourable in Holland. “Employers who have experience with ethnic minorities have a far more favourable and more balanced picture than employers with little experience” (Andriessen, et al., 2007, p.73). Practically all employers in the medium-sized businesses (20 to 500 employees) with new Dutch professionals in service, participating in the research done by FORUM, indicate that “new Dutch professionals work just as well as the native professionals working in the same position (90%)” (Ait Moha, et al., 2007, p.4). These outcomes imply that employers do discriminate, because of the lack of knowledge about cultural differences, preconceptions and not knowing how to deal with these issues. It is therefore a problem on the side of employers that has to be tackled through the website. 

New Dutch professionals are considerably more often without a job compared to their native colleagues as can be seen in figure 4. Reasons for these differences can be found in several factors like “education, average graduate marks, work experience, age etc.” (Andriessen, et al., 2007, p.126).






Fig.4 Employed and unemployed professionals to ethnic group (in %)
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However, all analysis done in the discrimination monitor points out that there is a considerable undeclared residue: “important individual labour market-relevant characteristics incorporated in the analysis appear to explain only a small part of the difference in unemployment between native and new Dutch professionals” (Andriessen, et al., 2007, p.126) as can be seen in figure 5 on the next page. It is plausible that discrimination plays a role in this case, because of the fact that the outcomes of the discrimination monitor show that new Dutch professionals face strong obstacles while finding a new job. However, does it all have something to do with ethnic discrimination?
Fig.5 Difference in unemployment between native and new Dutch professionals in an explained and unexplained part (in %)
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“According to the employers, ethnicity in itself is not the determinant factor at applications however, the language skills, certificates and the presentation” (Jungbluth, 2007, p.6). “This could be discrimination, but not on ethnicity, however on correlated ethnic characteristics. What negative aspects derive from the social class of new Dutch professionals and what negative aspects derive from their ethnical background?” (Jungbluth, 2007, p.17). Further insight into this matter will be given in the next section. 

3.3
New Dutch professionals
Which social aspects could negatively influence the new Dutch professionals, making it harder for them to find a job compared to their native professionals? The outcomes of the research, (Jungbluth, 2007) that are of importance to determine what the website will have to bridge, are:
Background characteristics:
Many of the new Dutch professionals have parents with a low or very low education. This signifies that many new Dutch professionals ascend the complete social ladder in only one generation. Nevertheless, according to the research (Jungbluth, 2007) “they often have to this without (intellectual) aid from their parents and family” (p.6). The research states that this is one of the reasons why new Dutch professionals have difficulties in accessing the Dutch labour market. The sort of aid the research is referring to are integrated in the next points. They are seen as consequences of being from a low descent.
Application behaviour:
According to the research (Jungbluth, 2007) “new Dutch professionals lack of the social and cultural capital that is needed on the application market, like patience, critical behaviour, the accurate self-presentation and strategy” (p.11). Many of the “new Dutch professionals are poorly prepared on how to apply effectively” (Jungbluth, 2007. p.11). In addition, research done by the Council of Work and Income (RWI) concludes that “their arrears have hardly anything to do with their choice of study” 
(as cited in Jungbluth, 2007). However, “reasons can be found in a less active student life, study problems, having difficulties in finding work placements and the mismatch between the ways employers search for applicants and the way new Dutch graduates search for vacancies” (p.18). Furthermore, “differences in communication, manners/morals and attitudes are seen as critical factors in the arrears of new Dutch professionals in the Dutch labour market” (Jungbluth, 2007, p.18). 
Lack of network possibilities: 

“Native professionals often have the possibility to use the network of their parents and family to find a job contrary to the new Dutch professionals” (Jungbluth, 2007). “New Dutch professionals often do not know how everything works within the business life. They frequently stay within their own social network and they underestimate their own chances” (Wouters, 2007). 
Current attitude of new Dutch professionals:
The research (Jungbluth, 2007) indicates that many new Dutch professionals are full of ambition. “Around 90% of the questioned are full of hope that they will find a suitable job. However, this attitude occurs more among the questioned with high educated parents and the ones who are more selective in their application behaviour” (p.11). 
3.4
Conclusion

After revising the outcomes of the research mentioned in the previous sections of this chapter, it can be stated that the causes maintaining the gap between new Dutch professionals and employers in the Dutch labour market can be found in the behaviour of both groups. The issues that the organisation will have to bridge by means of the website are:
Discrimination: research implies that discrimination plays a large role in recruiting, especially during selection procedures. The prejudices that recruiters have with respect to the new Dutch play a big role. Discrimination is one of the biggest challenges so far and the organisation behind the website will have to try to go up against this issue by trying to teach recruiters how to handle their prejudices.

Social aspects: important is to teach new Dutch professionals how to apply effectively. It is important to make them aware of which elements recruiters take into consideration during job interviews. (These elements can be found in paragraph 4.2.3 survey results)
Mediator: The website will have to turn into a meeting point for new Dutch professionals and employers in the Dutch labour market, in order to give them the possibility to find and meet each other.
Diversity: A majority of the employers are not interested in diversity policies. Awareness has to be created concerning the advantages of a diversity policy and expertise and information centres in this domain, in order to arouse the interests of the employers towards everything concerning diversity.
Network: The organisation should give new Dutch professionals the opportunity to broaden their network, in order for them to find new contacts which could help them find a job. 
4.
Situation analysis
This chapter consists of two parts. The first part will give an overview of the internal analysis: an analysis in which the strengths and weaknesses of the organization will be given. The analysis is based on conversations with the founders of the website. The second part will give an overview of the external analysis. This analysis will bring forward the opportunities and threats the organisation will have to deal with. This part is partially based on the results obtained from two surveys carried out on employers and young professionals and desk research. Subsequently, a SWOT matrix will be given in which the strengths and weaknesses will be combined with the opportunities and threats of the organisation.  
4.1
Internal analysis
This section concentrates on the internal analysis in which the strong and weak points of the current organisation behind the website will come forward. A number system has been used; number 1 is the worst result and number 5 is the best result. The number three will not be used, because this number does not provide clear information, since it is seen as neutral. 
Index used:

1= bad


2= weak

4= sufficient


5= good
1. Organisation: Eggink distinguishes different types of organisations (as cited in Vos, 2005) and the organization behind the website is a “young, dynamic organisation: the organisation is tightly controlled by the founders. The organisation is very flexible, and reactions to developments are rapid. There are few formal communication channels” (p.91).
	1
	2
	4
	5


2. Corporate identity: “The company’s identity is often the source of inspiration for internal and external public groups. It also fosters customer loyalty and distinguishes a great organisation from a mediocre one” (Herlé and Rustema, 2005, p.101). Without a clear identity determined, it is hard to introduce the website (product) and organisation to the target groups.  
	1
	2
	4
	5


3. Internal communication: The organization consists of two men. They communicate by mail, phone and meetings. At this moment everything concerning the website (design, research etc.) is being done within social networks. There are no misunderstandings.
	1
	2
	4
	5


4. Finance: The organisation has a very low budget. It receives € 1 000, - from Forum, the institute for multicultural development, for the development stage of the website and that is just enough to set-up the basis of the website.
	1
	2
	4
	5


5. Website: The organisation has an idea about how it would like the website to look like. However, the founders do not have a waterproof idea. It is important to give the website something extra and new in order for it to differentiate from competition.
	1
	2
	4
	5


6. Target groups: The organisation aims at new Dutch professionals and employers in Holland. Research discussed in the previous chapters (Ait Moha, et al., 2007. Andriessen, et al., 2007. Jungbluth, 2007), indicate that these two groups are in need of a mediator.
	1
	2
	4
	5


7. Collaborations: Forum, the institute for multicultural development offers support and aid to the organisation. Both groups have entered in an agreement: the website will stay online for at least 12 months and the institute provide the organisation with € 1 000, -. 
	1
	2
	4
	5


Conclusion: The internal analysis shows that the organisation has a few strong points, which can be found in the internal communication, the target groups and its ties with Forum. The weakest point obtained from the analysis is the organisation’s financial situation. The founders are students and they lack of a great financial income to invest in their project. Other weak points are the corporate identity; not having an identity (name, logo, pay-off etc.) makes it difficult to transfer the message and goal of the organisation to the target groups and the idea of the founders concerning the set up of the website; it is not that much different as existing vacancy websites.
4.2 External Analysis
In this section a clear overview will be given of the external analysis. The organisation wishes to launch the website on the current electronic market, but it has to keep in mind possible opportunities and threats present in this particular market. 
4.2.1
Trends

This paragraph covers the main developments and happenings within the market in which the organisation will function. Below trends are especially playing a role on the net and could have positive and/or negative effects on the functioning of the website.

Specialised vacancy websites:
”More vacancy websites are specializing in a specific part of the labour market, like the government or care” (“Vacaturesite top 50”, 2007, “Toekomst van vacaturesites”). It is interesting to take into consideration how the market of vacancy websites will further develop. Will the larger vacancy websites, aiming at a large public, keep its position on the market or will a shift take place towards vacancy websites aiming at a specific sector or target group?

Recruitment takes more time: 
Employers are taking much trouble to find accurate candidates. “The traditional media, like newspapers and the larger vacancy websites, are failing to reach youngsters, with the consequence that more recruiters will chose for more small-scale and labour-intensive alternatives, like niche-sites, social networks, weblogs, events etc” (“HR trends voor 2007”, 2007). 

Employers do not lower their standards: 
Organizations will not choose to lower their demands towards employees. “Employers prefer recruiting employees across the boarder or spend complete tasks abroad” (“HR trends voor 2007”, 2007).

Marketing crucial in Human Resources Management (HRM): 
An enthusiastic tasks description is not enough anymore in recruiting new professionals. Organizations need to position themselves as a brand on the labour market (“HR trends voor 2007”, 2007). This asks for long-term investments and a consistent policy that proves to come up to the expectations of the new professionals. 
Crossing ones boarder:

Nowadays, “many professionals look beyond his or her one field of study. A clear tendency is that professionals have a need for looking over the boarders of their own branch” (Mulders, 2002). 
Profile websites: 
Recruiters are starting to “make use of weblogs and/or profiles on social networks, like the website Hyves, in order to come in touch with potential new employees” (“Nieuwste trends in internetwerving”, 2007). 

Video recruitment: 
“On Yourfuture.tv companies and non-commercial organization can show their best face via a video movie to potential employees” (“Nieuwste trends in internetwerving”, 2007). An example of an organization that has used this as an instrument to recruit new professionals is ABN Amro. In reverse, jobseekers could make a video presentation of themselves for employers. This way of applying is more conspicuous than other candidates who send an old fashion letter. 

Games: 
”Via a management game Cosmetic brand L’Oreal is trying to make contact with graduated professionals from more than one hundred countries. A few years ago ABN Amro came up with the game ‘Join the meeting’, focussed on ambitious master students. In addition, KPMG has set up an online accountancy game in which students can come into contact with the company” (“Nieuwste trends in internetwerving”, 2007). 
Vacancy websites most used orientation source on the Dutch labour market:
Below figure shows that “vacancy websites are the most consulted mediums by Dutch jobseekers during their search for a (new) job” (Waasdorp, 2007).
	Top 3 most important orientation sources for a (new) job

	
	
	2007
	2006
	2005

	1
	Vacancy websites
	60%
	53%
	55%

	2
	Daily paper/news paper
	52%
	46%
	51%

	3
	Acquaintances/network
	51%
	42%
	44%

	Source: Research Labour market behaviour (LMB) by the Intelligence Group (IG) (December 2007)


Furthermore, The research ‘Labour market Behaviour’ done by the Intelligence Group, measures the brand awareness of vacancy websites by asking via an open question which vacancy website people are expecting to use during their search for a (new) job: the so called “Top of mind reputation” (Van de Haterd, 2007). Many argue that this research is misleading and should not be taken seriously, considering the fact that “the LMB-research only measures the acquaintance of vacancy websites and not the actual use of the websites; figures that can be claimed” (Van de Haterd, 2007). 
4.2.2
Competition analysis

This paragraph will focus on reporting the main competitors of the website, according to the research ‘Labour market behaviour’ by the Intelligence group (“Vacaturesite top 50”, 2007). Knowing more about their successes and defaults will help determining how the website should or should not function. Later on in the report it will be verified if it is true that these vacancy websites are the biggest competitors, by means of the results obtained from the surveys.

Monsterboard.nl: 
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Monsterboard.nl is the local content and website for ’Monster’, “a leading global online careers and recruitment resource for employers and jobseekers that operates in 38 countries worldwide” (Monster Worldwide, 2007). The organisation strongly believes in the fact that everybody has the right to an effective recruitment and selection procedure and career satisfaction. With a total of 1.5 million visitors per month, Monsterboard.nl offers around 50 000 vacancies (May 2007) per day and its curriculum vitae (CV) Database offers around 700 000 CV’s. With help of the digital back office ‘Monster Office HR’, the recruiter can browse through the CV Database of Monsterboard.nl and select the results of the search. Jobseekers with a Monster account have the possibility to:
· upload their CV or use the Monster CV Manager, 

· automatically receive proper vacancies on their mailbox, 

· see all of their applications reflected in a clarified manner, 

· stay weekly up to date concerning the latest career news, 

· ask questions to one of Monsters experts through messages and forums, It can be seen by the small amount of subjects in the website that people are not making use of the Monster forums (“Wat kan ik met een My Monsteraccount?”, 2007).

Employers with a Monster account have the possibility to:

· buy vacancy places, prices vary from € 269 to € 449 per vacancy placement
· buy access for the CV Database, prices vary from € 999 for a month to € 7 999 for a year

· place vacancies with company logo, prices vary from € 50 to € 2 000

· place company presentations, € 1 500 for 6 months and € 2 000 for a year

· place advertisements in Monsterboard’s newsletter, € 500 (Emails to max. 500 jobseekers) € 750 (Banners468x60) € 1 500 (Sponsoring, exclusive) € 2 000 (Advertorial, text max. 350 characters)

· place banners on webpages of Monsterboard.nl, prices vary from € 500 to € 2 000

· integrate the search technologies of Monsterboard.nl into their own company website

· receive the latest information concerning Human Resources (“Monsterboard voor werkgevers”, 2007).

Monsterboard.nl knows no restrictions concerning target groups. It aims at all employers and employees from all sectors, functions and ages. However, to give separate attention to specific target groups several communities are added to the website Monsterboard.nl. “Those interested in for example, ICT, Finance or Sales & Marketing can find in the communities specific information concerning their sector and vacancies. Dutch professionals who wish to work abroad can go to the International community. Students and starters can find their spot in the Student and Career Community” (Monsterboard, 2007).

Werk.nl:
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Werk.nl forms a part of the Centre of Work and Income (CWI). The CWI is a meeting point for jobseekers and employers. Jobseekers can make use of the CWI to find a job or apply for an unemployment benefit or a social security payment. In addition, werk.nl offers a service for jobseekers, named “competentieatlas” (competence atlas), in which “the jobseekers are given the possibility to mention their competences in order to find better professions that match their qualities and interests” (“Nieuw op werk.nl”, 2007).  The mission of the CWI is to “strengthen the resilience of the economy by contributing actively to a well functioned labour market and to augment labour force participation” (Centre for Work and Income [CWI], 2007). “In the period January up to and including November 2007, a total of 283.175 vacancies were submitted at CWI, particularly from the Government, education and care. Furthermore, the CWI counted a total of 466 294 registered jobseekers” (“Nieuwsflits arbeidsmarkt”, 2007). Werk.nl knows no restrictions concerning target groups.
Nationalevacaturebank.nl:
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Nationalevacaturebank.nl “has around 10 000 visitors per day (1.3 million per month) who are looking for a job. Their CV-Database offers around 386 171 candidates. A total of 47% of the registered candidates are higher educated (36% Higher Professional Education (known as HBO) and 11% University), 45% has an intermediate vocational education (known as MBO) and 8% a lower vocational education” (“Tarieven”, 2007). Jobseekers with a Nationalevacaturebank (NVB) account have the possibility to:

· upload their CV or make use of the CV Manager

· expose their CV under the attention of more than 80 000 employers

· automatically receive jobs matching their CV 

· place their CV anonymous

· start searchagents, receive matching jobs per email by means of search assignment

· receive tips concerning applications (“Waarom een account aanmaken”, 2007).
Employers with a NVB account have the possibility to:

· buy vacancy places, prices vary from € 99 to € 697. The more vacancy places you buy the more discount (10% to 15%) you will receive

· free access to the NVB CV-Database whenever you place a vacancy

· get access to the CV-Database, prices vary from € 495 (one month) to € 3 420 (12 months)

· get free use of the telephonic helpdesk

· get free access to statistics, (how many times has your vacancies been viewed?)
· integrate the NVB.nl into their own company website
· place vacancies via NVB.nl to printmedia. NVB.nl cooperates with Metro, the weekly paper Intermediair and Computable. Employers will be able to reach, apart form the visitors of the NVB.nl, around 1.7 million extra readers from Metro, 243 000 from Intermediair and 80 000 from Computable. Prices vary from € 105 to € 199

· place company presentations, € 500 (2 months) € 1 000 (6 months) € 1 800 (12 months)

· place banners, prices vary from € 2 000 to € 4 000 (“Tarieven”, 2007)
The NVB knows no restrictions concerning target groups.

Conclusion: After comparing the top three vacancy websites with each other, it can be stated that Monsterboard.nl gets more visitors per day and offers far more Curriculum Vitae’s in its CV Database than Werk.nl and NVB.nl. However, the NVB.nl is cheaper for employers to use than Monsterboard.nl. All vacancy websites are accessible for all types of jobseekers. Thus, they do not concentrate on one particular target group, making their database so excessive. Furthermore, employers can only search and select candidates by means of CV’s and jobseekers can only present themselves by means of their CV. In addition, all the three websites do not contain information concerning diversity policies and research done covering the Dutch labour market. 

4.2.3
Survey results
Based on the acquired data from the desk research, two questionnaires, written in Dutch, were composed; one meant for companies established in the Netherlands for departments focusing on recruitment and selection of personnel and one meant for young professionals who will graduate within a year and young professional starters with or without an appropriate job. In the first place, the main aim of these surveys was to find out what recruiters are actually expecting from the young professional starters and what the needs are of young professional starters during their search for a job. The surveys were conducted online. Approximately 200 emails were sent to recruiters. Their email addresses were obtained via different company websites. In addition, about 400 emails were sent to young professionals. Their email addresses were obtained from The Hague University Blackboard webpage of the study HEBO. Emails were sent to all last year students. Young professionals were also gained by sending emails to the Hotmail contact list of the student writing this report. From here, the message was scattered and send on. Unfortunately, the percentage of participation from both groups was very low; 13% of the recruiters and 23% of the young professionals participated. However, several outcomes are interesting. This paragraph will cover the most significant results obtained which could be of help in determining the contents of the website. A complete list with the outcomes of the surveys can be found in the appendices. 
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Recruiting employees versus finding a job:
Recruiters make use of many resources to find the right employee and the top 4 of these resources are given in the graph. It is very important to notice that recruiters use their own social network just as much as they use vacancy websites. How can you bring young professionals into the social network of recruiters? A recruiter answered in the survey: ‘the best recruitment instrument is your own staff, when the diversity of the personnel is not correct, it could be of influence on recruitment’. A total of 50% of the young professionals make use of vacancy websites to find a job. The ones that do not make use of vacancy websites indicate that:

· Vacancy websites are not up to date 
· There exists to much competition between the job seekers

· Few vacancy websites aim at several sectors like youth care

· Vacancy websites are impersonal

· There are limited or no reaction on applications
· Vacancy websites lack of information about the company’s 
· Vacancy websites work inefficiently because of the huge handling. 
These dissatisfactions concerning vacancy websites are the needs that the organisation will have to try to fulfil. 

The top three vacancy websites used by recruiters are given in the graph below. It differs a little bit with the one given in the competition analysis, in which the vacancy website ‘werk.nl’ was on number 3. Another interesting point given by a 
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recruiter in the survey is: ‘Lately, the market is put 

together in a way that jobseekers are the ones who 

choose, they place their CV on the net and receive 

phone calls of potential employers, this is the only way 
to gain personnel, because they do not come to you anymore’. 

Forum and its activities & diversity:
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An interesting outcome is that the majority of the questioned are not familiar with the institute FORUM, as can be seen in the graph. Nor do they know several activities, mentioned in previous chapters, carried out by FORUM. This rises up the question if FORUM is in the position to help the organisation create brand awareness? Will they reach a large audience or not?
In addition, 53% of the recruiters indicate that diversity is a priority at their company. However, 40% of the questioned do not feel anything for receiving information concerning diversity policies. A total of 60% of the questioned recruiters work in company’s with less than 500 employees.

Expectation recruiters:
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Several questions integrated in the survey were aimed at finding out if recruiters see differences between new Dutch professionals and native professionals. The graph on the right indicates that the majority of the questioned recruiters are of the opinion that native professionals present themselves better during job interviews than new Dutch professionals. In addition, participants of the survey were asked if they have an idea on why several new Dutch professional graduates have difficulties in finding a job compared to their native fellow-graduates. The graph on the next page gives the top 3 and 4 reasons given by both groups. Recruiters are of the opinion that several new Dutch professionals do not control the Dutch language as well as they should and that they lack of a good self-presentation. 
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In order to find out what recruiters really expect from young professionals, open questions were asked with the aim to investigate what recruiters want to see in young professionals in the domain of skills, personality and experiences (outcomes can be found in the appendices). Recruiters were also asked what their expectations are with respect to young professionals during job interviews. Below graph shows the top 6 elements on what the questioned recruiters keep an eye on during job interviews. It can be stated that with a total of 90% a good control of the Dutch language is crucial. In this aspect it can be thought of adding a Dutch test to the website: “Test your Dutch”! 
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Website:
The participants of the surveys were asked, by use of statements, what elements they would find important to come across in a website that is aimed to bring recruiters and young professionals closer together. Below graphs show the top 6 elements according to the recruiters and the top 5 elements according to the young professionals. The outcomes indicate that both groups have the desire to make contact with each other. A remarkable result is the fact that young professionals have the need to make contact with other young professionals. How can the organisation fulfil these particular needs via the website? An option is to try to make the set up and functioning of the website similar to existing profile websites. In stead of “staying in touch with your friends” it would be something like “getting in touch with your career”.
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What elements should be included in a website that aims to bring employers and YP closer together?
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Conclusion: 
The most important resources used by recruiters in their search for new employees are the company’s website, own social network and vacancy websites. Hardly anyone of the questioned recruiters and young professionals are familiar with the institute Forum and its activities. More than half of the recruiters are of the opinion that native professionals present themselves better during job interviews than new Dutch professionals. According to the questioned recruiters, new Dutch professionals have difficulties in accessing the Dutch labour market because they do not master the Dutch language sufficiently, they do not present themselves very well at job interviews and because of ethnic discrimination from several recruiters. During job interviews, the questioned recruiters keep an eye on the social skills, Dutch language skills, self-presentation and work experiences of the young professionals. Both groups have the desire to make contact with each other and many of the young professionals have a need for having contact with other young professionals. 
4.3
SWOT
Within this section the strengths, weaknesses, opportunities and threats of the organisation, given in the previous sections, will be evaluated.
	STRENGHTS

1. Internal communication

2. Support and collaboration with the organization FORUM
3. Connections of FORUM
	WEAKNESSES
I. Financial situation

II. Low acquaintance FORUM at YP & recruiters
III. Corporate identity

	OPPORTUNITIES
A. Recruiters do not cope with an enthusiastic task description only 

B. Use of profile websites to recruit personnel
C. Vacancy websites one of the most orientated source
D. Prices of vacancy websites

E. Possibility to select only by Curriculum Vitae’s at vacancy websites
F. Recruiters have the need to build up contact with YP
G. YP would like to receive advice, tips and information 
	THREATS
a. Competition, vacancy websites

b. Discrimination recruiters

c. Recruitment through own social network (78%)
d. Social skills new Dutch professionals
     (Dutch language skills, self-presentation etc.)


· (2/3 + I) The support of FORUM can be of great importance for the progression of the website. The financial situation of the founders is not that great and is a weakness on their part. Forum could sponsor the website. Forum could place a banner on the website to a reasonable price. Via Forum, the founders could present their project to other organisations that could invest in the website.
· (A/D/E/F + a) The competition can be opposed by offering new services through the website which will fulfil the needs of the target groups that are not yet being fulfilled by the current competitors. Keeping in mind the prices, insufficient information given concerning a job seeker and a company, the selection procedures (only by CV), impersonal etc.
· (A/B/E/F + b) Recruiters make use of profile websites to recruit personnel, because at profile websites recruiters will find more information concerning the candidate than just a CV. Knowing more about a potential employee can contribute in wiping away prejudices on the side of recruiters, what will lower the percentage of discrimination. The organisation could offer the possibility to make profiles on the website, in which the users will be able to place more about themselves.
· (F + c) A total of 78% of the recruiters recruit via their own social network and 74% of the recruiters have the need to build up contacts with young professionals. The organisation will have to give young professionals the opportunity to enter into the social network of recruiters and vice versa by means of the website. 
· (G + d) The social skills of the young professionals could be improved by providing them with advice and tips.

4.4
Field of forces
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According to Vos and Schoemaker (2005), “organisations work in a complex field of forces. Their functioning depends on numerous parties who have their own interest. It is necessary to have knowledge of various external networks in which the organisation plays or could play a role” (p. 21). The organisation and its field of forces are given in figure 6.


 

Fig. 6







        
Competitors: The organisation deals with many competitors in its field of activity. Apart from the main competitors mentioned in paragraph 4.2.2, smaller competitors are present as well. The organisation will have to distinguish itself from competition in order to gain members.
Young professionals (target group): The interest of young professionals (native and new Dutch) is to find a good and appropriate job. The organisation aims to help them in achieving this interest through the website. However, the organisation will have to create brand awareness in order to gain young professionals to their website. 
Universities: Having contact and connections within universities is one of the best ways to gain young professionals to the website and to create brand awareness among young professionals. 
Employers (target group): The interest of employers is to find good employees and the organisation strives to provide these employers with new talent through the website. In order to pull employers to the website brand awareness has to be created.
Sponsors: Due to the financial situation of the organisation it is plausible that sponsors have to be found to invest in the website. Sponsors could be universities, potential employers or other organisations with the same target groups as that of the organisation behind the website.
Internal relations: The founders are currently working with freelancers within their social network without any real employees in service. Later on, employees have to be found to keep the website up to date.
Media: In order to create brand awareness, different types of media should be used with the intention of reaching the target groups.
Government: The government could provide subsidies. Due to the financial situation of the organisation it is necessary to gain financial support. The Dutch Ministries often support organisations who offer solutions for the progression of the country and its population. 
Forum: The organisation has an agreement with Forum and Forum has many connections and similar intentions as the organisation. Considering the financial situation of the organisation, it is plausible for the organisation to enter into collaboration with Forum.
5.
Communication plan
With this chapter the beginning of the second part of the report will be introduced. Now the research is done, a communication plan will be composed for the organisation. In this plan the results of the research and the recommendations are integrated in a strategy and concept, which will be an answer to the central question: 

How can the website contribute in bridging the gap between new Dutch professionals and employers in the Dutch labour market?
Problem statement

The first part of the report was based on the following problem statement:

Many of the new Dutch professionals (10%) have difficulties in accessing the Dutch labour market after graduation compared to the native professionals (4%). 

After obtaining the results of the surveys and desk-research, more insight is gained into this particular problem. The research has brought forward three issues on which the communication plan will be based, namely:
· The roots maintaining the gap between new Dutch professionals and recruiters in the Dutch labour market can be found in four factors:

Recruiters





New Dutch professionals
Discrimination during selection procedures

Social skills (language and presentation)
Low interest in diversity




No or little network possibilities
· The financial situation of the organisation is not that great. It has a very low budget.
· The organisation faces much competition. 

The strategy integrated in the communication plan will make sure that the gap between new Dutch professionals and employers in the Dutch labour market will be bridged, as stated in the central question on which the whole report is based on.
Within the communication plan the following will be given:

· The target groups will be defined more explicitly 
· The objectives of the organisation will be given

· The strategy will be defined
· The concept, in which the name, logo and pay-off of the organisation, will be exposed 
· Initiatives will be proposed concerning the contents of the website and the promotion of the organisation in the section Tactics.
5.1
Target groups

The main target groups of the website are the recruiters and young professionals. At this point a more definite description of the two groups will be given.
Young professionals
In the first place, the website will aim at young professionals with different backgrounds, origin and ambitions with a minimum of Higher Professional education, from 18 to 30 years old. The website will not concentrate on new Dutch professionals only, in order to prevent segregation. Furthermore, 4% of the native professionals have difficulties in accessing the labour market as well. The young professionals are divided into five categories which are the following:

· Higher educated students who are in the period of their studies in which they will have to go on internship
· Higher educated students who will graduate within a year and want to start looking for a job
· Young professional starters (graduates) with a job and less than four years of labour experience. However, still searching for a new (better) job
· Young professional starters without a job and less than four years of labour experience in search for a job
· Young professionals in search for a business partner
Companies/ recruiters
The website will be accessible for all companies from all sectors within the Netherlands that are looking for young professionals.
5.2
Objectives
Within this section the communication objectives will be given. The objectives are formulated by means of the SMART theory; the communication objectives are specific, measurable, actionable, realistic and time specific. The objectives are based on the target groups defined in the previous section, which are the young professionals and recruiters. The communication objectives are:
1. In two and a half years 25% of the young professionals in the Netherlands will be a member of the website (total YP in the years 2005-2006: 110 140 (CBS, 2005/2006). 
2. In two and a half years 5% of the companies in Holland will be a member of the website (total companies in the Netherlands in the year 2006: 746 365 (CBS, 2006).
3. Within two years 30% of the higher educated students and 7% of the recruiters in Holland will be acquainted with the existence of the website (total HES in the years 2006-2007: 366 440 (CBS, 2006/2007).
4. Within three years 7% of the young professionals registered will have found an appropriate job through the website.
5. In three years 25% of the young professionals and 5% of the recruiters will share the opinion that the organisation offers better products and services than the competition.

6. Within a year 10% of the target groups will get interested enough in the organisation leading to a visit to the website.
5.3
Strategy 
The main aim of the website is to bring young (new Dutch) professionals and employers in the Dutch labour market closer together. In order to achieve the objectives mentioned in the previous section, a strategy will be composed. The website is going to be a new ‘product’ on the market and has to be positioned as a resource that is the bridge to success for young professionals and employers. The strategy will focus on four aspects that have to be tackled in order to achieve the objectives of the organisation:
· The four most important issues maintaining the gap between new Dutch professionals and employers in the Dutch labour market have to be tackled by adding elements to the website that will withstand these issues; 

· The website will only gain members if it differs from the existing competition. It has to fulfil those needs that the current competition does not fulfil and offer products and services in a context that has not been offered before.
· The organisation has to gain financial aid for its project. The organisation will have to go in to collaborations with other organisations that are willing to invest in its project.
·  Brand awareness has to be created. “The communication efforts should be intensive, because the consumers have to become familiar with the product and its characteristics” (Vos, 2005, p.129).
5.4
Concept

Up to now, no name was given for the organisation. It is important to define an identity for the organisation that represents the target groups and the main aim of the organisation. This section will focus on exposing the corporate identity. 
Name
It was necessary to come up with a name which appeals to young professionals as well as to recruiters. The name represents the fact that the young professionals who are going to be the professionals in the future are here today. The name chosen for the organisation is Todaysfuture. It is chosen to come up with an English name for the website and not a Dutch name, because of the fact that the website could be a mediator for companies abroad that are looking for young Dutch professionals. 
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‘Todaysfuture’ initially represents the target groups of the website. A logo had to be created to define the main aim of the website. ‘Todaysfuture’ aims to be the bridge that links the young (new Dutch) professionals to the employers in the Dutch labour market and vice versa. Thus, the logo of ‘2dayfuture’ will be a bridge. Those who have been in the city Rotterdam in Holland can see that the bridge in the logo has the same linings as the Erasmus Bridge. A bridge that is so accepted within the city that the users cannot even imagine having to do without; the bridge that connects them to the other side. This image is the image ‘2dayfuture’ has to strive for.
Pay-off
What are the young professionals and recruiters going to reach at the end of the bridge? This is the answer that the pay-off tends to give. Initially, at the end of the bridge young professionals wish to find a suitable job and recruiters wish to find a good force for the company that will be of great importance in the prosperity of the business. In short, both groups are wishing to find success at the end of the bridge, leading to the following pay-off: ‘Todaysfuture’ is 
the bridge to success!
5.5
Tactics
This section will concentrate on proposing initiatives concerning the contents of the website and the financial aid and promotion of the organisation that could contribute in achieving the objectives and strategies covered in the previous sections. 
Discrimination (ethnic) and prejudices: 
The main aim is to reduce possible ethnic discrimination by making sure that (negative) prejudices will not influence recruiters in selection procedures: 
· Place press releases of research done covering discrimination or prejudices on the Dutch labour market. Give young professionals and recruiters the possibility to react to the press releases through the website. By means of this, subjects like discrimination will be brought forward and It will be discussed by young professionals as well as recruiters through the website.
· Create a ‘Todaysfuture’ calendar in which every month information is given concerning the organisation, diversity, the different ethnic minorities living in Holland and the differences between ethnic minorities and natives. You cannot force people to gain knowledge about something directly if they do not want to. By making use of the calendar employers and young professionals will gain more knowledge concerning new Dutch professionals and their backgrounds in an indirect manner.
Diversity:
The main aim is to arouse the interests of the employers towards everything concerning diversity:
· Make use of Banners. ‘Todaysfuture’ should find expertise and information centres in the domain of diversity policies willing to place banners on the website. By making recruiters aware of these organizations and their activities, the interests of the employers concerning diversity policies could be stimulated. Furthermore, the banners could be used as a resource to gain financial support. 
Social skills:
The main aim is inform, motivate and guide young professionals in improving their social skills:
· Language tests. Give young professionals the opportunity to test and improve their language skills. Add links to organisations that give language courses, like www.businesstalen.nl, to the website. Furthermore, add language puzzles to the website, like crossword puzzles, as training for new Dutch professionals to improve their Dutch. There can be thought of making a competition out of it to make sure that members will make use of it.
· Tips. The website should contain tips concerning how one has to sell himself to a company, how one has to prepare for tricky questions during job interviews, how one has to lead the conversation to the direction that one would like, body language etc. Add links to organisation that concentrate on giving information concerning everything that has to do with career, like the website www.carrièretijger.nl, to the website. 
· Experiences. Place experiences of other new Dutch professionals, who have already gained success in the Dutch labour market, to motivate the new Dutch professionals who face many misfortunes during their search for a job. 
· Contact. Give young professionals, who are members of the website, the possibility to send messages to each other.
Network:
The main aim is to give young professionals and recruiters the possibility to broaden their social network:
· Contact. Give both groups the possibility to send and receive messages from each other. 
· Network page. Create a network page within the account of the members of the website. Both groups will have the possibility to add other young professionals or recruiters into their ‘network list’. Young professionals will have the opportunity to enter into the social network of recruiters and recruiters will have the opportunity to build up contacts with young professionals.
Competition:
The main aim is to offer more and better products and services than the current competition:
· Prices. Do not charge employers if they wish to place vacancies or have access to accounts of the registered young professionals. However, charge employers when they have hired a young professional through the website. 
· Not only vacancies and curriculum vitae’s. Give employers and young professionals the possibility to upload and add more things about themselves or the company, instead of just their Curriculum vitae or job description. Give members the possibility to add portfolio’s, papers written during studies, video movies etc. to their account.
· Business partners. The website should not be a resource to find a job or an employee only. However, also a resource to find business partners. 
· Set-up as profile websites. Make the set-up of the website similar to the set-up of profile websites. By making the set-up of the website like that of profile websites it will not be that difficult to integrate the above mentioned elements to the website. Furthermore, it will make the website more personal.
Financial aid and promotion
The main aim is to gain financial support and to create brand awareness:

· Sponsoring. Recommended known corporations with similar target groups are: 
· Daily paper METRO: “Metro is the biggest free daily paper of Holland. It has an average of 1.952 thousand readers a day. 46% of Metro readers are under the age of 35. The readers are young and well educated. 23% of the readers are studying and 58% are working. Metro supports events like ‘Scholarship’ (known as Studiebeurs), ‘The national career event’ (known as De Nationale Carrierebeurs) and Pinkpop” (Metro, 2007).

· ABN AMRO: This bank is very known in Holland and focuses a lot on young professionals. “ABN Amro is the head sponsor of ‘Spark’; an organisation that stimulates and supports young professionals to write a business plan in order to give them a chance to start their own business” (ABN Amro, 2007). 
· Universities: The organisation could be sponsored by the Delft University of Technology (the university in which the founders study) or the Hague University (the university in which the writer of this report studies). Universities are willing to sponsor good business plans of its students.
· Subsidies. Present the business plan of ‘2daysfuture’ to the Ministry of Social Affaires and the Ministry of Education, culture and Science Employment in order to gain a subsidy.
· Business partner. Due to the connections of the institute Forum and the ties the organisation has with Forum, it is recommended to go into collaboration with Forum. Preferably, with the team behind the Forum programme ‘Labour market’.
· Packaging. The website should have a very strong and attractive lay-out. “The packaging reinforces the brand identity, distinguishes the product from other products, instructs the user and provides background information” (Vos, 2005, p. 139). 
· Mass media. After gaining financial support, the organisation should place many advertisements in different types of media; daily papers, television programmes, radio stations etc. The organisation should also place advertisements in school papers/ magazines written by and for students. The organisation should go to events like the National Career Event and Scholarship to create brand awareness among young professionals and the many participating corporations in search for young professionals.
6.
Conclusions/ recommendations
The problem stated in the report is that many new Dutch professionals have difficulties in accessing the Dutch labour market after graduation. This report was set up to find a solution for an organisation that wishes to bridge this gap by means of a website. The following central question was formulated: How can the website contribute in bridging the gap between new Dutch professionals and employers in the Dutch labour market?
Outcomes of the research show that there are four crucial causes maintaining the gap between new Dutch professionals and employers in the Dutch labour market, namely: 

· Discrimination (ethnic) / prejudices: negative prejudices concerning the new Dutch are of influence in the decision of recruiters during selection procedures 

· Diversity: many employers are not interested in diversity policies

· Social skills: the level of many new Dutch professionals, regarding to determinant factors at applications (linguistic usage, self-presentation and work experience), is not sufficient 

· Network: new Dutch professionals lack of a broad network.   
An analysis concerning the organisation behind the website has brought up several interesting factors that have to be solved: 
Low budget. It is recommended to: 
· find known corporations with similar target groups that are willing to sponsor the organisation (like METRO, ABN AMRO, Delft University of Technology and The Hague University)
· present the business plan of ‘2daysfuture’ to the Ministry of Social Affaires and the Ministry of Education, culture and Science Employment in order to gain a subsidy 
· go into collaboration with the team behind the Forum programme ‘Labour market’

No defined identity. It is recommended to name the organisation ‘Todaysfuture’ and to add a
logo, which will be a bridge, and a pay-off, which will be ‘the bridge to success’, to the name.
The following is recommended to ‘Todaysfuture’ in relation to the contents of the website:
· Place press releases of research done covering discrimination or prejudices on the Dutch labour market and give young professionals and recruiters the possibility to react on the press releases.

· Create a ‘Todaysfuture’ calendar in which every month information is given concerning diversity, the different ethnic minorities living in Holland and the differences between ethnic minorities and natives.

· Make use of banners of expertise and information centres in the domain of diversity policies to arouse the interest of employers and to gain financial support for the website.

· Add language tests, language puzzles and links to organisations that give language courses to the website, in order to aid young professionals in improving their language skills. 

· Place tips concerning how one has to sell himself to a company, how one has to prepare for tricky questions during job interviews, how one has to lead the conversation to the direction one would like and body language in order to prepare young professionals on job interviews.

· Add experiences of other new Dutch professionals who have already gained success within the Dutch labour market to the website, in order to motivate the new Dutch professionals who face many misfortunes during their search for a job.

· Give both groups the possibility to send and receive messages to each other. 

· Create a network page, within the account of the members of the website, in which young professional and employers will have the possibility to get into each others social network.

· Lower the prices compared to competitors. Only charge employers when they have hired a young professional through the website.

· The website should not only be a resource to find a job or an employee. However, also a resource to find business partners.

· Give employers and young professionals the possibility to upload and add more things about themselves or the company than just their Curriculum Vitae or vacancy.

· Make the set-up of the website similar to the set-up of profile websites; it will not be that difficult to integrate the above mentioned elements to the website and it will make the website more personal.
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