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FOREWORD
The process undertaken to develop this Plan required many hours and consultation with a range of 
organisations and individuals. All their advice and suggestions are greatly appreciated.

I would like to thank my colleagues on the Board of Management for their inputs, commitment and the time they 
have given to the development of this Plan. The experience they bring and their commitment to the work of the 
BJC will ensure that the implementation of the Plan is carried out within a strong governance framework.

I would like to acknowledge the contribution of the various partner stakeholders that we consulted with during 
the development of this Plan. Thank you for your ideas and suggestions. The support you provide to the BJC 
is very much appreciated and without it we would not be able to provide the services to the communities in 
which we work.

The staff of the BJC are core to the successful delivery of the services that we provide. The BJC has staff who 
are qualified, experienced and are committed to the values of the BJC. This is reflected in the high quality of 
the services that we provide and to the innovation that they bring to the work of the BJC.  

The staff brought this same commitment and experience to the development of this Plan and will continue to 
do so to ensure the successful implementation of the Plan. On behalf of the Board I would like to thank the staff 
for your input into this Plan and for their work and contribution to the development of the BJC.

The individuals that we are here to support are at the centre of all the BJC does. Your input was insightful and 
important and ensures that the Plan reflects what you expect from an employment service. 

When implementing this Plan we will ensure that we do so in a caring, supportive and flexible manner.  
We will also ensure that we continue to consult with you so that the Plan meets your needs.

I would like to acknowledge the contribution of Tanya Lalor who expertly guided us through the process of 
developing this Plan. Your support and commitment is greatly appreciated.

As you read this Plan you will notice that the primary objective of the BJC strategy is to ensure that individuals 
using its services have the opportunity to benefit from economic growth at national and EU level. 

This Plan intends to support job seekers, particularly disadvantaged job seekers, to have access to not just any 
job but to achieve sustainable labour market participation. 

The overall purpose of the Plan is to work with clients to assist them to release their potential, to create 
opportunities and to achieve equity in the labour market.

John Dunne

Chairperson
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 Fugate et al (2004) cited in Whelan, N (2018). Evaluating the effectiveness and implementation of new employment enhancement programmes 

in an Irish context: A focus on well-being and employability. PhD thesis, National University of Ireland 5
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INTRODUCTION
Since its foundation in 1986, the BJC has evolved into a well established and respected community based organisa-
tion that continues to respond to the needs of job-seekers/changers in Ballymun and to the challenges communities 
in which it works. The BJC has played and continues to play an important role in addressing social and economic 
exclusion and many of the innovative actions and activities that the BJC has developed have impacted positively not 
only on individuals living in Ballymun but also individuals in other disadvantaged communities. The BJC has become 
a model for local community based labour market services that responds to the needs of local job seekers.  

Employment is a key factor that determines the level of someone’s social inclusion, both at the macro level –
 in order to ensure the long-term financial sustainability of our welfare systems – and at the micro level – because 
paid employment is the best route out of poverty.

Employability can be defined as the relative capacity of an individual to achieve meaningful employment given the 
interaction between personal characteristics and the labour market, and it helps the individual to adapt to the changing 
labour market.  The model of employability described in this strategy incorporates the dimensions of adaptability, 
social capital, human capital and career identity, and each consists of different skills, knowledge and behaviours that 
together create the ability to find and keep a job. 

Unemployment and low participation in the labour market are heavily concentrated in particular groups in society and 
within particular geographical areas. These concentrations take different forms in different areas, reflecting skill or 
area differences. However, it is a common feature that people with low earning potential are those most likely to have 
poor employment prospects due to a lack of positive employability characteristics.

The degree to which an individual can acquire new skills and knowledge will to a large extent determine not alone their 
quality of employment and level of income but also their capacity to adapt to changes in economic and labour market 
conditions. Today’s labour market requires an individual to be flexible, adaptable and open to learning new skills. 
Many employers consider these as key employability factors required by an individual in order to be successful within 
the labour market. As a result the concept of ‘employability for life’ and not a ‘job for life’ should now be the goal for 
many individuals within the labour market. It is against this background that the concept of life-long learning and 
employability becomes increasingly relevant to policies and actions to address poverty, social and economic 
exclusion and to ensure a more equal labour market.

Labour market policies should aim to assist individuals, particularly in disadvantaged areas to reach their full potential 
and to enhance their employability. This is necessary if, in the long-term, individuals in disadvantaged areas are to 
overcome poverty and social exclusion. A necessary strategy to achieve this objective is to raise not just skill and 
education levels, but also the labour market aspirations of individuals living within these communities. 
The actions outlined in this Plan are intended to achieve this objective.

It is clear that the focus of the work of the BJC is at a local level. However, the ability to deliver effective services at a 
local level is influenced by many factors outside of the local community. A primary objective of the BJC strategy is to 
ensure that individuals using its services have the opportunity to benefit from economic growth at national and EU 
level. This Plan intends to support job seekers, particularly disadvantaged job seekers, to have access to not just any 
job but to achieve sustainable labour market participation. 

The overall purpose of the Plan is to work with clients to assist them to release their potential, to create opportunities 
and to achieve equity in the labour market.  The Strategic Plan will be achieved through eight service delivery and 
organisational strategic objectives. The strategic objectives are framed in such a way that they can respond to 
changes in the policy and operational environment, or to changes in the availability of resources, and will enable a 
flexible approach to be taken.
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THE BALLYMUN JOB CENTRE CO-OPERATIVE SOCIETY LTD. (BJC)
The BJC was established in 1986 as a community response to a chronic unemployment situation. 
Since opening, the BJC has adapted to changes in the environment in order to respond more effectively to the 
needs of the community. A voluntary organisation with charitable status, the BJC has a proven track record of 
providing quality, innovative and value for money services.  

It is the belief of the BJC that every person has the capacity to realise their potential within the labour market 
and for this reason the BJC provides a comprehensive range of services to create pathways to further training, 
education or employment for its clients. 

This is achieved within a progression framework, which is initiated by; 
client referral (self referral) → registration → guidance and job seeking support → processes (specialist 
services) → training education → job placement.

Seamless services for job seekers 
Funding for the BJC services and activities comes from a variety of different sources.  The service is made up 
of a number of different and inter-related elements.  Each of these separately funded services, projects and 
activities are linked to form a seamless service to the clients.

Since 1996 the BJC has managed the Local Employment Service Network (LESN) on behalf of the Department 
of Employment Affairs and Social Protection (DEASP).  The BJC also manages a Jobs Club and Jobs Initiative 
(JI) on behalf of the DEASP.  The BJC is working with the DEASP in the provision of the national Employment 
Action Plan and labour market activation as part of the Pathways to Work strategy. In 2017, the BJC opened a 
new office providing services to the community of Balbriggan, in co-operation with the DEASP. 

On behalf of the Ballymun Local Drugs and Alcohol Task Force (BLDATF), the BJC offers a number of services 
aimed at providing supports to clients coming from a background of drug or alcohol use. 

 

  

  The HP Pobal Relative Deprivation index provides a method of measuring the relative affluence or disadvantage of a particular 
geographical area using data compiled from various censuses. A score is given to the area based on a national average of zero and 
ranging from approximately -40 (being the most disadvantaged) to +40 (being the most affluent.
  These EDs include the more affluent areas of Glasnevin in the south of the area.
 

Relationships with employers
A key element of the work at the BJC is to build 
relationships with employers. 

The BJC provides a professional and free service to employ-
ers assisting them in the recruitment of staff.  The BJC has 
over twenty years’ experience of working with employers in 
meeting their recruitment needs.  

The BJC has also developed strategic partnerships with 
employers such as IKEA and most recently with JP Morgan. 

Building partnerships
Employability is influenced by a number of diverse factors.  In 
recognition of this the BJC has built relationships and works 
closely with a wide range of public, private, community and 
Local, National and European organisations.

Innovation and research: From local to EU to local
The BJC has a strong belief in the need to remain innovative and to try new ideas to address identified issues 
arising from the day-to-day experiences of clients.  Since the mid-90s the BJC has accessed and managed 
various European Union and private Trust funded programmes.  These provide the BJC with the resources 
necessary to be innovative and to test new ideas and ways of working.  

Over the years the BJC has made determined efforts to ensure the lessons and work of the EU Projects 
improve the delivery of services and the way we work with clients.  
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  The HP Pobal Relative Deprivation index provides a method of measuring the relative affluence or disadvantage of a particular 
geographical area using data compiled from various censuses. A score is given to the area based on a national average of zero and 
ranging from approximately -40 (being the most disadvantaged) to +40 (being the most affluent.
  These EDs include the more affluent areas of Glasnevin in the south of the area.
 

THE COMMUNITY AND WIDER CONTEXT
Since its establishment the BJC has provided services in Ballymun primarily in the four Electoral Divisions 
(EDs) of Ballymun A, B, C and D.  The BJC currently provides services to individuals living in areas covered by 
the DEASP Ballymun office. The focus of the service remains on the four EDs of Ballymun A, B, C and D. In 
2017, the BJC started to provide services in Balbriggan, and the area covered by the DEASP Balbriggan office.  
The service is called the Balbriggan Job Centre and offers the same guidance and support service to unem-
ployed people in the local area of Balbriggan.  

Outlined below is a profile of the community of Ballymun covered by the four EDs A, B, C and D and the 
community of Balbriggan.

General area profile – Ballymun and Balbriggan
Ballymun:
Ballymun, located on the north side of Dublin City, was built as part of a large public housing scheme by Dublin 
City Council in the 1960’s and early 1970’s in response to the significant housing shortages in the city at the  
time.  Intended as a ‘state-of-the-art’ and modern town, the scheme saw the construction of 2,814 flats in a 
series of 36 - 4, 8 and 15 story tower blocks – the first and only tower block scheme of its kind in Ireland – along 
with a further 2,400 houses, all within a 1.5 square mile radius.  Over the years a lack of investment in the 
physical and social infrastructure of the area resulted in a significant degeneration of Ballymun’s physical 
environment, and the rise of serious social and economic disadvantage in the area.

In 1996, a decision was made to demolish the high-rise tower blocks and replace them with low-rise housing.  
Ballymun Regeneration Ltd was set up by Dublin City Council and charged with the task of regenerating the 
physical, infrastructure of the entire area.  

The four EDs of Ballymun A, B, C, and D have a total population of 17,714 (7,599 households) – a 9.1% 
population increase compared with the 2011 population (which was 16,236). The population in the area around 
Poppintree Park Lane, Belclare and Parkview (Ballymun A ED) increased in this time by 29%. 

Based on 2016 Census data, the HP relative deprivation index classification for the four electoral districts  
ranges from disadvantaged (for the EDs Ballymun, B, C and D) to marginally below average (Ballymun A).  

The percentage of the population living in local authority housing in Ballymun EDs of A, B, C and D far exceeds 
the state average of 9.4%, and the majority of the population in B and D electoral divisions live in local authority 
housing. This is outlined in Table 3.1 below.

      Table 3.1         % of the Ballymun living in local authority housing (census 2016)

                                                                                             Ballymun EDs

                                                               A               B            C             D              E              F           State
  % living in local authority housing     22.7%      57.8%     41.5%     63.2%      0.63%       0.57%      9.4%

2

3

2

 3
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Balbriggan:
Balbriggan, in County Fingal comprises two EDs (Balbriggan Rural and Balbriggan Urban), with a combined 
population of 24,611 in 2016, an increase of 8.4% compared with 2011 (which was 22,695). 
The Balbriggan area (both EDs) are categorised as marginally below average on the HP Pobal relative 
deprivation index. The local authority housing occpancy of households in Balbriggan is above the national 
average in Balbriggan rural ED and slightly below it in Balbriggan urban.

A young age profile:
All parts of Ballymun have a high youth population (15-25 years) compared to the state years (the figure for the 
State is 12.1%), but in some parts of Ballymun, this figure rises to over 20% (as outlined in Table 3.3 below).

Just over 10% of the population in Balbriggan is in this age bracket, a percentage more comparable to the 
State average.

A lower education profile:
Education attainment is lower than the state figure across in the area (except for the Balbriggan Rural area). 
However, when we look at some of the other EDs, there is a stark difference: more than one quarter of the 
population in the ‘Ballymun D’ and ‘Ballymun B’ EDs (who are aged 15+ years and have left full time education) 
attained primary education only. Not surprisingly, these areas also have the lowest third level education 
attainment levels.

The figures for Ballymun B, C and D are particularly stark when we account for the fact that these areas have 
a young age profile (as outlined in the table above), and that younger age groups tend to have higher education 
attainment levels in the state.

The figures for Ballymun B, C and D are particularly stark when we account for the fact that these areas have 
a young age profile (as outlined in the table above), and that younger age groups tend to have higher education 
attainment levels in the State.

 

   Advanced certificate/ completed apprenticeship level and/or higher 

A              B            C              D          Bal rural     Bal urban     State
          15-24 years as % of total        12.8%     18.2%      20.2%      15.7%        10.5%           11.3%        12.1%

Table 3.2    % of the population living in local authority housing Balbriggan and state (census 2016)

                                                                                              Balbriggan

                                                                        Bal rural                  Bal urban                   State

    % living in local authority housing                     12.51%                     8.97%                        9.4%

    Table 3.3  % of the total population aged between 15-24 Ballymun, Balbriggan and state (Census 2016)

                                                                       Ballymun EDs                                     Balbriggan

                                                          

5

    Table 3.4          Highest education attainment of those aged 15+ years  and who  have  left 
                                full time education (percentages of the  population) census 2016

                                                                   Ballymun EDs                                             Balbriggan

    Education Level            A              B              C              D        Bal rural        Bal urban         State

    Primary Education       13.9%     28.1%      21.6%       27%             7.7%             13.8%            10.8%

    Third level education     32.7%     10.6%     17.9%       12.1%          35%               27.9%             42% 

4
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A higher level of unemployment:
According to Census 2016 figures, when compared to the State, both Ballymun (EDs of A, B, C, and D) and 
Balbriggan have lower proportion of their population at work, a higher unemployment figure, and a higher 
proportion of their population looking for their first job (as illustrated in the table below).

  

Again, when broken into the smaller areas within Ballymun and Balbriggan, we can see how some areas are 
particularly affected: I n Ballymun in particular, some areas have double or more the national unemployment 
rate, and also almost triple the rate of young people without work looking for their first job (e.g. Ballymun B, C, 
and D).

Similarly, with regard to the proportion of those who are unable to work because of permanent sickness or 
disability, Ballymun D has almost double the double the national figure.

                            Ballymun     Ballymun    Ballymun     Ballymun
                            A               B               C               D                 State   Principal Economic Status 

   Looking for first regular job                                       1.5%         2.5%          2.3%          1.5%           0.8%

   Unemployed having lost or given up previous job  12.4%       16.3%       14.2%        17.7%         7.1%

   Unable to work due to permanent sickness              5.0%         6.5%         6.2%           7.6%           4.2%

            

Both areas exceed the State average across all categories:

Table 3.6      Principal  economic status (census 2016) Ballymun and State

Table 3.5    Principal economic status (census 2016) Ballymun, Balbriggan and State (Census 2016)

                                                                                                  Balbriggan       Balbriggan  
Principal Economic Status                                                    Rural                 Urban                   State 
   

EDs of  A, B, C, D
    
EDs of  A, B, C, D.

5

6

Looking for first regular job                                               1.4%                  1.5%                     0.8%

Unemployed having lost or given up previous job              9.6%                  8.4%                     7.1%
Unable to work due to permanent sickness 
or disability                                                                               4.7%                  4.9%                     4.2%

Table 3.7      Principal economic status (census 2016) Balbriggan (all EDs) and State 

or disability

 

Principal Economic Status                                                           Ballymun       Balbriggan       State

At work                                                                                            45.5%             55.4%                53.4%
Looking for a job                                                                            2.0%               1.4%                  0.8%
Unemployed having lost or given up previous job                    14.7%             9.2%                  7.1%
Student                                                                                           12.5%             11.5%               11.4%
Looking after home/family                                                            9.0%               9.2%                  8.1%
Retired                                                                                             9.9%               8.1%                  14.5%
Unable to work due to permanent sickness or disability          6.1%               4.8%                  4.2%

6

5
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Ballymun Job Centre client profile
An analysis of clients of the Ballymun Job Centre gives us an insight into the situation of clients in the area. 
Our database includes 3,255 individuals comprising all those who we have worked with since 2017: 
(38% of these are female, and 62% male).

In terms of their age profile, nearly one in five (19%) are between the ages of 18 and 25 years, and 79% are 
between the ages of 25 and 65 years. There is no significant gender differences in terms of age profile.

 

                                                                               Females             Males                           Total

  Under 18 years                                                   0.3%                    0.6%                             0.5%

  18 – 25 years                                                       18.0%                 18.8%                           18.5%

  Over 25 years                                                        79.5%                 78.4%                           78.8%

  Over 62 years                                                       2.2%                   2.1%                             2.2%

 Table 3.8                                          Age profile (Source BJC clients)

The category of education attainment which is most prevalent is ‘up to primary level only, and almost half of all 
clients fit into this category (47%). In spite of the fact that it includes ‘unknowns’ this figure is still in stark 
contrast with the State figures, according to census 2016 (and detailed above). Over two thirds of clients (67%) 
have a level of education which does not exceed Junior Certificate (or Level 3). 8.7% have a third level 
qualification, compared with 42% of the country’s population. Females tend to have a higher education 
attainment across all categories compared with males. 

The BJC database highlights the type of employment areas the clients are accessing. The data shows the 
occupation are primarily manual, unskilled or semi-skilled.  Seventy-six percent (86%) of the placements were 
into manual, unskilled or semi-skilled employment. Only 14% of the placements were into professional/skilled 
employment.  This reflects the low level of skills and education of the individuals who register with the BJC as 
a result higher level employment is not an option.  

                                                                                              Females                Males                    Total

  Primary level 2 / Unknown                                                42%                       49.4%                     46.7%

  Junior Cert level 3                                                             18.0%                    21.8%                     20.4%

  Leaving Cert level 4-5                                                       28.1%                    22.2%                    24.4%

  Advanced Certificate Level 6                                           3.3%                      1.9%                      2.5%

  Ordinary Bachelor Degree Level 7                                  4.2%                      3.0%                      3.5%

  Honours Bachelor Degree  Level 8                                  2.0%                      1.3%                     1.6% 

  Master Degree Level 9                                                      1.8%                      0.4%                     1.0%

  Doctoral Degree Level 10                                                 0.2%                      0.0%                      0.1%

Table 3.9                                           Education attainment of clients

Table 3.10                                        Occupational category (BJC clients) 

                                                                                                                                                        Total 

Manual/unskilled/semi-skilled                                                                                                     86%

Professional/skilled                                                                                                                  14%
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With regard to unemployment, 56% are on jobseekers benefit, assistance or transition payments; 22% are in 
receipt of no payment; and, 3% are on a disability payment. In terms of gender, a higher proportion of those on 
jobseekers transition  payments and one parent payments are female clients. However, a lower proportion of 
females are in receipt of jobseekers allowance and disability payments. 

The wider context for this plan:
While the data above demonstrates the degree to which Ballymun and Balbriggan fare unfavourably in labour 
market terms, it is important to note that we are operating in a changing environment. 
Levels of employment are increasing as Ireland recovers from the economic crash, but the overall labour 
market is changing and it is questionable as to whether people are benefiting from quality employment and 
career progression opportunities.

Ballymun Job Centre offers person-centred guidance services, but tensions can arise between this model of 
guidance and a labour market activation model: the predominant ‘work-first’ activation model in Ireland can 
undermine person-centred approaches to guidance, and could present a challenge for our work in the period 
of the forthcoming strategic plan.

Enhancing Employability: A focus of the Plan
The concept of employability has different interpretations, depending on whether it is viewed from a supply-side 
perspective (focusing on individual characteristics), or a demand-side perspective (focusing on the wider 
labour market characteristics and employers). It has been argued that employability is influenced by both 
individual characteristics and circumstances, and external broader social, economic and institutional factors. 

Fugate et al. (2004) cited in Whelan (2018) adopt a wider view of employability, incorporating a person-centred, 
psycho-social set of characteristics which help the individual to adapt to the changing labour market and 
contexts of work. In this context, the individual with higher levels of employability tends to cope better with job 
loss, and experiences enhanced possibility of re-employment – this also holds true for those who are long-term 
unemployed.

 

7

  The Jobseeker’s Transitional Payment is a provision under the Jobseeker’s Allowance scheme that is available to lone parents

 (both former OFP recipients and new lone parents), who are not co-habiting and have a youngest child aged 7 to 13 years inclusive. 

The payment is known as JST.

  McQuaid and Lindsay (2005) cited in Whelan, N (2018): Evaluating the effectiveness and implementation of new employment 

enhancement programmes in an Irish context: A focus on well-being and employability. PhD thesis, National University of Ireland

7
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    Table 3.11           Welfare payments accessed by clients (Source BJC Database)

                                                                                                  Females                Males                  Total

      Unknown                                                                           8.9%                      9.7%                   9.4%

      Disability Payment                                                            2.2%                      2.8%                    2.5% 

      JobSeekers Allowance                                                     33.9%                    49.4%                  43.5% 

      JobSeekers Benefit                                                          10.9%                    11.0%                 11.0% 

      JobSeekers Transition                                                     2.0%                      0.1%                     0.8% 

      None                                                                                   20.4%                    23.1%                  22.1% 

      One Parent Family Payment                                            14.7%                    0.2%                    5.7%

      Other, e.g. Pension                                                           7.0%                      3.8%                   5.0%"



This interpretation of employability equips individuals to adapt to a changing labour market, where traditional 
careers (and the ‘job for life’) are in the minority. 

Fugate et al.'s model comprises four interrelated dimensions: adaptability, social capital, human capital and 
career identity. Each dimension consists of different skills, knowledge and behaviours that together create the 
ability to find and keep a job. This psycho-social model of employability has been supported by empirical 
evidence. It provides an important context for understanding the work of the BJC. While the BJC recognises 
the requirements of employers as being important (and hold that they need to take some responsibility for the 
changing labour market and its inequalities, particularly for BJC clients) our focus is on supporting the job 
seeker and enabling them to be more prepared for this continuously evolving labour market.

The ultimate goal is to develop and provide services to all, and to advocate for the delivery of these guidance 
and employment support services, so that communities can tackle the labour market challenges that present 
in an uncertain environment. At all times, the BJC will focus on the needs of clients and communities, the 
added value that the BJC brings to meeting these needs, and will seek to influence how mainstream services 
can adapt their services from this experience. 

HOW THIS PLAN WAS DEVELOPED
The plan was developed over an eight month period, and included an internal and external consultation 
process, as follows:
 • Staff focus group discussion
 • Client focus group discussion 
 • Staff and board strategic planning day 
 • Feedback from external stakeholders
 • Follow up meetings with the board (strategic plan subgroup) and the manager of the BJC

Staff and board members reviewed the strategic plan for the period 2015-2018, and considered the emerging 
needs of clients, and key priorities and objectives for the period of this plan (2019-2022). Clients provided feed-
back on their own experience with BJC, the needs of the wider community, and made recommendations as to 
how the BJC could meet these needs. Stakeholders (including community groups, education institutions and 
employers) reported on the needs of their communities and also made recommendations as to the future work 
of the BJC.   

The key findings of the consultations are highlighted below. 

Consultation findings
A summary of the consultation findings are outlined according to the stakeholder category and consultation 
method undertaken.

Staff and board view
The staff and board discussions feedback included the following points:

 • Guidance is core to the work of BJC. However, staff are restricted and resource issues present in  
    utilising tools developed by BJC primarily because contractual obligations can restrict the capacity 
                of BJC to offer person-centred services.

 • The BJC needs to promote its methodology with funders. A public relations strategy should be 
                developed, incorporating both local promotion (using social media alongside traditional methods) 
                as well as a wider advocacy and policy development role. 
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             • Partnership and inter-agency working is key and needs to continue as part of our work and 
                integrated into the roles of all staff.• Developing strategic partnerships with employers should 
                be a  priority area, and could build  on the IKEA partnership model and the IN-VEST project with 
                JPMorgan. Employment opportunities and partnerships developed should focus on quality 
                employment with good progression opportunities.
            •   There is a need to secure funding from a range of sources to enable a wide range of needs to 
                be met.
            •  There is a need for the strategic plan to be practical and for actions identified to be achievable 
                within its lifespan.

Community view of BJC
There was a strong consistency in the views of staff and clients as to what the community view of BJC is. 
These centred on the following descriptions:

 • Open, welcoming, family, non-judgemental, professional, quality, no risk to coming here (safe space). 

 • In spite of the fact that while many within the community may access the services through referral  
                from the Department of Employment Affairs and Social Protection (DEASP) and therefore not be a  
    voluntary referral, when they avail of the service, their experience is positive. 

Clients made reference to the fact that BJC has had a unique role within Ballymun over the years – for exam-
ple, it has had a strong presence in the shopping centre, and has been crucial in creating links and referrals to 
a wide range of community groups and services. This has now changed, as the shopping centre no longer has 
a central role in the community, and many community groups no longer exist. Ballymun as a whole area has 
lost community cohesion over the years.

Clients and staff/management sessions made reference to a potential to engage with the community (either in 
terms of feedback on services or participation in structures). Some clients felt that the BJC could potentially 
offer space for community interaction. There was broad interest amongst clients for becoming involved in struc-
tures of BJC or forums for consultation/ decision-making. 

Stakeholder view of BJC
As part of the strategic planning process, stakeholders (comprising 14 individuals from 12 organisations) were 
invited to submit their responses to a number of questions. Six responses were received (five written submis-
sions and one via telephone discussion). The value and importance of inter-agency work and collaborative 
practice dominated responses. Some key points and recommendations were outlined:

 • Community organisations report strong working and referral relationships with BJC – these enhance   
                clients’ access to a wide range of services in the community: this is facilitated by BJC’s strong and 
                positive relationship with the local community as a whole and its work with individuals (which acts as 
                an important source of information and referral). Services are complementary (facilitating good 
                referrals and continuum of service delivery) and do not duplicate.  

            •  Through collaboration and close working relationships, BJC has enabled the development of
               innovative responses to client needs, and initiatives that target specific groups (for example, people  
                with addictions). These initiatives enable person-centred and specialised supports for groups with 
                complex needs, including the provision of targeted pre-employment supports for those who are 
                particularly distanced from the labour market. The collaborations and inter-agency relationships 
                continue to offer the potential to pilot innovative and area-based responses to community needs. 
                Groups with particular support needs included young mothers on Jobseeker Transitional 
                payment (JST), young Traveller women, and early school leavers. Other potential inter-agency 
                work includes identifying employers to offer work experience for clients.
             • It would be important to maintain and develop these inter-agency relationships, and ensure that 
                new staff within organisations take part in inter-agency work. 

             • BJC’s new premises (in the Ballymun Civic Centre) offers an opportunity to enhance the public 
                profile of BJC, and could be accompanied by a renewed marketing drive. 

             • With regard to marketing, the need for more profile-raising activities amongst employers, 
                an enhanced website including detail on (recruitment) services available (to employers both in 
               Ballymun and Balbriggan), and the development of services based on the identified needs of 
                employers was recommended. 
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CORE VALUES, VISION & MISSION STATEMENT
& STRATEGIC GOALS
The Core values of BJC
When implementing this strategy and delivering its services, the Ballymun Job Centre will be honest, caring, 
friendly, professional and fair.

Vision Statement
Our clients and community have the capacity to realise their labour market potential and can access 
employment that provides them with a quality of life free from poverty and welfare dependence.

Mission Statement
To raise the skills, educational levels and the labour market aspirations of our clients and community using 
holistic, person-centred approaches.

Strategic Goals
We aim to:

 • Increase employability by supporting clients to develop their employment-related skills, education         
               and abilities 

 • Increase individual’s labour market choices and earning potential from employment thus reducing
                their vulnerability to poverty
 • Maximise employment, education or training opportunities for our clients and community

 • Develop innovative approaches in response to identified labour market needs and issues

 • Co-operate with and foster co-operation between organisations and agencies at European, national,   
               and local level

 • To promote and advocate the work of the BJC

 • Continue to develop and implement governance and quality assurance systems across all services

These strategic goals will be achieved through eight service delivery and organisational strategic objectives. 
Each of the objectives has been devised with regard to the current needs of clients and the community and with 
regard to the labour market situation. However, the Plan acknowledges the volatility of the wider labour market 
and economic environment. As a result the strategic objectives are framed in such a way that they can respond 
to changes in the policy and operational environment, or to changes in the availability of resources, and will 
enable a flexible approach to be taken.

BALLYMUN JOB CENTRE STRATEGIC OBJECTIVES 2019 - 2022
SERVICE DELIVERY - OBJECTIVE 1  
We will provide an information, registration, guidance, career development, placement and support service for 
job seekers and job changers. This has always been and remains the BJCs core activity. The BJC acts as a 
first point of contact for the community who wish to avail of employment support services, and is an important 
information point on the range of services, educational and training opportunities, and as a source of general 
advice on labour market, training and education options. The registration process allows an initial assessment 
of the client’s needs and is the gateway through which clients are referred to the most appropriate service to 
meet their needs. 
The provision of guidance service for those seeking to return to work is necessary for two main reasons:

 • The profile of our clients means that the provision of a service that can assist them to determine 
                their aptitude for particular employment, and to clarify their career direction, is core to the objectives 
               of the BJC.
 • Guidance is an important support for individuals, not just to find a job, but also with the opportunity 
    to access quality employment with long-term prospects. This is an important element in actions to 
               address poverty.

The BJC has developed innovative career guidance tools and methodologies, and will continue to develop 
its practice in the use of guidance tools.
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HOW WILL WE DO THIS?
•  Provide labour market information and a registration service to both 
   job seekers and job changers
•  Provide one-to-one and group support to clients
•  Provide career advice and direction to clients using appropriate guidance tools
•  Assist clients to identify appropriate career paths
•  Assist and encourage clients to identify, prepare for and access opportunities 
   in training and/or education that can lead to placement in employment
•  Support staff to use tools and methodologies that will enhance their work 
   with clients

HOW WILL WE DO THIS?
•  Develop relationships with employers to promote the work of the BJC and the 
   skills and education of the individuals registered  
•  Identify vacancies and work to match the employers’ job requirements with
   clients with the required skills and education  
•  Fill vacancies for employers and place clients into employment
•  Develop actions to encourage clients placed in low skilled employment to 
   access education and training in order to progress within their employment
•  Continue to develop strategic relationships with key employers to identify 
   needs/opportunities 
•  Continue to promote the work of the BJC and opportunities for quality and
   sustainable employment for our clients 
•  The BJC will continue to develop strategic partnerships with employers, 
   which will focus on quality employment opportunities for our clients, where 
   career progression is offered

THE PERFORMANCE INDICATORS THAT WILL TELL US WE ARE ON TRACK ARE:
 •  Staff are trained in the use of BJC tools and methodologies
 •  Numbers of clients accessing the range of BJC services 
 •  Number of clients accessing employment, education and training
 •  Clients achieving chosen career outcomes

 
 

SERVICE DELIVERY - OBJECTIVE 2  
We will nurture and develop relationships with, and provide support to, employers

Since it opened the BJC has developed relationships with a range of employers (large, small, local and Dublin 
wide employers). The work with employers falls into two areas:  

 1. First to promote the clients for specific job opportunities and to fill vacancies
 2. Second: to work with employers at a strategic level

Developing relationships with employers is core to the achievement of this plan.  Employers are important, as 
the progression of clients is dependent on the continued development of contact with employers.  Without the 
capacity to match clients to jobs the likelihood of providing employment opportunities for the clients are greatly 
diminished.  The BJC will provide employers with a greater understanding of the work of the BJC so as to open 
the doorway to employment opportunities for job seekers that they would not otherwise have.  

THE PERFORMANCE INDICATORS THAT WILL TELL US WE ARE ON TRACK ARE:
 •  Relationships are developed with key employers 
 •  Potential partnership initiatives are identified
 •  Partnership initiatives are implemented
 •  Clients promoted to employers are placed into employment 



16

SERVICE DELIVERY - OBJECTIVE 3 

We will develop and implement special innovative programmes and research

The BJC has a long history of working with clients. This experience has shown that sometimes mainstream 
services do not meet their needs. At other times, the service or intervention that the client needs is not available 
or is in a form that does not meet their needs. In these instances new approaches and programmes are needed 
and this objective seeks to do this. 

This objective is an important part of the BJCs work - it contributes to our strong guidance function, assists in 
developing new models of practice, and it generates finance to enable us to test these models and approaches 
that are all aimed at meeting the needs of clients. 

The objective will also develop new actions and approaches that can be adapted into mainstream services, 
thus improving the overall quality of services provided to clients.

ORGANISATIONAL - OBJECTIVE 1
Ballymun Job Centre will be a good place to work

Staff are crucial at all levels of service delivery, model development, and in maintaining partnerships and 
inter-agency working. The involvement of staff is central to the successful implementation of the BJC mission. 
In being a good employer, the BJC will seek to address the needs of its staff in a changing, and sometimes 
uncertain environment. The BJC will strive to implement HR policies and practices which are person centred, 
based on its values, and which balance the needs of the organisation with the need to provide all staff with a 
good employment experience.

      

HOW WILL WE DO THIS?
•  Develop and test new models and practice through acquiring 
   EU and other funding

•  Maintain existing and develop new relationships (with partner organisations) 

•  Disseminate the learning to influence mainstream service provision  

•  Incorporate good practice and learning into our work

HOW WILL WE DO THIS?
•  Provide a safe environment and good working conditions for the staff  
•  Review staff training needs
•  Consult staff in the development of day-to-day improvements in the 
   quality of the service provided 
•  Involve staff in the implementation and review of this strategic plan

THE PERFORMANCE INDICATORS THAT WILL TELL US WE ARE ON TRACK ARE:

 •  Opportunities for EU (and other) programmes are identified
 •  Proposals are developed and applications made which further BJC 
                strategic objectives
 •  Programmes contribute to overall resources of BJC
 •  Financial, reporting and administrative requirements are fulfilled 
 •  Programmes are reviewed for their impact

 

 

THE PERFORMANCE INDICATORS THAT WILL TELL US WE ARE ON TRACK ARE:

 •  Staff training needs are reviewed and training plan in place
 •  Staff are trained in the use of BJC tools and methodologies 
 •  Staff handbook is reviewed and updated when necessary
 •  Implement improvements in the staff Performance Objectives system, 
                 ensure that all staff have one-to-ones
 •  Staff input is gained through meetings and consultations
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ORGANISATIONAL - OBJECTIVE 2 
We will market and promote the work of the BJC and advocate for policy change

The history of the BJC and its long organisational experience gives it an insight into the needs of clients and 
communities, how to respond to these needs, as well as the impact of wider labour market policies and practic-
es. This objective seeks to use this long experience in order to advocate for, and affect, policy change at a 
national level. It also aims to ensure that the communities the BJC works with and its stakeholders are more 
aware of the work of the BJC and the expertise it can offer in terms of the development of policies and practices 
required to address poverty, welfare dependency and labour market exclusion.  

A PR strategy would include a focus on funders, government agencies, policy makers and employers. It would 
emphasise the impacts of inter-agency and innovative responses to local need that BJC has been central to. 
It would also include enhanced client communication, with continued social media and website development 
alongside the use of traditional methods of communication.

ORGANISATIONAL - OBJECTIVE 3 
We will consolidate and further develop partnerships with others 

Employability is influenced by a number of diverse factors. They include demographics, life history (personal 
and family circumstances), caring responsibilities, physical and psychological health status, educational 
qualifications, literacy, problem solving skills, self-sustained learning, occupational history, location (negative 
stereotyping of place of residence) and the welfare unemployment trap. Addressing these factors requires 
tailored and sustained intervention by a range of agencies. In recognition of the above, the BJC will continue 
to build relationships and work closely with a wide range of public, private, community and local, national and 
European organisations. Building partnerships will be a cornerstone on which the objectives in this plan will 
be achieved.

HOW WILL WE DO THIS?
•  Develop a PR and communications strategy
   (with a local and national / policy focus)

•  Enhance the public profile of BJC with a range of stakeholders (client, 
   community, employer, state agency, government/ policy-makers) across a 
   range of events and activities

THE PERFORMANCE INDICATORS THAT WILL TELL US WE ARE ON TRACK ARE:

 •  PR strategy is approved by the Board

 •  Communication tools are reviewed  
 •  Promotional materials are regularly developed and circulated
 •  BJC participates in forums, committees, groups and boards
 •  BJC website and communication media (including social media) 
       are maintained and updated regularly
 •  BJC attends and makes presentations at conferences and other events

HOW WILL WE DO THIS?
•  Develop and maintain relationships and strategic partnerships with a range 
   of stakeholders at local, national and EU level (e.g. community, state, employers)
•  Develop and implement actions and initiatives with stakeholders 
•  Support staff / departments to incorporate inter-agency and partnership work 
    into their activities 
•  Develop and promote the impact of inter-agency work and its impact on 
   client outcomes with a range of stakeholders (local, national, policy)
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HOW WILL WE DO THIS?
•  In the period of this strategy, the Board will develop a detailed plan 
   for achieving this objective

•  Promote with funders the use of the comprehensive and holistic guidance tools 
   and methods developed by the BJC

 

ORGANISATIONAL - OBJECTIVE 4 
We will protect and develop our guidance ethos and model 

The current labour market changes places the responsibility on the individual for their career development and 
for managing their career. There is a need to develop skills to maintain employability and a need to adapt to, 
and prepare for, a changing labour market (where traditional careers or a job for life are in the minority). 
The model of employability described in this Strategic Plan  comprises four inter-related dimensions: 
adaptability, social capital, human capital and career identity. Each consists of different skills, knowledge and 
behaviours that together create the ability to find and keep a job.

Since the BJC was established, it has worked to provide guidance supports for clients which are person-cen-
tred, enhance employability, and which support them in an evolving labour market. The BJC guidance ethos 
and model is core to this work and is the added value that it brings to all of its services. It has been developed 
through years of experience in meeting the needs of clients and the community. The BJC will continue to 
develop and advocate for this guidance model, and this ethos will be applied to all of its objectives and work. 

The BJC will develop a plan to formalise this approach into a model of guidance that is recognised as best 
practice for the integration of those excluded from the labour market.

ORGANISATIONAL - OBJECTIVE 5 

We will ensure that we have the capacity to deliver our strategic plan and that we meet good governance, 
quality assurance and regulatory obligations

All service delivery and organisational objectives are underpinned by a need to secure resources for their 
delivery. The BJC is a “not for profit” organisation with charitable status. The aim of the BJC is to assist 
individuals to improve the quality of their lives by improving their employability and their labour market 
opportunities. The funding for the various services and actions comes from a variety of different sources - 
private, National and EU.  The BJC has a duty to the funders, community and clients to ensure that the funding 
it receives is managed in an effective manner and achieves value. The maintenance of an effective financial 
management system and procedures is central for the successful development and delivery of the various 
services provided by the BJC.

The BJC seeks to provide a quality service to a high standard.  Every client is entitled to a quality service that 
meets his or her needs. The BJC is committed to continuous improvement to maintain and improve the 
delivery of its services.

       Fugate et al (2004) cited in Whelan (2018)

THE PERFORMANCE INDICATORS THAT WILL TELL US WE ARE ON TRACK ARE:

 •  Maintain current partnerships and the inter-agency model
 •  New initiatives are developed as a result of inter-agency work
 •  Inter-agency work forms part of staffing roles and work planning
 •  Case studies and outcomes of inter-agency work are used in advocacy 
                and promotional work

THE PERFORMANCE INDICATORS THAT WILL TELL US WE ARE ON TRACK ARE:

 •  A formal plan is developed by the Board
             •  A proposed model has be agreed
             •  Potential for funding is explored

9
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HOW WILL WE DO THIS?
•  Identify and seek resources necessary to implement our objectives
•  Examine and if necessary adjust the mix of funding between state, private, 
   EU and self-generating revenue
•  Ensure compliance with regulatory requirements, good governance and our 
   quality assurance obligations
•  Review co-operative rule and membership structure and if necessary change
   this to ensure greater involvement of clients and the community
•  Implement and maintain quality systems and maintain an external 
   quality standard
•  Carry out ongoing reviews of various aspects of the services to ensure 
   quality standards
•  The Board will monitor the implementation of our strategic plan and adapt 
   the plan in response to changes in economic and labour market conditions 
   and the funding environment
•  Funding is secured for all the actions and services via discussions with the 
   relevant agencies, and funding is identified to develop new actions
•  An Annual Business Plan is developed and approved by the Board to implement
   the Objectives outlined in this Plan

 

ORGANISATIONAL - OBJECTIVE 4 
We will protect and develop our guidance ethos and model 

The current labour market changes places the responsibility on the individual for their career development and 
for managing their career. There is a need to develop skills to maintain employability and a need to adapt to, 
and prepare for, a changing labour market (where traditional careers or a job for life are in the minority). 
The model of employability described in this Strategic Plan  comprises four inter-related dimensions: 
adaptability, social capital, human capital and career identity. Each consists of different skills, knowledge and 
behaviours that together create the ability to find and keep a job.

Since the BJC was established, it has worked to provide guidance supports for clients which are person-cen-
tred, enhance employability, and which support them in an evolving labour market. The BJC guidance ethos 
and model is core to this work and is the added value that it brings to all of its services. It has been developed 
through years of experience in meeting the needs of clients and the community. The BJC will continue to 
develop and advocate for this guidance model, and this ethos will be applied to all of its objectives and work. 

The BJC will develop a plan to formalise this approach into a model of guidance that is recognised as best 
practice for the integration of those excluded from the labour market.

ORGANISATIONAL - OBJECTIVE 5 

We will ensure that we have the capacity to deliver our strategic plan and that we meet good governance, 
quality assurance and regulatory obligations

All service delivery and organisational objectives are underpinned by a need to secure resources for their 
delivery. The BJC is a “not for profit” organisation with charitable status. The aim of the BJC is to assist 
individuals to improve the quality of their lives by improving their employability and their labour market 
opportunities. The funding for the various services and actions comes from a variety of different sources - 
private, National and EU.  The BJC has a duty to the funders, community and clients to ensure that the funding 
it receives is managed in an effective manner and achieves value. The maintenance of an effective financial 
management system and procedures is central for the successful development and delivery of the various 
services provided by the BJC.

The BJC seeks to provide a quality service to a high standard.  Every client is entitled to a quality service that 
meets his or her needs. The BJC is committed to continuous improvement to maintain and improve the 
delivery of its services.

       Fugate et al (2004) cited in Whelan (2018)

The BJC is a co-operative and it will continue as one, as it is the legal structure that both ensures compliance 
with strong governance but also provides a means to engage clients and the community as members.  
The BJC will ensure the co-operative structures continue to provide this duel role.

THE PERFORMANCE INDICATORS THAT WILL TELL US WE ARE ON TRACK ARE:

 •  Resources required for sustaining actions are identified and acquired
 •  All actions and services have a budget and operate within budget
 •  Financial reports are produced when required for funding agencies
 •  Annual audit is produced
 •  Annual Business Plan is produced and implemented
 •  Services and strategy reviews are undertaken
   •  BJC maintains full compliance with data protection, Garda vetting, 
                GDPR, Charity Regulator and other regulatory requirements 

KEY SERVICE OBJECTIVES OUTPUT TARGETS 2019 – 2022

New Registrations and Link in referrals                                            2,400

Individual clients receiving supports                                                         4,800

Placements                                                                                                1,000

Training, Education and Employment Programme Starts                  2,400

10% increase in the number of placements into professional
/skilled employment from current 14% to 24% 

The BJC receives approval for a minimum of four EU or other 
innovative programmes/projects over the lifetime of the Plan  



www.bmunjob.ie
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