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The Youth Workspace project is a strategic cooperation

project between Estonia, Lithuania and Turkey, bringing

together the world of work and youth to find common

ground for their activities through jointly created

innovation. This common feature brings young people

to the knowledge of flexible working methods, which

are increasingly being introduced alongside traditional

work arrangements (remote working, co-working

centres, short work week, work time slots, etc.). NEETs

and other young people with fewer opportunities are a

target group for whom decent working practices could

be a solution to being involved in society. The reason

lies in the various obstacles that hinder them from the

tradition of basic work (special needs, social and

economic barriers, taking care for the family, etc.).

Innovative new work environments can be a solution for

young people to participate in new forms of work and

entrepreneurship. Different collaborative solutions and

innovative social change in the community are needed

to create such new synergies. Youth workers working

with young people must also be prepared to address

these issues among young people and to support their

integration into working life.
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How can youth work prepare youth for so fast changing working life or
jobs that so not yet exist? 



What instruments and interventions can support young people

readiness to working life that changing fast? 
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Work in society has changed trough history. Nowadays several changes happening at the same time and
changes are fast. Digital technology is opening up boundless new opportunities while at the same time
blurring workplace boundaries and impacting human behaviors and expectations in ways that may still be
unknown (EPAS, 2018). For governments, citizens and businesses to be able to harness the opportunities
and mitigate the risks ahead, it is necessary to monitor and understand the trends currently underway so
that they can either optimize current institutions and policies, redesign them, or innovate them entirely.

OECD (2018) report says that non-standard work arrangements are expanding in many countries. These
changes are important to low-skilled workers, as well as the long-term unemployed, youth not in
employment, education or training (NEETs), and other disadvantaged groups in society. Low-skilled
workers are also less mobile and therefore are more likely to be affected when a particular local labour
market suffers.  COVID-19 experience in 2020 showed the need for innovative solutions in the working
and education life.

New interventions and instruments that taking account working life change open the door for NEET-
youth finding solutions for their involvement into active social life and minimize barriers that has affected
their participation so far. Nowaday’ s innovations in education and working life as e-courses, co-working
centres, nomadic remote workers, remote work may be effective tools to find solutions for NEET-youth,
especially those who has different background factors that block their opportunities to move from their
hometown because of work or studies. Due to all of these factors teaching and working with young
people cannot be the same as traditionally it has been. New knowledge, innovative interventions and
methods are highly needed.

Youth work institutions and youth organizations creating environment for young people to develop their
skills and prepare for working life may find themselves in the crossroad of challenges. How can youth
work prepare youth for so fast changing working life or jobs that so not yet exist? What instruments and
interventions can support young people readiness to working life that changing fast? Youth workers have
reported lack of methods.

Finding answer to these questions 4 partners from 3 countries (Estonia, Lithuania, Turkey) has joined
their interest, will and knowledge to create tools and plan social changes that support young people,
specially with fewer opportunities, taking active role in working life and entrepreneurship. Open the
world of innovative tools and designing youth work to use new approaches and digital tools and make
social change to support young with fewer opportunities is the aim of the project. As working life and
entrepreneurship cannot be only local and new working styles like digital nomads, co-working centres ect
bring together people from different cultures and countries then it is essential to carry out this project
transnationally. Location independence is one of the main characteristics of new working space and it
means openness of vision of different countries and cultures, ability to work internationally.

I N T R O D U C T I O N



C H A N G E S  I N  T H E
W O R K I N G  L I F E



Powering human augmentation (technology) 
Beyond globalization (globalization)
Gen Z rising (demographics)
Exponential climate impacts (environment) (EY, 2020).

New world of work driving growth in self-employed, part-time and temporary work (see Figure 1). Non-
standard work can take many forms, ranging from self-employment to part-time or temporary work, as
well as contractors, freelancers, agency work, and on-demand or ‘zero-hour’ contracts. (European
Political Strategy Centre (2019). 

There are four main waves occurring in the primary forces:  

The future of work, leisure and learning is much more than the sum of these individual shifts. It promises
to undo the boundaries between work, leisure and learning, fundamentally reshaping the institutions and
norms we take for granted — from higher education to weekends to retirement savings. Automation has
the potential to significantly reduce the amount of time spent on work, albeit by inevitably taking over
much work traditionally done by humans. That will theoretically allow us to focus on more creative and
nuanced work, leaving drudge labor to machines, while technology’s enablement of more flexible, on-
demand working arrangements promises to further erode the boundaries of the nine-to-five workday.
(EY, 2020) Technological change will disrupt the labour market, and it will change the types of jobs
available and how they are carried out. The skills needed to carry out these tasks will change as well,
highlighting the role for education providers and policy-makers. Given the pace of innovation and
technological change, higher education has to be innovative. There is a greater need for lib- eral arts
education versus occupation-oriented education. (ILO, 2017) 

Figure 1. Change in numbers of employees (European Political Strategy Centre, 2019) 
 








 essential workers;
 remote workers;
 displaced workers.

The digital economy, innovation, artificial intelligence, robotization and 3D printing, among other
technological advances, will contribute to structural changes within industries and labour markets and, in
turn, redefine the types of jobs carried out in our economies. (ILO, 2017) As a result of the twin forces of
the Fourth Industrial revolution and the COVID-19 recession, day-to-day digitalization has leapt forward,
with a large-scale shift to remote working and e-commerce, driving a surge in work-from-home
arrangements and a new marketplace for remote work. 
Workers can be divided into three categories: 

All three types of workers are facing a wholesale shift in working practices, which now require new types
of resilience and entail a reskilling or upskilling agenda. Demand from employers for remote-based work
is increasing rapidly across economies. (World Economic Forum, 2020).

Future developments in the world of work would be underpinned by the traditional trade-off between
work and leisure, i.e. the extent to which people value work over leisure, but also by the degree of choice
that they will be able to exercise in relation to that balance. (ILO, 2017)

The future working worlds describe the new rules that will govern various systems:
• The global order (in this report, we examine the implications of the rise of Africa)
• Societies and economies (topics such as the need for new economic metrics and a new social fabric)
• Firms and markets (topics such as superfluid markets, discussed in Megatrends 2018)
• Households and individuals (topics such as our exploration of behavioral economics in multiple
Megatrends reports) (EY, 2020)








N E W  S K I L L S  



The top skills and skill groups which employers see as rising in prominence in the lead up to 2025 include
groups such as critical thinking and analysis as well as problem-solving, and skills in self-management
such as active learning, resilience, stress tolerance and flexibility (World Economic Forum, 2020).
Different new skills are crutial to overcome changing learning and working life.  

Lifelong Learning
As economic growth is based on productivity and technologies, various machines are way superior to
humans. It will be necessary to be willing to adapt and learn new digital technologies. For instance, Virtual
and augmented reality tools for Metaverse. Online meeting on Zoom or other similar platform will not
enough. Rapid and continuous learning was always demand skill for highly qualified positions and will
continue leading to be a leading one.
Creative mindset
As more repetitive jobs will be taken away by technology, people will be doing intellectually demanding
jobs. Simple jobs like truck driving, small package delivery etcetera will be performed by machines.
Research and development, sales and marketing, project management will still be performed by humans.
And competition for them will be increased, so the most creative people will be running those jobs.
Gamification
Repetitive jobs will be taken by machines, but machines will not be semi-independent. It will be looked
after by a person on his computer screen. One person will be able to handle a few machines. Imagine
sitting near your computer and monitoring AI drones dyeing houses or spraining pesticides in agriculture.
Gaming will be marketable.
Collaboration and cooperation
Dealing with humans will remain one of the core skills even if in future we will be living in the Metaverse.
Communication will still bring clarity related to the process of getting the best possible results regarding
project implementation or companies' future steps and continue helping teams to perform well.
Not a lot of old skills will be replaced by now ones, a lot will remain the same. For instance time
management, organizational, written, human relationship skills etc. still will be the core skills.

Higher levels of education across Europe have tended to improve individuals’ employability and future
earnings prospects. And yet, the transition from study to work is increasingly challenged. Many new
graduates find it increasingly difficult to obtain graduate-level work – particularly in the field in which
they have been educated. Moreover, employers consider they lack skills needed for work – even for
entry-level work, raising questions as to whether many Europeans may be over-qualified yet under-
skilled. In this context of ‘permanent transition’, life-long learning has become an economic imperative.
(European Political Strategy Centre, 2019). There is the issue of a much-needed adaptability to a fast-
changing world of work where people will have to change jobs and accept employment on a short-term
basis, in addition, soft skills such as communication and networking should be developed by all and should
not be restricted to higher education (ILO, 2017). There is the need to focus support to develope soft and
social skills of young people.  
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GEN-Z
The next decade will be shated by the maturation of Generation Z, the largst generation cohort in history
(see Figure 2). Gen Z’s fundamental commonality lies in digital. As the first generation born entirely in
the internet age, increasing travel has also helped to give Gen Z the most global outlook. Gen Zers also
share a commitment to global sustainability. (EY, 2020)

Figure 2.Generations in population. (EY, 2020) 






In the context of addressing the future employability of youth and the reduction of an ever- increasing
mismatch between supply of and demand for labour, inclusive education that includes a lifelong learning
approach was identified as a good strategy. (ILO, 2017) Certainly the pandemic is a landmark in the lives
of this youthful generation. Schooling at all levels was upended by the need for social distancing. Because
young people disproportionately work in service jobs and are in the lowest rungs of professional ranks,
Gen Zers were laid off at much higher rates than older workers. And Gen Zers will be entering or
returning to the job market in a severe recession (EY, 2020)



Youth in NEET-status

Knowledges about changes in working life and future skills are very important working with NEET-youth,
who has dropped out from schools and employment. New interventions and instruments that taking account
working life change open the door for NEET-youth finding solutions for their involvement into active social
life and minimize barriers that has affected their participation so far. NEET-youth focus is active in whole
Europe. Lowering youth unemployment, and aiming to effectively engage as many of Europe’s young people
as possible in the world of work, is at the heart of the EU policy agenda. In 2019, 12.6% of the population
aged 15–29 were NEETs, which was the lowest point for a decade, but following the COVID-19 pandemic
this increased to 13.7% in 2020. (Eurofound, 2020). Even NEET population is decreased a bit according to
the Eurostat data, from 2016, but still around six million young people belong to the NEET group. 

The background factors of young person in NEET-situation are family disadvantage and poverty, having
unemployed parents, living in an area with high unemployment, membership of an ethnic minority group,
and having a chronic illness, disability and/or special education needs. NEET-youth has lower personal and
social well-being, they also describe themselves as having few ‘soft’ skills and not feeling optimistic about
their chances of ‘getting ahead in life’ (Goldman-Mellor et al., 2016). Helemäe (2018) highlighted that they
have difficulties coping with everyday responsibilities (Helemäe, 2018). These factors may stop and limit
young people active participation in traditional education or working life. 

As school-to-work transitions and a sustainable market integration are taking longer because of a changing
nature of work and the skills in demand, it broadens the target group from all unemployed or inactive young
people under 25 to all under 30. It supports job creation measures, as well as various activation measures
such as counselling, career advice and advocacy. Today’s proposal steps up prevention of unemployment and
inactivity of young people through better tracking and early warning systems and improves the quality of
offers by linking them to recently created quality frameworks. (European Commission, 2020) 
Nowaday’ s innovations in education and working life as e-courses, co-working centres, nomadic remote
workers, remote work may be effective tools to find solutions for NEET-youth, especially those who has
different background factors that block their opportunities to move from their hometown because of work
or studies.



R E M O T E  W O R K  



Working away from the traditional office is increasingly an option in today’s world. The phenomenon has
many partially overlapping terms, such as telecommuting, telework, virtual office, remote work, location
independent working, home office, working from home (Aczel, Kovacs, van der Lippe & Szaszi, 2021). 84%  
of employers are set to rapidly digitalize working processes, including a significant expansion of remote
work—with the potential to move 44% of their workforce to operate remotely (World Economic Forum,
2020).
The COVID-19 epidemic has blurred the boundaries between work and leisure in other ways. As social
distancing mandates went into effect across much of the world in March 2020, large segments of the
working population moved almost overnight to remote work models. While the technologies enabling this
shift had been around for years, their adoption had been spotty. In the wake of the crisis, companies and
workers put unprecedented effort into adopting remote work. Remote work or telework is a term that
has been taken more into use since COVID-19 started. Many detailed online instructions of what remote
work is, are created in 2020-2021 to support employers and employees on understanding of how remote
work is built up. Based on the dictionary of Cambridge university, “remote work is the practice of an
employee working at their home, or in some other place that is not an organization's usual place of
business”. The Employment Contracts Act of Estonia (2009) says that an employer and employee agree
that the employee does work, which is usually done in the employer’s enterprise, outside the place of
performance of the work, including at the employee’s place of residence (teleworking). 
Remote worker is a worker who contributes in the company while not being in the company physically.
Remote workers submit to their employers management and control. International remote work
employee is a worker who for example works for an Estonian company in their home country but lives in
another country (Espenberg & Roos, 2020 ).
Remote working places can be employees' home (home office or teleworking), library, co-working center,
cafe or another country. Employee and employer can agree on one specific place where to work or
employee chooses where they are working during the day. There is no specific place for remote work.
Remote work is done by agreement of the parties. The employer cannot force the employee to work
remotely and the employee cannot demand remote work. 
According to new forms of employment  remote workers and employers should have strong or prevalent
support of ICT, including mobile phones, personal computers, iPads or similar, where this technology
changes the nature of work relationships or work patterns (ILO, 2020).








Short-term remote work - In addition to regular remote work, there is also temporary (or short-term)
remote work. This is a situation where an employee works for a few days or weeks in a different place
from his or her usual job. (Rahandusministeerium, 2021)
The home office is one of the places for doing the remote work but it is not the synonym of remote
work. Remote work is a general thinking-, working and living style that is not defined only by the place
where it is done. 
Distributed work is a style where employees are in different spots and the middle does not have a big
role. Remote work points out that you are remote from something but distributed work means that
employees naturally work in the places that they are and are more equal on their level of work.
Usually this term is used on teams that are working at national or international level. 
Telecommuting workers (also called telework) use their remote work flexibility to work from home,
cut down costs of transportation, avoid office-based distractions, and provide childcare-friendly
scheduling. Remote work is exploiting the advantage of their remote employment, they travel the
world (Thompson, 2019).
Working from home - An employee working from their house, apartment, or place of residence,
rather than working from the office.

According to the research Teleworking As A Motivation Factor When Choosing An Employer (Kuuler
2020) employers need to make the most of the potential of telework in their work organization
adjustments and make the management style more flexible. Kuuler (2020) adds that the key to success is
trust and the employee giving responsibility for the results of the work, and the employee has the
opportunity to choose the way and place of work that suits them.

There are many different terms that are used to define remote work but these terms do not always hold
the same definition that remote work does, for example: 








There was a sudden shift to remote work during the pandemic, as roughly one-third of the workforce
began working from home. In reaction to the pandemic, some companies have started to redeploy idled
workers to other activities with higher demand, including temporary reassignments between
departments. In addition, they have adapted processes to expedite hiring of people in critical occupations
and industries and encourage remote learning. (OECD, 2021). Also the Statistical Office of Estonia
(Voolens & Sõstra, 2020) found out that the percentage of people doing remote work increased in 2020.
There is growing recognition that remote work can substitute for labor mobility (OECD, 2021). For some
positions it is better to have a remote worker, because of the labor mobility. To decrease the mobility it is
possible to create a remote work position where a worker who values self time management and
flexibility, will stay longer on a position. This will support the development of work because the worker
who works in this position has more knowledge and time in order to develop the quality of work in that
position. Pandemic has shown us that having some kind of remote work possibility is possible in many
professions.  

In conclusion it is possible to claim that remote work methods have increased during the pandemic. Many
employers are starting to use different kinds of remote working forms and many employees are looking
out for remote working possibilities for its flexibility to plan their own time and workplace. For the
support to make the remote work process more smooth, countries have released acts,
instructions,contract extras, etc. 








T H E  R E A L I T Y  O F
C O U N T R I E S  



L I T H U A N I A  

Main points of work from home policy in Lithuania
Employees have the right to request to work remotely and employers can reject the employee’s request
only if they can prove such an arrangement would lead to excessive costs.
When raising children (details in Lithuanian Labor Codex) employees have a right to work at least 20% of
working time from home.
All excessive costs experienced by employees must be covered by the employer.
Employers must create safe conditions to work remotely for their employees.

Portrait of satisfied remote worker in Lithuania
She is a Millennial woman holding a higher education degree, with 4–10 years of professional experience,
and working from home two days a week in the management and administration field. (Working from
Home—Who Is Happy? A Survey of Lithuania’s Employees during the COVID-19 Quarantine Period,
2020) 

Remote work in companies situated in Lithuania
Most companies after covid pandemic became more digital. Management, administration, IT
developments jobs can be conducted fully or partly remotely. 
In job application descriptions it is often written that the employer provides flexible working conditions
or working remotely. It indicates transformation of work space after a pandemic.








E S T O N I A  

The Civil Service Act defines remote work as the performance of service duties outside the location of the
position. The Employment Contracts Act specifies that in the case of remote work, the employer and the
employee agree that the employee will perform work that is normally performed in the employer's
company, outside the place of work, including the employee's place of residence. In the case of remote
work, the official/employee uses the opportunity given by the employer to work where he likes to do it. The
specific place where the work is done is not important.

 24% of employed persons aged 25-44 work remotely, but there are considerably fewer of them among
those aged 15-24 and over 44. By region, there are the most remote workers in Harju, Hiiu and Tartu
counties, and the least in Ida-Viru county.

Among the fields of activity, the field of information and communication surpasses all others, where in
2021 more than half of all employed people worked remotely. This is followed by professional, scientific
and technical activities and financial and insurance activities, where remote workers accounted for more
than 40% of all those employed in the same field of activity. Almost 30% is the share of remote workers in
public administration and national defense and real estate-related activities.
 
Most institutions practice remote work based on a verbal agreement between the employee's direct
manager and the employee, but depending on the specific need and the conditions of remote work
(especially in cases where the majority of remote work is agreed upon), it is recommended that the remote
work agreement be formalized at least in writing and in a reproducible form. The degree of accuracy of the
agreement on the conditions of remote work depends on the nature and need of the work.
Networks of remote work centres have also been created in Estonia. For example, Kupland is a network of
remote work centers in Southern Estonia.



T U R K E Y

Although remote working can be implemented within the framework of the principle of freedom of
contract, it was regulated in the Labor Law for the first time in Turkey in 2016. The Remote Working
Regulation, which determines the details of the application to be applied in public and private workplaces
employing workers subject to the Labor Law, was published in the “Official Gazette (Resmi Gazete)” dated
10/3/2021 and numbered 31419 and entered into force.
Remote work is the work of the worker at home or outside the workplace with technological
communication tools within the scope of the work organization created by the employer.
According to the remote working arrangement, which is compatible with the "social isolation rule", which
is important during the Covid-19 epidemic:
·       Written employment contracts will be made for remote working. The employment relationship can be
established with a telework contract from the very beginning, or the employment contract of the
employee currently working at the workplace can be turned into a telework contract by mutual
agreement.
·       The employment contract will also include the timeframe and duration of remote work. Overtime
work can be done upon the employer's written request and the employee's acceptance.
·       All workers working under the Labor Law will be able to request to work remotely. The employer will
respond to the worker who notifies the request within 30 days.
·       Employees who switch to remote work will also be able to request normal work. The employer will
decide whether to implement remote work in the whole or part of the workplace for compelling reasons.
·       The employer will be obliged to inform its employees about occupational health and safety measures
during the remote working process, provide the necessary training, provide health surveillance, and to
take the necessary occupational safety measures regarding the equipment it provides.






T U R K E Y

 Remote work cannot be done in jobs that involve working with hazardous chemicals and radioactive
materials, processing these materials, or working with the wastes of these materials, working with the
risk of exposure to biological factors.
· In addition, it will be decided whether remote work will be carried out by the relevant public institutions
and organizations in matters of strategic importance in terms of national security.

According to the research conducted by Eurostat, the European Statistical Office, in 2020 and the results
of which were announced in 2021, 12.3% of the people living in European countries started to work from
home. Finland has the highest number of remote workers with 21.5 percent. Turkey is in the last place on
this list with 3 percent.

Occupation Types of Remote Workers
The remote working model mostly applies to white-collar workers. In some sectors, remote working is
more common. According to the data presented within the scope of the “Working from Home During the
Global Epidemic Report” prepared by Istanbul University, financial institutions and insurance are the
sectors that most use the remote working model with 26%. The reason for this result is that the
technological infrastructure of the banking and finance sector is more developed compared to other
sectors. As a result of the research, education is in second place with 19 percent. Informatics, which is in
the third place, is also known as the sector that adapts to the developing technology the easiest and
fastest.
With 23.9%, Turkey is the second country with the highest ratio of young people neither in employment
nor in education (NEETs) to the total youth population, after Macedonia. This figure is an important
indicator of the need for more work for these young people.






R E M O T E  W O R K
P R A C T I C E  



It has been known since 1994 that most companies promote remote work as an advantage in suitable
activities. Remote work achieved the highest level of popularity during the COVID-19 pandemic, as more
and more public and private companies introduced it as a work organization that helps keep their
employees safe and secure essential goods and availability of services (Grigorescu & Mocanu, 2020).
Whereas in the past there was no interest in investing in remote working, now companies have to switch
to remote work due to COVID-19 (Bhattacharya & Mittal, 2020) because of that it is important to
develop remote work methods. 
On the basis of Chung (2018) among 26% of employees in Europe it is common to have flexible working
hours (20%) and working time autonomy (6%). According to the article (Hicks, 2020) that analyzes the
number of people who can work at home, countries other than the United States find “a clear positive
relationship between income levels and the shares of jobs that can be done from home.” They find that
fewer than 25 percent of jobs in Mexico and Turkey can be performed at home. Covid-19 pandemic has
started in an era in which teleworking has already been widely practiced. There is a limited insight on how
telework affects women's work-life balance (Çoban, 2021). There is not much research or statistics on
how remote work has influenced working life in Turkey so it is hard to have any conclusions based on
these few studies.
A lot more research has been done on how remote work has developed in the European Union and its
countries. The percentage of employed persons aged 15 to 64 in the European Union (EU) who usually
work from home stood at 5.0% in 2017. This figure was highest in the Netherlands (13.7%), followed by
Luxembourg (12.7%) and Finland (12.3%), and lowest in Bulgaria (0.3%) and Romania (0.4%) (Eurostat.
2018). Countries in Northern Europe are also those with the largest growth in the prevalence of telework
since 2009, albeit sizable increases also took place in a number of other Member States including
Portugal, Estonia, and Ireland (Eurofound, 2021).

 






Remote work existed before COVID-19, but because of the pandemic the usage of remote work and its
different forms have increased. In the comparison of economic activities, the most active remote workers in
Estonia during the short term remote work were people working in the fields of information and
communication, financial and insurance activities and professional, scientific and technical activities. In
2019 5,6% of 15-74 year old people from Europe worked at home, 7% in Estonia and 2,4% in Lithuania.
(Statistikaamet, 2020)

Before the pandemic, almost a quarter of the respondents of a survey worked remotely and most of them,
about three quarters, worked at the employer's premises. It appears that almost half of the respondents
had not been exposed to telework before, but during the pandemic emergency this changed for many
respondents: a total of 64% of respondents were working remotely. Of all respondents who previously
worked at the employer's premises, 56% started working remotely on a daily basis. (Otsus, 2021)
The results of research on how EU countries rapidly adapted with remote work due to pandemic, show that
countries in the EU are divided in 3 different categories: low to moderate level of adaptability, fair level of
adaptability and high level of adaptability. Lithuania has low to moderate levels of adaptability and high
levels of adaptability in countries like Estonia. 

According to the Iordache et al. (2021) the official EU-wide statistics on teleworking during COVID-19 the
pandemic are still not available; however, the unprecedented pace of transformations brought about in the
labor market by the health crisis require additional research efforts towards a better understanding of the
determinants that facilitate the shift from traditional working patterns to new ones. As people around the
world are forced to work remotely because of the coronavirus, their perceptions, changes in performance
and experience during working remotely are a new area of research (Bhattacharya & Mittal, 2020). Based
on previous research it is fair to summarize that the research about the impact of the Covid-19 pandemic on
remote work is still in process.  








S K I L L S  F O R
R E M O T E  W O R K  



Remote work is a new way of working compared to the traditional way where workers stay on an
employer's enterprise the whole working time. The traditional way supports the employer in having the
overview of employee competencies, but remote work is based on trust and communication that the
worker has competencies required for remote work. Well-known skills for remote work are the ability to
work independently, self-motivation, strong communication skills, comfort in learning and using digital
tools, being a team reliable player, and having secure equipment. 

Based on Wang, Liu, Qian & Parker (2020) there are four key remote work challenges i.e., work-home
interference, ineffective communication, procrastination, loneliness, and (Thompson, 2019) friendship
circles are disrupted. The boundaries between people's home and work are becoming blurred as home-
related things are used in work-related activities and work-related aspects are used in domestic activities
(Bhattacharya & Mittal, 2020, p. 66). To reduce feelings of loneliness that is achieved by doing remote
work, it is necessary to have some job autonomy (Wang et al., 2020). Potential remote work challenges
should be addressed before the beginning of the remote work and when potentially confounding factors
are first identified.

According to Wang et al. (2020) there are four virtual work characteristics that affected the experience of
these challenges i.e., social support, job autonomy, monitoring, and workload. Workload and monitoring
function as demands, increasing remote workers’ work-home interference and thereby undermining
employee well-being (Wang et al.,  2020). The workload of employees should be assessed and optimized if
necessary (Otsus, 2021). Job autonomy is important for building individuals’ proactive motivation to self-
initiate contact with others and also employees low in self-discipline benefit more from social support in
coping with procrastination in the home office. (Wang et al., 2020).

  








One key individual difference factor is workers’ self-discipline because when people are required to work
from home irrespective of their abilities and preferences, we find that self-discipline can significantly
shape remote working experiences (Wang et al., 2020). Self-discipline has been widely considered as an
important and necessary skill for achieving remote working effectiveness.  Flexible work arrangements
are usually provided only to employees with higher self-discipline (Wang et al., 2020). Also, individuals
with higher levels of emotional stability are better equipped to manage both the challenges and
advantages inherent in remote work (Perry, Rubino & Hunter 2018). To summarize, it can be said that the
self-discipline of the remote worker is an important factor in the effective performance of remote work.'

“Communication is key to success” is a well-known phrase and it also links to the success of remote work. 
 High-quality organizational communication can be viewed as a sign of organizational support that may
help employees refocus on collective goals (Parker, Axtell & Turner, 2001). Good communication with
your line manager and a clear understanding of the job, the expectations, and the goals of both are
significant help in maintaining focus (Friedman & Westring, 2014). Social isolation can be reduced in
various ways, such as through synchronous video meetings and informal communication (van Zoonen et
al., 2021). Based on current research, it can be argued that communication is one of the key factors in the
functioning of telework.

  








S U P P O R T  F O R
R E M O T E  W O R K  



Remote work is getting more and more popular and because of that many employers need to create a
system on how they will organize the remote work in a way that the employee and employer both will be
satisfied. Employees want more certainty about post-pandemic working arrangements - even if you don’t
yet know what to tell them (Alexander et al., 2021). The transition to remote work requires infrastructure
and technology that enables remote work: remote desks, broadband, electricity (Bhattacharya & Mittal,
2020 ). Awareness of the challenges of teleworking and, as a result, the organizational support of
teleworking guarantees better quality work.

As remote work has become more popular, some issues have emerged that workers and employers could
consider. Organizations and leaders should be aware of potential health risks associated with remote
work and design remote work in a way that aims to reduce the triggers for self-endangering behavior such
as presenteeism (working while sick) (Steidelmüller et al., 2020). Besides the general and work-related
stress factors that already exist permanently, Fritz (2021) points out that additional risks to mental health
accompany the pandemic-related situation of working from home. The present study showed that
frequent telework was associated with increased stress among academics that all had the opportunity to
telework (Heiden et al., 2020). Based on these studies, it is possible to say that preservation of mental
health is an important support during remote work. 

In order to support mental health conditions, Otsus (2021) has found some results on how an organization
and employee can improve mental health. Developmental and supportive management style is important
for mental health well-being, it includes noticing, recognizing, supporting development, providing timely
feedback, clear work instructions, and trust and understanding. The study shows that the most common
way employers support the mental health of employees is to provide them with independence and
freedom of choice in the way they organize their work. (Otsus, 2021) Also training for employees and
leaders that strengthen individual awareness of their own as well as subordinates’ health and clear
guidelines in an organization on how to deal with presenteeism might help as well (Steidelmüller et al.,
2020).

  








This new way of working changes the way an employee communicates in the organization. Within the
change, it is necessary to create a clear communication system that supports remote working processes.
Communication and information exchange is important in the starting point of telecommuting and also
while doing remote work (Kaasik, 2020). Simultaneously, the current situation, especially the lack of
interpersonal contact, is often accompanied by reduced resources, and these resources are required by
the individual in order to be able to deal with the upcoming stressors (Fritz, 2021). 
In order to support the communication during remote work, it is necessary to review technological and IT
opportunities of the remote workplace. With the wider use of technology, the need for human interaction
may disappear (Kaasik, 2020). The technical possibilities do not set limits on the location of teleworking,
in addition, these possibilities support communication and prevent the lack of human resources. 

Remote work can be done in different places, so it means that there is no specific place for remote work if
the employer and employee have not agreed on some specific place. If the remote work is done at home,
the employee should let the employer pre-evaluate if he/she is able to perform the assigned tasks to the
desired extent and within the set deadline when one changes the job to work remotely (Kaasik, 2020).
One of the places where remote work can be done is at home. If remote work is mandatory for various
reasons, it is necessary to analyze the possibility of working from home. As different people in a company
may have different home environments (family size, marital status, electricity, Wi-Fi, dedicated laptop
with the required software to teleconnection, noise and other distractions based on the location of the
home, etc.), the remote work setting varies and conflicts may arise during work and home transitions,
especially when the dominant needs of a person are not met (Bhattacharya & Mittal, 2020).
In order to work from home, it is necessary to take into consideration the family aspect and also take sex
differences into account (Steidelmüller et al., 2020). According to Çoban (2021), society leans mainly on
the invisible efforts of women in the Covid-19 pandemic. The current pandemic and teleworking
conditions have unsettled the professional work rhythm of women and have detached them from their
work environment (Çoban 2021). In order to understand and support employees during remote work, it is
also considered important to communicate on non-work topics.

In conclusion it is important to mention that the support depends on the nature of remote work:
mandatory and short term or optional and depending on the nature of the job. Either way of remote work
these support methods for remote work are linked together. Workstyle that supports mental health
permanence is connected to the communication, workplace, and also understanding more family aspects
of working from home. Also, if necessary, the workload of employees is assessed and optimized (Otsus,
2021). 
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Respondents profile (n=281)

















H o w  r e s p o n d e n t s  a s s e s s  t h e i r  a w a r e n e s s  o f  t h e
p o s s i b i l i t i e s  a n d  c i r c u m s t a n c e s  o f  f l e x i b l e

w o r k i n g  m e t h o d s ,  i n c l u d i n g  r e m o t e  w o r k i n g ?  







6.6 points from 106.6 points from 106.6 points from 10

w h i c h  l a w s  m u s t  b e  t a k e  i n t o  a c c o u n t  a n d  h o w  ( e g
e m p l o y m e n t  c o n t r a c t s ,  e t c . ) ;
i n  w h i c h  a r e a s  i s  r e m o t e  w o r k i n g  p o s s i b l e ;
w h a t  s h o u l d  b e  t h e  n e c e s s a r y  c o n d i t i o n s  f o r  r e m o t e
w o r k i n g ?
w h a t  s k i l l s  a r e  n e e d e d  f o r  r e m o t e  w o r k i n g ?




Y o u n g  p e o p l e  a r e  m o r e  i n t e r e s t e d  t o  k n o w :

1 .

2 .
3 .

4 .

A l s o  t h e y  n e e d  t o  k n o w :
-  H o w  t o  j u g g l e  r e m o t e  w o r k i n g  w i t h  h o m e  l i f e ?
-  H o w  m a n y  p l a t f o r m s  a r e  w h e r e  c a n  I  w o r k ?
-  H o w  e f f i c i e n t  i s  t o  c h e c k  w o r k e r s  r e s u l t s ?
-  H o w  d o  r e m o t e  w o r k i n g  &  l e a r n i n g  m o r e  i n t e r a c t i v e ?
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P o d c a s t  (n=85 )
S t o r y t e l l i n g  (n=94 )
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C o n c l u s i o n

B a s e d  o n  t h e  s t u d y  r e s u l t s  i t  m a y  h i g h l i g h t  t h a t  r e m o t e  w o r k
m e t h o d s  a r e  k n o w n ,  b u t  m o r e  d e t a i l e d  k n o w l e d g e  i s  m i s s i n g ,  s u c h
a s  t h e  k n o w l e d g e  a b o u t  r e m o t e  w o r k  c e n t r e s  w o r k .  I t  i s
c o n s i d e r e d  i m p o r t a n t  t o  k n o w  t h e  l a w s  a n d  r e g u l a t i o n s  r e l a t e d  t o
t e l e w o r k i n g .  S k i l l s  a s s e s s m e n t s  s u g g e s t  t h a t  s e l f - m a n a g e m e n t  a n d
t i m e  m a n a g e m e n t  s k i l l s  f o r  t e l e w o r k i n g  n e e d  t o  b e  d e v e l o p e d .
T h e r e f o r e ,  i t  i s  n e c e s s a r y  t o  c r e a t e  a d d i t i o n a l  j o b  w o r k s h o p s  f o r
y o u n g  p e o p l e ,  w h i c h  o n  t h e  o n e  h a n d  w o u l d  s h a r e  t h e  k n o w l e d g e
a b o u t  r e m o t e  w o r k  a n d  a t  t h e  s a m e  t i m e  d e v e l o p  t h e  n e c e s s a r y
s k i l l s .  T a k i n g  i n t o  a c c o u n t  t h e  p r e f e r e n c e s  o f  t h e  r e s p o n d e n t s ,
a c t i v i t i e s  a n d  w o r k s h o p s  a r e  e s p e c i a l l y  s u i t a b l e  f o r  t h i s  w a y  o f
l e a r n i n g .  B a s e d  o n  t h i s  r e s u l t ,  t h e  w o r k s h o p s  t o  b e  c r e a t e d  s h o u l d
b e  l i n k e d  t o  e x p e r i e n t i a l  l e a r n i n g  a c t i v i t i e s  ( c a m p s ,  s t u d y  v i s i t s ,
e t c . )

 



W O R K S H O P / T R A I N I N G
M O D U L E S  



W O R K S H O P / T R A I N I N G
M O D U L E S  

Following modules are created and piloted by the partcipants of the
project "Youth Workspace". 



The modules are about different topics and can be used separately or 

 combined with each other. 



The main aim of these workshops is to discuss the topics of remote
work with young people using non-formal learning methods.



The outcome of the modules is to raise participants' awareness of
remote work and the need for different skills to perform beneficial

work.



Suggested target group:
Young people aged 14 - 30

Working remotely on their job fully or partially
Willing to learn more about remote work and improve remote working



Group size: 10 - 20 persons



Full session time: 13 hrs/ 2 days/ 16 academical hours



Suggested full session: 
1st day: Workshop 1+3 
2nd day Workshop 2+4











W O R K S H O P  M O D U L E  1  

E-WORKSHOP - REMOTE WORK INTRO  
Piloted in Turkey 
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WORKSHOP TEMPLATE - REMOTE WORK INTRO



Name of Tool / Method:  
What is the remote work ad the remote worker?



Duration: 2:30 - 3:00 hours



Target Group(s): 

Being a young adult
Working remotely on their job fully or partially

Willing to learn more about remote work and improve remote working
 

Group size: 10-20 persons. 



Content: 
Remote Working

Tuckman’s Team Development Stages
Team Communication



Outcomes: 

Define the ideal remote worker
Explain necessary knowledge, skills, and attitudes for remote working

Understand the team development process and apply this to their
team development process

Explain the importance of communication in a team and know how to
improve team communication remotely



Materials: Internet connection, computer, access to digital tools 



Venue: Training is delivered online via Zoom. Miro is used as an

interactive whiteboard app.



W O R K S H O P  M O D U L E  1
D e s c r i p t i o n  o f  t h e
a c t i v i t i e s  

Get to Know Each Other (20 mins)- Word Hunt
The facilitator opens a white page on the screen, says their name, introduces

themself briefly, and writes their name horizontally or vertically. Then, on a

voluntary basis, the participants are asked to take the "pen/cursor". Each

participant briefly introduces themself, says their name, explains how their

name was put, and writes it like a puzzle using the letters on the page. After all

the participants have spoken, the game ends with applause.

Group Dynamic (30mins)- Mission Impossible
A list of various tasks is sent to the participants. Participants are asked to

complete all the tasks on the list within 20 minutes. Participants are asked to

decide for themselves, such as how they will distribute the tasks. The

facilitator sends the group to a separate room. At the end of the time, it is

checked how the tasks in the list are completed (the number of tasks and

tasks may vary depending on the group).

BREAK - 10 Mins

Activity: Ideal Remote Worker (95 mins)
Game Introduction: 10 min 

Game: 40 min 

Presentation: 15 min 

Resolution: 30 min 



W O R K S H O P  M O D U L E  1
D e s c r i p t i o n  o f  t h e
a c t i v i t i e s  

Each group will do the part of the people indicated in the group name.

Different groups cannot use the same features and/or visualization! For

example, Both the Head group and the Hands group cannot use the clock

image and display the "Time Management" feature on the person they

created. Each group should create its own parts with different features

and use different visualization.

The human part formed by each group should be able to unite in the body

as a whole when the time is over.

To fulfill this task, intergroup communication is required. A spokesperson

will be selected from each group and their e-mail addresses will be shared

with each other. Each group will have an e-mail address where they can

reach the relevant person in the other group

Ideal Remote Worker:
Mission: You will create a resourceful person who can work remotely

efficiently. Each group will form a part of this person. While creating, you

need to draw/visualize human features in Miro with various tools. At the end

of the time, the drawings made by everyone will be combined and form a

whole Human. Rules:

Input: Tuckman Team Development Stages – 10 Mins

Tuckman’s Team Development Stages / Remote Working and Communication. 

BREAK 10 mins

Group Debriefing - 15 mins
Evaluation and Closing – 10 min



W O R K S H O P  M O D U L E  2  

TEAMWORK
Piloted in Turkey
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WORKSHOP TEMPLATE - TEAMWORK



Name of Tool / Method: How to manage yourself in remote work?



Duration: 2:30 – 3:00 hours



Target Group(s): 14-30 years old young people



Outcomes: Time management, communication, teamwork in remote
work






Materials: Computer, mobile phone, internet, stationery materials to
create a puppet…



W O R K S H O P  M O D U L E  2  
D e s c r i p t i o n  o f  t h e
a c t i v i t i e s  

Divide the participants into 4 sub-groups.
Give the instructions to the participants.
Send them to 4 different rooms/places with the rules, at least 1 computer
and/or mobile phone needed.
The rules are; first of all, give the list of the present materials. Then, all the
groups will be asked to send an e-mail with the materials they think they
are going to use to create a part of the puppet. Each group will create a
part of the puppet so that when they come together, all the parts will
create one whole puppet.
Indicate that which group has which materials
Remind them that they can communicate with other groups via e-mail,
Zoom, WhatsApp etc. digital tools and they need to choose which
communication tool they are going to use during the activity to
communicate with other groups
At a specific time, all the groups need to send a photo of the progress
they did with the puppet
In the end, they will come together to combine what they have created to
complete the puppet
They are asked to take a photo of the final version of the puppet and
upload it to the Google Drive folder and share it with the whole group.

Name Game (15 mins): Name & Movement in a Circle

Energiser (15 mins): Elephant or James Bond or Washing Machine

Activity (60 min): Ideal remote work puppet



W O R K S H O P  M O D U L E  2  
D e s c r i p t i o n  o f  t h e
a c t i v i t i e s  

What did we do?

Did you like/satisfied with the result(s)?

How was the teamwork?

What did you feel?

What did you learn?

How did you contribute to the teamwork?

How can you adapt this input to remote work?

Do you think which parts should be improved in this activity?

If you would do the same group work again, what would you change or

add?

Verbal evaluation (in a circle for 10 mins)

Written evaluation (via SurveyMonkey or any other online evaluation

tools) to evaluate learning outcomes, methodology, trainer/facilitator’s

performance, materials, logistics, catering service (if any) etc.

Debriefing Questions (20 mins):

Input (15 mins): Communication, teamwork, time-management, and

teamwork in remote work-

Post-Input Debriefing Questions (15 mins):

Evaluation (15 mins):
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CRITICAL THINKING
Piloted in Estonia
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WORKSHOP TEMPLATE - CRITICAL THINKING



Name of Tool / Method:  
How to create strategies to better cope with the working tasks



Duration: 1:30 - 2:00 hours



Target Group(s): 14-30 years old young people, preferred 14-17-y old

youth, low knowledge about remote work
Group size: 10-20 persons. 



Outcomes: rising understanding about the remote work

participants know how to create strategies to better cope with the
working tasks



Activity (1 hour): Idividual work with a task 



Materials: Envelopes with tasks, plasticine, markers, large paper for

mapping challenges, projector, computer



Venue: Outdoor + remote work centre (if possible)



T R A I N I N G  M O D U L E  3  
 D e s c r i p t i o n  o f  t h e
a c t i v i t i e s

Individual activity in groups (20-30 min):

Young people get an individual task, which they have to find the best method

to solve. Each young person has a description of the task in an envelope and

some of the material needed to complete the task, also the information where

participants must do this task. The rest of the material has to be found by the

young people on their own.

Example: a youth group has to create a zoo together, and each young person

has a part in creating the zoo. Each young person gets a task inside an

envelope and some plasticine to complete the task, aslo information where

the task must be done. The young person has to find the rest of the material

and information himself.

Description of the task, which is in the envelope: Find the place for this task in

this area (name on the area), prepare from the tools in the envelope (ostrich,

ladybug, animal enclosure on A3 paper, water and food for animals, tiger,

sheep, small shelter, three trees, bushes, snake, crocodile, cat (One thing from

the list for each young person !)). Be ready to fit the animals and other

necessary things together in the zoo on A3 size paper. We are inviting you

back to the common meeting room at….



T R A I N I N G  M O D U L E  3  
 D e s c r i p t i o n  o f  t h e
a c t i v i t i e s

Group discussion (15 min):

What happened?

How are you feeling?

What were the challenges in completing the task?

Discussion in smaller groups (10 min)

How did you deal with the challenges?

Theory: Showing teleworking videos, recommending teleworking skills,

strategic planning (10 min), introducing remote work centre (if possible)

Reflection (10 min):

What will you take away from this workshop?

Each participant assesses his/her change about understanding of remote work

aspects in the scale 0-10. 

Each participant is ready to name at least 3 factors which support better cope

with working tasks in remote work situations (digital tools can be used: word

cloud, mentimeter ect)
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PROBLEM SOLVING
Piloted in Lithuania
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WORKSHOP TEMPLATE - PROBLEM SOLVING



Name of Tool / Method:  
How to solve the problems in the remote work? World cafe



Duration: 1:30 - 2:00 hours



Target Group(s): 14-30 years old young people

Group size: 10-20 persons. 





Outcomes: understanding which problems can occur during the
remote work, understanding how everyone can solve remote work
problems,  understanding what skills are needed to solve problems

of remote work 



Materials: paper, pencils, pens, tables and chairs



Venue: remote work centre (if possible)



T R A I N I N G  M O D U L E  4  
 D e s c r i p t i o n  o f  t h e
a c t i v i t i e s

Intro (15 min)
Each participant evaluate and share how much experiences they have in

remote work. Method: target board visual. 

Presentation of remote work definition and factors of the remote work (10
min) Power point presentation about the concept and definitions of the

remote work. 

Challenges and problems during the remote work - mapping (10 min)
 Participants  are divided in 2-4 groups to define what are the problems of

remote work. They way be:  bad internet connection; ot having main tools

(computer, table, chair, electricity, phone); lack of skills of self management; 

lack of motivation; unplugging after work (burnout).

World cafe method to define the problems and the solutions (60 min) 
The main problems are divided between the tables. 

Each problem is set on the focus of the table. Participants complete the

groups aroung the tables. The task is to define the problem in depth and find

the solutions to overcome these problems (skill, equipment, teamwork ect

aspects). These can be for example:  Internet, not having main tools – co-

remote work office, yourself, remote work center; improve self management

skills: improve self (time) management skills; reward system.

After each 10 minutes participants will change the table.  After 5-6 rounds

(depends on the number of the problems) each team make presentation

about the last table/worked they worked for.

Presentations, open discussion ad evaluation (20 min) 

What we have learned so far?

Each participant share the main points she/he will pick up from this session.



H A C K A T O N S  I D E A S  

Hackatons  with youth and different
stakeholders were held to find new ideas and

conceptions for remote work effectiveness for
youth.

3 different hackathons, totally 100
participants. 



Hereby are the results of the hackathons

brainstorming. May they inspire you to make
changes around the world to support people

work and study remotely.  



H A C K A T O N ' S  R E S U L T S
E S T O N I A  

Pathway for 18-years-old young man: How remote work
possibilities and skills should be developed and supported.  



H A C K A T O N ' S  R E S U L T S
E S T O N I A  

Pathway for studying young mother: How remote work
possibilities and skills should be developed and supported.  



H A C K A T O N ' S  R E S U L T S
E S T O N I A  

Pathway for 18-years old student interested in developing
her hobby activities: How remote work possibilities and

skills should be developed and supported.  



H A C K A T O N ' S  R E S U L T S
L I T H U A N I A  

Mapping the reality - ideas to changes  



H A C K A T O N ' S  R E S U L T S
L I T H U A N I A  

Participation remotely



H A C K A T O N ' S  R E S U L T S
L I T H U A N I A  

Profile platform for remote work



H A C K A T O N ' S  R E S U L T S
TURKEY

The platform for remote work



H A C K A T O N ' S  R E S U L T S
TURKEY

The platform for remote work



H A C K A T O N ' S  R E S U L T S
TURKEY

The platform for remote work and participation



H A C K A T O N ' S  R E S U L T S
TURKEY

The platform for remote work support





S U G G E S T I O N S

consider preparatory activities for working life in the partnership
with the whole community(cooperation between schools, youth
work institutions, youth employment institutions, employers,
remote work centers, etc.);
introduce young people the concept of remote work and remote
work centers during school studies;
pay significant attention to the development of time
management, digital skills, social skills, and self-management
skills in the learning activities of formal and non-formal
education;
implement support programs that enable young people and
young entrepreneurs to apply for support for tools and programs
needed for remote work;
provide support for mental health issues in remote work
processes;
provide socialization activities for young people who work
remotely;
provide social service support to young parents working at
home;
to spread knowledge about the nature of remote work, its risks
and opportunities;
to support young people's decision to work remotely as an
informed and prepared choice;
develop youth centers and community centers into centers with
remote work opportunities.

In order to develop young people remote work skills and
opportunities for young people:



P R O J E C T  P R O C E S S

The project Youth Workspace project process
was built up in following activities: 



Study about young people knowledge of the remote work



Training course in Turkey, November 2021



Transnational meeting in Turkey I, March 2022



Study visit in Estonia, June 2022



Piloting training workshops modules



Transnational meeting in Turkey II, September 2022



E-manual creation - literature review, design



Study visit in Lithuania, October/November 2022



Multiplier events as hackatons, October-December 2022






ESTONIA







Rõuge Remote Work Centre
https://catlamaja.rauge.ee










Rõuge Youthwork Centre
https://rntk.ee



LITHUANIA








Aktyvistai
http://www.aktyvistai.lt/



TURKEY








DEM Turkey
www.demturkey.com




P R O J E C T  P A R T N E R S  



T H A N K  Y O U !

We would like to thank all the young people ,
youth workers, entrepreneurs, local government

representatives, remote workers, and community
members in Estonia, Lithuania and Turkey, who

participated in the activities of the project. 



Your caring contribution made it possible to
implement our project, including in a situation

where most of the project period was during the
Covid-19 pandemic. 



We have jointly created an important knowledge

that if you want to be a successful remote worker,
you need skills, support, and an environment. We

can create all this if we bring relevant support
and learning into our everyday activities. 


