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Subject and scope of the report
The following report refers to the activities of the JOBLINGE initiative—represented nationally by JOBLINGE e. V., which jointly 
represents the activities of the JOBLINGE locations (currently Joblinge gAG Bavarian Forest, Joblinge gAG Munich, Joblinge gAG Berlin, 
Joblinge gAG FrankfurtRhineMain, Joblinge gAG Cologne, Joblinge gAG Leipzig, and the newly founded Joblinge gAG Ruhr), as well 
as the JOBLINGE foundation. This report refers to the calendar year 2013. The report is published annually. The JOBLINGE umbrella 
organization (JOBLINGE e. V.) is headquartered at Ludwigstraße 21, 80539 Munich and is registered at the Munich district court under 
the register of associations number 204183. The contact person in the umbrella organization is Ulrike Garanin, Director JOBLINGE e. V. 
This report was compiled under application of the SRS standard.
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Vision: JOBLINGE—Joining Forces  
to Address Youth Unemployment 
 
The vision of the JOBLINGE initiative is to make a visible and sustainable  
contribution to the fight against youth unemployment. We pursue this objective  
by mobilizing the strongest social powers under JOBLINGE and bundling different 
competencies to enable disadvantaged, unemployed youths earn themselves a job  
or apprenticeship. "Helping people to help themselves" is thus at the center of our  
concept, which aims to demonstrate an innovative and transferable path to the  
solution of social challenges.
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Preface
 
Dear stockholders, sponsors, and supporters of the 
JOBLINGE initiative:

In 2013, one topic dominated economic summits 
and political debates like no other: youth unem-
ployment in Europe. From time to time, numbers 
of over 50% as in Spain or Greece gave cause for 
concern. At 8%, Germany has the lowest rate in 
the European Union; the dual training system is 
considered exemplary.

And yet—even here we have a "lost generation" of 
young people who despite vacant positions and an 
increasing demand for trained workers hardly have 
a chance in the job market. We're talking about 
young people between 15 and 24 years of age who 
for numerous reasons have difficulty finding their 
way and competing in the labor market. Some 
have no educational qualifications, others received 
poor grades; some have a migration background 
and others live in very challenging social circum-
stances, and they often lack support from home. 
Our participants each have their own individual 
story. Each one has been missing out on individu-
al support and a network that has their back, en-

courages them, and offers them opportunities. We 
are very proud to collaborate with you in creating 
such a strong network of business, government, 
and civil society with which we have already been 
able to support more than 1,600 youths.

For JOBLINGE, 2013 was a very special year. In 
addition to our fifth anniversary, some of the high-
lights included the opening our Ruhr location, the 
introduction of franchising as a growth model, 
and our FrankfurtRhineMain location increased 
its impact to include Wiesbaden, Offenbach, and 
the Bergstrasse region. With each new location, we 
have been able to admit more participants into the 
program, and while doing so we even exceeded our 
own placement goal of 65%.

These successes would not have been possible 
without the many supporters and committed peo-
ple who actively participate in several ways at our 
locations and across the nation on behalf of our 
young participants. We would like to express our 
sincere thanks to all of you—and also our full-
time employees—for your outstanding work and 
genuine commitment. We look forward to help-
ing many more youths find their way to a self-
determined life.

Ulrike Garanin 
Director JOBLINGE e. V.

Sincerely yours,

Kadim Tas 
Deputy Director JOBLINGE e. V.
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The social problem and 
our solution approach

The social problem

Do we even need an initiative against youth un-
employment here in Germany? At first glance, the 
problem seems small: Youth unemployment in 
Germany is the lowest it has been since the coun-
try's reunification, the number of unemployed 
under the age of 25 from 2005 to 2012 has gone 
down by more than half1, the economic situation 
and employment are better than they've been for 
a long time.

When the idea of JOBLINGE originated in 
2007—in the midst of the financial crisis—the sit-
uation was quite a different one. Regardless of age 
and qualification, many faced an uncertain profes-
sional future. Today, however, the main issue is a 
lack of skilled workers, and the answer to the job 
entry question is certain. The target group of the 
JOBLINGE initiative, young people ages 15 to 24, 
is not profiting from these positive developments. 
Their chances of entering the job market are and 
remain slim.

Approximately 550,000 youths have not made the 
transition between school and work or vocational 
training, are unemployed2, or are currently in the 
so-called transition system.3 Half of students at 
lower secondary school (Hauptschule) still do not 
have a training position one year after graduat-
ing. At the same time, 33,534 traineeships remain  
vacant.4

What marks these youths who are apparently not 
at all "marketable?" The insipid phrase "socially 
disadvantaged" hardly does justice to the moving 
destiny and experiences of these youths. The num-
ber of young people that have been on their own 

for years or neglected or traumatized by years of 
emotional and physical abuse is alarming.

Participants of the JOBLINGE program exhibit 
"multiple placement obstacles."

Of the currently over 1,600 JOBLINGE 
participants
 - the average is over age 20,
 - 30% have been considered nonintegrable in an 
apprenticeship for five years,

 - more than 70% have a immigrant background,
 - more than 60% receive social welfare,
 - more than 60% have graduated with no more 
than a lower secondary school diploma or have 
no diploma at all,

 - and between 10% and 60%—depending on the 
location—have a criminal record.5

The target group is considered to be impossible to 
place or only with great difficulty. On average, our 
participants have already been in the transition sys-
tem for two years without success—the bureaucrat-
ic jungle has long since become a carousel for them. 
Often, it hasn't just been society that has given up 
on them, but they have also lost faith in themselves. 
They all need support, impartiality, and individual 
attention to discover their talents and regain confi-
dence in themselves and their abilities.

Even from an economic perspective, there is a need 
for action: Not only are the direct costs of the Ger-
man transition system and the many vocational 
preparation programs considerable for the state 
(€4.3 billion annually)6, but also the indirect costs 
of youth unemployment. Instead of receiving in-
come from unsubsidized, insurable employment, 
costs are incurred for social welfare benefits, state-
subsidized employment, and consequential costs 
due to a higher susceptibility to drug abuse, crime, 
or illness. Thus, despite a good economic situation, 
youth unemployment is still an issue that is of im-
portance for all of society, even in Germany.

1 Brenke, Karl: Jugendarbeitslosigkeit in Deutschland, DIW Wochenbericht Nr. 19.2013, DIW Berlin – German Institute for Economic 
Research, http://www.diw.de/documents/publikationen/73/diw_01.c.420926.de/13-19.pdf (16.04.2014).
2 Federal Employment Agency, Grundsicherung für Arbeitslose in Zahlen, Report month January 2014, 271.368 unemployed from 15 to 
under 25 years of age, pg. 28, http://statistik.arbeitsagentur.de/Statistikdaten/Detail/201401/iiia7/grusi-in-zahlen/grusi-in-zahlen-d-0-pdf.pdf 
(April 16, 2014).
3 Federal Ministry of Education and Research, Berufsbildungsbericht 2014, in 2013 257.626 young people in the transition area, pg. 38, 
http://www.bmbf.de/pub/bbb_2014.pdf (16.04.2014).
4 Ibid., S. 44.
5 Information on criminal record based solely on voluntary information of participants.
6 Klemm, Klaus: Was kostet eine Ausbildungsgarantie in Deutschland?, Bertelsmann Stiftung, Gütersloh 2012.
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In contrast to the Southern European countries 
where especially university graduates cannot find 
jobs, the unemployment in Germany is less a 
problem stemming from a lack of jobs, but rather 
an increasing lack of qualification. And the prob-
lem continues: Young people who do not com-
plete some kind of vocational training will hardly 
have a chance when it comes time to find work. 
Long-term studies show: Regardless of the eco-
nomic or labor market situation, education and 
training are the best protection against unem-
ployment.7

From an employer's perspective, even today a lack 
of qualified employees is the biggest problem. 
More than every third company (36%) considers 
itself threatened in its economic development due 
to a shortage of qualified employees, according to a 
survey by the Association of German Chambers of 
Industry and Commerce.8

With reference to the shortage of skilled workers 
and demographic change—the sharp drop in the 
absolute number of unemployed youth in recent 
years is simply due to the fact that the number of 
youths as a whole has also diminished9—the train-
ing and qualification of these young people need 
urgent investment.

Such a highly developed country like Germany 
cannot afford to leave its youth behind—not only 
for economic reasons, but also especially for reasons 
of social responsibility: Everyone should have the 
opportunity to lead a self-determined life regardless 
of their background and starting point.

 
Our solution approach

JOBLINGE set a goal to make a notable and sus-
tainable contribution to fighting youth unemploy-
ment. With this in mind, the initiative would like to 
contribute to the solution in two ways.

On the one hand, the initiative offers youth pros-
pects: through qualifications, real job prospects, and 
being enabled to assume responsibility for one's own 
life. Training and work are not just the foundation 
of a self-determined life, they also allow one to par-
ticipate in society. Time and time again, participants 
proudly tell us of the first time they pay taxes—they 
go from being welfare recipients to contributors and 
thus become active members of society. Self-reliance 
and "helping people help themselves" are at the core 
of the concept, whether group projects or intensive 
individual coaching: Participants are always held re-
sponsible. They receive a lot of trust, impartiality, 
very ambitious goals, and highly professional sup-
port along their way.

On the other hand, JOBLINGE would like to ini-
tiate reforms in the transition system based on its 
experience. From an economic standpoint, current 
governance (cost per youth per month) even offers 
incentives to keep youth in the transition system as 
long as possible. A so-called output-oriented ben-
efit logic (cost per sustainable placement) would 
contribute to more effectiveness, transparency, and 
quality in the transition system—and thus not only 
stop the ongoing carousel for participants, but it 
would also result in significant cost savings.

JOBLINGE's success factors

JOBLINGE builds on four key success factors to 
achieve its goals.

Practice from day one
During the entire JOBLINGE program, the youths 
are active in practice. They are thereby gradually 
prepared for working life—first in the "protected 
space" of the JOBLINGE locations in practical 
entrepreneurial projects, then through closely su-
pervised internships in partner companies. After 
the hands-on internship, at the end of the program 
comes the tangible training or job position at the 

7 Weber, Brigitte; Weber, Enzo: Qualifikation und Arbeitsmarkt: Bildung ist der beste Schutz vor Arbeitslosigkeit, Institute for Employ-
ment Research, IAB report, 04/2013, Nuremberg 2013.
8 Borstel, Stefan from: Jede dritte Firma durch Fachkräftemangel gefährdet, Die Welt, January 30, 2014, http://www.welt.de/wirtschaft/
article124373725/Jede-dritte-Firma-durch-Fachkraeftemangel-gefaehrdet.html.
9 See Brenke 2013 (comment 1).
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company. The participants are able to "earn" their 
apprenticeship with their own effort.

One-on-one support
Due to its challenging situation, JOBLINGE's 
target group needs individual support to master 
everyday professional life. In addition to intensive 
one-on-one coaching from full-time employees, all 
participants are accompanied along their way by 
personal volunteer mentors. The mentor serves as 
a role model and confidant who is there for his or 
her assigned youth, offering support in each of the 
phases. Additionally, mentors serve as "crisis man-
agers," meaning that when difficulties arise over the 
course of the program, as they almost always do, 
they help make sure that their youth does not drop 
out. Mentors bring professional and life experience 
to the table, and they're prepared for their task with 
professional trainings.

Bundled social commitment
Bundling social competences is of central importance 
to the JOBLINGE approach. Both core elements of 
the program, practice from day one and one-on-one 
support—and thus the success of the participants—
can only be realized by closely integrating committed 
partner companies, volunteer work of private per-
sons, and close cooperation with the public sector, 
especially the Federal Employment Agency and job 
centers.  This commitment is made possible by fi-
nancing from the public sector and private sponsors.

Professional management and support
Achieving the shared objective of placing youths for 
the long term requires the professional management 
and support of all partners involved. This is enabled 
by the social franchising system of the JOBLINGE 
initiative: Local partner networks can use the prov-
en concept and implement it on-site in the organi-
zational framework of a local charitable stock corpo-
ration, supported by a national, nonprofit umbrella 
organization. Both the local corporations and the 
umbrella organization exhibit a high level of qual-
ity, transparency, and effectiveness.

The core of the JOBLINGE concept is comprised 
of the intensive, six-month program and the mutual 
commitment of business, the state, and civil society 
bundling their competences.

The JOBLINGE program in detail

Hands-on work at JOBLINGE is the order of the 
day starting from the admission phase: Participants 
who come to JOBLINGE from the local employ-
ment agencies or job centers start by working on a 
charitable project over multiple days. In the group, 
the youths, e.g., renovate children's homes, clean a 
city park or animal stalls at the zoo or support other 
nonprofits without pay.

The point is not to make a selection in a strict 
sense—the program does work quite deliberately 
with those that are most in need—but rather to 
bring out the right attitude and basic motivation 
in the youths. Instead of a forced assignment, par-
ticipation in JOBLINGE is preceded by a conscious 
decision. What's more, something that they have to 
work for will have a completely different value in 
their eyes. Furthermore, this is where the first para-
digm shift takes place: Participants go from being 
receivers of aid to contributors and are proud to 
have made it into the program with their effort.

The goal of the orientation phase is for the youths 
to find a vocation that suits them and to prepare 
specifically for an apprenticeship in their desired 
occupation. Employees help them to find the right 
occupation through intensive talks and reflection as 
well as shadowing at companies, but the mentors 
also help "their" participants with whom they are 
put together in this phase. Getting a feeling for per-
sonal circumstances and difficulties that have made 
it difficult to start an apprenticeship takes place in 
this phase.

In business projects, the youths become acquainted 
with their strengths and gain key qualifications. For 
example, they gather information from interviews 
they conduct regarding their desired occupation, 
make a movie together, or develop their own cater-
ing concept for its premiere. Workshops with pro-
fessional trainers (e.g., application and communica-
tion training) support the learning effects as does 
the accompanying cultural and athletic program. 
During theater and dance workshops, at the climb-
ing gym, or museum, participants have to open 
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themselves up to new things, overcome prejudices 
and limits, demonstrate teamwork, solve conflicts 
together—and at the end of it all—present them-
selves and their results in front of an audience.

With boosted self-confidence, they go from the next 
practice phase into the world of work: The youths 
gain initial work experience in a closely supervised 
qualification internship at a JOBLINGE partner 
company. During this time, they learn professional 
and social competences—at the workplace and in 
supplemental trainings.

Then it gets serious: In the probationary phase, the 
participants work for their apprenticeship position 
or job at a partner company. If they fulfill the re-
quirements that were agreed on, then they will have 
made it. Choosing the right company is an individ-
ual decision for each participant—and an important 
key to the success of the program. Only if the par-
ticipant and the company suit each other can an un-
employed youth become a young person with future 
prospects. To keep it that way, even in the follow-up 
phase participants are not left alone after they have 
started their traineeship or job. The JOBLINGE 

employees and personal mentors remain contacts 
for the participants and corporate partners until the 
apprenticeship has been completed.

Proliferation of the JOBLINGE  
solution approach

In order to support as many young people as possible 
in leading a self-determined life and also to demon-
strate a transferrable concept to tackle social chal-
lenges, JOBLINGE has been designed with a social 
franchise model. The different locations implement 
the concept on-site with support from the nonprofit, 
cross-regional umbrella organization.

Since the first pilot location was established in Ba-
varian Forest in 2008, JOBLINGE has grown to 
include ten locations across Germany in Munich, 
Berlin, Frankfurt, Cologne, Leipzig, Essen, Wies-
baden, Offenbach, and the Bergstrasse region. The 
latter four alone were opened in 2013. The successes 
of our youths are clear: We are receiving a growing 
number of requests to offer JOBLINGE in other 
cities and regions.

Non-profit
project work

~ 2 weeks

Applied to
JOBLINGE

• Motivation and 
selection

• First success
• "Proud to be 

a part"

• Find vocational 
field

• Job skills
• Social skills
• Reflection

• First work 
experience

• Job skills
• "Proving yourself 

in practice"

• Practical proof 
of suitability for 
apprenticeship/
employment

• Apprenticeship/
employment in 
the company

Practical group
projects 

~ 6 weeks 

Accepted by
JOBLINGE 

Individual work, training

Cultural and sport program

Qualification
apprenticeship

~ 6 weeks

Target vocational
field found

Training for
application process

~ 11 weeks

Job skills
gained

Apprenticeship/employ- 
ment contract received

Support by full-time employees and mentors

Individual
follow-up

TRAINING

Program
steps

Form

 ∅ Duration

Milestones

Main
content

Selection Orientation
Learning

on the job
Job application

training Access

Apprenticeship/employment
in the company
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In order to effectively and especially sustainably pro-
liferate the JOBLINGE concept—with the quality 
of the program for its participants being the ulti-
mate priority—we focus on three topics that interact 
closely and are mutually reinforcing: the growth of 
the initiative, the continual development of its orga-
nizational structure and its concept as well as public 
awareness.

Growth
Transferring the concept happens in two ways:
 - By establishing new, legally independent chari-
table stock corporations. In February 2013, 
Joblinge Ruhr with its headquarters in Essen 
opened; in the summer of 2013, the establish-
ment of Joblinge Stuttgart and Joblinge Ham-
burg started.

 - Based on the franchising model, existing 
Joblinge locations expand their sphere of 
influence and build branches in their regions. 
Starting from the FrankfurtRhineMain loca-
tion (formerly Joblinge Frankfurt), the locations 
in Offenbach, Wiesbaden and the Bergstrasse 
region were opened. Piloted in Hesse, there are 
also definite plans for growth through franchis-
ing, for example, in the spring of 2014, the 
Gelsenkirchen office was opened as a branch of 
Joblinge Ruhr.

For both approaches, the growth of the initiative is 
only possible thanks to the numerous partners and 
supporters that, in addition to their operational 
dedication and enthusiasm, also provide their net-
works and support JOBLINGE financially—locally 
and nationally. Thus, the initiative's financing was 
not only stabilized, but it was expanded:
 - In addition to the €2.1 million in public fund-
ing, €1.7 million in private donations was 
collected (compared to €1.0 million the year 
before).

 - In a newly initiated recruitment wave, we were 
able to gain more cross-regional partner com-
panies that will ensure the future growth and 
success of the initiative with our long-standing 
supporters.

 - We are especially delighted that in 2013, we were 
able to establish new forms of collaboration. A 
growing number of partner companies integrates 
JOBLINGE mentoring as a module in their per-

sonnel development programs and thus support 
volunteer mentoring across Germany as part of 
corporate volunteering.         

Continual development of organizational struc-
ture and the concept
As a result of the initiative's growth and each new 
location, we continue to reflect on and develop the 
organizational structure and the concept—in order 
to keep our promise behind JOBLINGE both for 
the participants and partners and volunteer sup-
porters. To ensure placement success and quality:
 - The team at the locations and in the umbrella 
organization has grown to over 50 full-time 
employees currently that regularly connect with 
each other regardless of location to address specific 
questions systematically;

 - The JOBLINGE umbrella organization realigned 
itself in the fall of 2013 and changed the posi-
tion of the Deputy Director to the role of an 
operational manager whose focus lies especially 
on the quality of the work with the youths and 
volunteers, on the development of the concept 
from a pedagogical standpoint, and on supporting 
internal processes during franchising;

 - In addition to continually improving the con-
cept handbook by including experience and best 
practices, we have put our focus on follow-up 
support. Since 2013, each Joblinge location has an 
employee who serves as a contact person for the 
youth and the company even after the end of the 
JOBLINGE program and throughout the entire 
duration of the apprenticeship—one of the most 
significant factors in proliferating our solution ap-
proach sustainably;

 - In 2013, we started with the cultural and athletic 
program that will be expanded and become an in-
tegral part of the six-month JOBLINGE program 
in the future. Being exposed to culture and sports 
is key in bringing out responsible and strong 
personalities that can then sustainably integrate 
socially and take part in society;

 - We not only continually improve the professional 
side of things, but also controlling and quality 
management. We measure our solution approach 
(especially placement, sustainability, and costs) 
according to clear criteria and offer transparency. 
For internal analyses and external reporting duties 
as part of supervisory board meetings, sharehold-
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ers' meetings, and meetings of members as well 
as funding reports vis-à-vis the public sector or 
foundations, we have continued to adjust the 
JOBLINGE database that was introduced the 
previous year and financial controlling tools to our 
needs.

JOBLINGE in public
With the growth of the program, its strong local 
presence, and an ever larger network of companies, 
the public sector, cultural and athletic establish-
ments, and more than 900 dedicated, private vol-
unteers, public interest in JOBLINGE is growing 
tangibly.
In 2013,
 - More than 70 pieces about the initiative were pub-

lished/broadcast in local and national press (e.g., 
FAZ, Spiegel, and Handelsblatt), on the radio (e.g., 
Deutschlandradio), and on TV (e.g., Sat.1);

 - JOBLINGE received the Fairness-Initiativpreis 
award that the Fairness-Stiftung foundation annu-
ally awards organizations that promote transparency 
and equal opportunity in society;

 - The Bertelsmann Stiftung foundation and the 
European Business School portrayed JOBLINGE 
as a successful social innovation in studies and 
publications;

 - We published our first annual report, drafted ac-
cording to the Social Reporting Standard;

 - Joblinge Leipzig and Joblinge Berlin designed their 
Facebook pages together with their participants as 
part of project-oriented learning groups. Even the 
nationwide Facebook page was relaunched and in 
its new design reports to partners, sponsors, men-
tors, participants, alumni, and interested youths on 
news from the overall initiative, admission to the 
program, and opportunities for engagement.

In turn, the presence and public awareness of the 
initiative lead to continued requests and interest in the 
program: for engagement as a partner company, men-
tor, or trainer—or to establish a new location.

We would also like to take this opportunity to thank 
our partners, sponsors, supporters, and those who 
dedicate their time making our growth and success 
possible.

A special thanks goes to the partners and supporters 
of Joblinge Bavarian Forest. After five successful years, 
our first pilot location ceased operation in September 
2013. The local youth unemployment rate decreased 
to under 3%. Despite moving from Zwiesel to the 
county seat of Deggendorf, not enough participants 
could be found to justify maintaining our local offer. 
With our local partners, we are proud to have been 
able to have helped 135 young people enter the work-
force and create new prospects for life.
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Social impact

Resources deployed (input)

JOBLINGE depends on the dedication that each 
and every stakeholder and supporter brings to the 
table in many different ways. Business, the public 
sector, and civil society bundle their competence to 
create the network that young people are missing.

Companies provide internship and apprenticeship 
positions, gain their employees as mentors and train-
ers, finance the initiative, or codetermine the fate of 
their location as a stockholder. Numerous partners 
support JOBLINGE with pro bono services, e.g., 
IT, accounting, auditing, legal advice, interest-free 
loans, or facilities for events and committee meet-
ings. This includes nonmonetary resources such as 
IT hardware or office equipment. Approximately 
1,100 companies and establishments of all sizes and 
from all industries support the initiative on a local 
and national level.

Along with the number of locations, the number of 
public sponsors has also grown. Without the sup-
port of over 20 sponsors on a European, nation-
al, regional, and municipal level, the work of the 
JOBLINGE initiative would not be possible. In 
addition to financial support, the Federal Employ-
ment Agency and job centers are important partners 
for supplying participants.

The network is complemented by civil society: dedi-
cated private individuals, foundations, educational 
institutions, and clubs as well as other institutions 
from the areas of culture and athletics. More than 
900 private individuals volunteer their time, for 
example, as trainers for half-day communication 
or presentation trainings, as leaders of multiday, 
entrepreneurial, hands-on projects, or as the per-
sonal mentor of a participant. Mentors are there 
for "their" protégés during the six-month program, 
lending support and advice and helping them find 
their way into the job market. For about two hours 
per week, a mentor and participant meet—most 
tandems establish such a personal relationship that 
they stay in contact after the JOBLINGE program 
and during the apprenticeship.

At the locations and in the umbrella organization, 
approximately 50 experts also support the initiative 
by consulting in areas such as IT, legal, graphics, or 
social media, or helping to organize and stage events.

Moreover, in 2013 a total of 75 mandate holders 
volunteered in the committees of the local branch-
es and the supraregional JOBLINGE foundation 
as members of the board of management and the 
supervisory board and the advisory council.

To coordinate the complex volunteer work, create 
a win-win situation for all involved, and especially 
design the intensive youth program and enable the 
youths to lead a self-determined life, 51 full-time 
employees were employed as of December 2013 at 
the umbrella organization and the local branches 
(in the year previous the number was 38).

The total cost of the local offices and the national 
umbrella organization, JOBLINGE e. V., in 2013 
came to €3.5 million, with 66% staff costs and 
34% material expenses. The overall cost distribut-
ed among the locations and the umbrella organiza-
tion comes to 89% for the local branches and 11% 
for the umbrella organization.

The work of the initiative is made possible by 
public and private cofinancing. In 2013, public 
financing totaled €2.1 million, and we received 
donations from companies and private individuals 
totaling €1.7 million.

Performance (output)

Since our first location opened in 2008 to the end 
of 2013, 1,626 youths have participated in the 
JOBLINGE program. With the opening of four 
new locations in Essen, Wiesbaden, Offenbach, 
and the Bergstrasse region as well as the increase 
in annual participant capacity from 60 to 70 in 
Leipzig, 591 youths were admitted in 2013 alone.
 
Working together, we have been able to increase 
the placement rate even further. Cumulatively 
across all locations and since the start of the ini-
tiative, 68% of participants have been successfully 
placed in unsubsidized vocational training or work 
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(cumulatively 65% in the year previous). The goal 
of the initiative is to enable young people to lead 
a self-determined life. For that reason, this place-
ment rate only covers those who were placed in the 
primary labor market.

JOBLINGE's aim is to make a lasting contribution 
and sustainably integrate participants into society. 
During vocational training, an employee is avail-
able as a dedicated contact for the alumni and the 
companies. The sustainability rate—measured six 
months after alumni start vocational training or a 
job—is currently 80%.

Prior to these successes of our youths is the inten-
sive, six-month JOBLINGE program that is run 
with a consolidated effort and all the resources 
mentioned above. Four times a year, the partici-
pant groups begin the program with about 15 to 
20 participants depending on the size of the loca-
tion. They start by learning important social and 
professional skills in group projects. Thanks to 
the support of companies and private individuals, 
hands-on projects from various areas can be imple-
mented: drawing workshops, drafting a newspaper, 
radio interviews, theatrical performances, dance 
and music workshops as well as planning and ca-
tering concepts for presenting results are just some 
of the examples of the around 150 projects that 
were carried out in 2013 at the locations.

In addition to team experience, youths receive 
assistance in one-on-one conversations with full-
time employees regarding their strengths and suit-
able occupations. Volunteer trainers role play job 
interviews with participants, giving them tips on 
dress code and behavior or help with creating a 
budget for after their first paycheck. Companies 
introduce occupations in more detail and give the 
youths a chance to learn about everyday work in 
internships. To ensure the best possible qualifica-
tion and a well suited placement, each participant 
completes two to three internships. After the appli-
cation internship at the end of the program, they 
have the apprenticeship position and the chance to 
"earn" it themselves.

In 2013, JOBLINGE employees were able to orga-
nize 1,500 internships and together with the com-

panies, over 420 apprenticeship and job positions 
for our young people.

Impact

The most significant successes of the JOBLINGE 
initiative have been those that cannot be measured 
in numbers. It is the personal successes of our young 
people and the development they go through in just 
six months' time. Youths that start in the JOBLINGE 
program have quite moving, sometimes devastating 
backgrounds and by anyone's measure have the most 
unfavorable circumstances to make a successful entry 
into the labor market. These same youths possess a 
strong will and are capable of taking advantage of the 
opportunities given to them.

Through the commitment of all parts of society, 
participants acquire a new perspective, and through 
vocational training and a job a self-determined life 
becomes possible. At the core of the JOBLINGE 
concept is empowerment and "helping people help 
themselves." The full-time employees prepare the 
young participants intensively and individually for 
professional life and give aid in dealing with deeply 
rooted experiences; the mentors are role models and 
provide significant orientation to life and values that 
many of the youths lack from home and mention 
time and time again when asked what they want for 
their future: structure, a regular working day, their 
own apartment, family, and children.

With support, but also on their own, the youths are 
able to turn around 180 degrees: One participant 
who initially had trouble maintaining eye contact 
is one of the best in his apprenticeship to become a 
retail salesman. A young woman who was all alone 
and out of a lack of orientation slipped into the 
right-wing extremist scene found new strength in 
her vocational training and through colleagues. 
Another participant who after two years in prison 
didn't know if he would ever get another chance is 
now working hard on himself—and is very reliable 
and motivated.

This turnaround is also successful due to fact that 
participants are required to be open to new things, 
reflect on preconceived notions, and get out of their 
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comfort zone. The supplemental cultural and ath-
letic program provides an "invisible" lever. Partici-
pating in a workshop for contemporary dance, for 
example, allows one to gain a new perspective and 
sharpens skills that are essential in professional life: 
trying out new approaches, "sticking to it" even in 
unpleasant situations, being punctual and a team 
player in order not to compromise the group's re-
sult. A young man that gives an impromptu speech 
in a museum about a work of art and his interpre-
tation of it not only practices capturing his own 
thoughts and articulating them, but is also able to 
present himself in a corporate environment with a 
completely different presence and confidence.

In addition to its application to the job market, be-
ing exposed to culture and sports, in our opinion, 
plays an important role in engendering responsibly 
minded and strong personalities that can sustain-
ably integrate socially and participate in society.

We are delighted that also in 2013, many other art-
ists, museums, theaters, academies, and sports clubs 
became supporters of the JOBLINGE initiative, 
laying the foundation for the meaningful cultural 
and athletic program to now be systematically im-
plemented across the country. With their support, 
affiliated institutions are able to help include and 
open up a group that, due to its often educationally 
disadvantaged background, is difficult to reach.

The positive impact is also felt by companies that 
with their trainee positions not only counteract 
their lack of skilled workers, but also train their 
leaders further. In one-on-one youth support, fac-
ets of leadership are required that, in the words of 
a partner company, "cannot be duplicated by all 
the role plays in the world": recognizing strengths 
and potential, pointing out room for development, 
leading feedback talks, motivating, and encourag-
ing. Some large partner companies have made vol-
unteer mentoring part of the elective modules in 
their staff development programs and find it to be 
an ideal supplement of social involvement and tar-
geted employee qualification. Many mentors have 
already supported multiple young people on their 
way and report learning a lot from their mentees 
and finding themselves reflecting on their own 
background more deeply as a result of the person-

alities and stories of the youths. One mentor said, 
"Each meeting with my mentee is an experience 
that enriches my life."

The focus is on the successful personal develop-
ment of each and every youth. But there is also the 
economic impact of the JOBLINGE initiative that 
is significant. Because our young people become 
active members of society and pay taxes and so-
cial contributions instead of receiving welfare, an 
enormous, positive impact on society and public 
finance results.

Through the joint involvement of stakeholders 
and supporters, JOBLINGE is able to achieve an 
above-average placement rate for the target group, 
leading to clear short-, medium-, and long-term 
financial relief for the public sector. Due to the in-
tensive program and individual support for each 
participant, the cost for each youth of €1,070 per 
month is relatively high—however, with a short 
program duration and high placement rate, the 
cost per participant placed is low by comparison.
 
Looking beyond that at the sustainability of the 
JOBLINGE program, long-term cost savings and 
additional tax income of about €120,000 per par-
ticipant placed can be achieved (over the course of 
ten years). Costs and savings can only be approxi-
mately derived, since there is little transparent in-
formation on costs and contributions to pension 
and health insurance when switching from the 
second to the primary labor market. Similarly not 
taken into account are also subsequent costs for ill-
ness, addiction, and criminality—with new pros-
pects, the risk of these is reduced dramatically.

JOBLINGE would like to help initiate a model for 
improved tax and benefit logic, e.g., with so-called 
"Social Impact Bonds" and thus contribute to in-
creased effectiveness, transparency, and quality in 
the transition system in the interest of young people.

Evaluation and quality assurance

JOBLINGE has as its goal to achieve sustainable 
placement in the primary job market for as many 
participants as possible and to let the results speak 
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for themselves. For those reasons, all locations are 
obligated to record and use transparent perfor-
mance indicators. Together with the umbrella or-
ganization, each local office regularly reviews and 
discusses these indicators. As part of regular report-
ing, the following quality indicators are monitored 
monthly:

1. Operational result indicators
Making a sustainable and substantial contribu-
tion to fighting youth unemployment based on 
the JOBLINGE vision results in two main suc-
cess indictors: the integration/placement rate and 
the sustainability rate. The former focuses on the 
number of participants that have been placed by the 
JOBLINGE program in an unsubsidized vocational 
training or job position, the latter on the share of 
former participants that are still in training or at 
their job six months after the end of the program. 
In addition, the fill rate, i.e., the percentage of posi-
tions filled in the program, the rate of participation 
in the training module, and also the internship rate 
are reviewed.

2. Operational process indicators
When ascertaining results, the process is also looked 
at closely. We ascertain the mentor quota and also 
participant satisfaction (the youths are asked at two 
separate times during the course of the program).

3. Financial goals
In addition to result and process indicators, the fi-
nances of the individual locations are monitored 
closely. As a charitable stock corporation, espe-
cially gains and losses (not exceeding the budget), 
solvency (constantly positive liquidity), and the 
balance sheet (maintaining the equity base neces-
sary) are of importance.

Because JOBLINGE considers itself to be a learning 
system, the constant development of the concept 
and the systematic exchange of experience—not just 
between locations and the umbrella organization, 
but also among locations—are part of our identity. 
This can take the form of our annual fall conference 
with all our employees, the quarterly location direc-
tor conferences, or monthly exchange meetings of 
our pedagogical employees.

In addition, in 2013 the locations Munich, Co-
logne, Ruhr, and FrankfurtRhineMain success-
fully earned their certification under AZAV, the  
German ordinance governing the accreditation 
and approval for employment promotion. After 
the reform of the labor market policy instruments 
in April 2012, the annual certification became a 
legal requirement for continued subsidization by 
the Federal Employment Agency, which we receive 
for these four locations.
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Further planning  
and outlook

Planning and objectives

To further put JOBLINGE's vision into practice, 
we want to focus on three main topics for 2014: 
quality, growth, and financing.

Observing developments in society and the job mar-
ket as well as employer requirements, and building 
on the experience from our five years in operation 
we will continually develop our concept. We want 
to ensure quality and effectiveness for the partici-
pants and all involved. Thus, one key area is the best 
possible qualification of our young people—espe-
cially in times of vacant trainee positions. Targeted 
preparation and placement are followed by follow-
up support that we want to record according to best 
practices in our concept handbook, also in 2014. 
Since 2013, there has been one employee respon-
sible for the follow-up support of both alumni and 
companies who serves as a contact partner offering 
alumni and trainer meetings. Due to the direct sup-
port and assistance, smaller companies have been 
able to supply additional trainee positions or even 
for the first time. In addition to follow-up support, 
the systematic expansion of the cultural and athletic 
program is a goal for 2014. We would like to fill a 
new position for establishing new partnerships on 
a national level and supporting youth development 
and the acquisition of key competences through 
culture and athletics.

In 2013, we also realigned our national umbrella or-
ganization in the context of the growth of the initia-
tive and the resulting increased requirements. The 
role of the Deputy Director was changed in terms of 
content to the role of an operational manager of the 
initiative, clearly oriented to the quality of the work 
with youths and volunteers, the development of the 
concept pedagogically, and the support of internal 
processes during franchising.

In order to support as many young people as pos-
sible, we want to continue the growth of the initia-
tive—on the one hand, by establishing new loca-

tions such as in Stuttgart and Hamburg and on the 
other hand with the franchising model. Piloted in 
2013 by the FrankfurtRhineMain office, the Ruhr 
location will open an office in Gelsenkirchen, in 
addition to Essen. Other offices are in talks with 
neighboring cities and municipalities. The franchis-
ing model enables existing networks, resources, and 
expertise to be employed in an ideal way for the 
youths and for their influence to be increased in the 
regions. Before a new location is established and an 
office planned, a detailed analysis of the local labor 
market situation, youth unemployment, the supply 
of traineeships, and support from the public sector 
must be conducted. We are receiving an increasing 
amount of requests for the JOBLINGE program, 
which we would love to offer everywhere where 
there is a need. For this reason, we will continue 
to pursue our Vision 2020 with the objective of of-
fering young people new prospects at 20 locations 
throughout Germany.

This will only be possible when working together—
also in a financial sense. In the framework of co-
financing, financial support from the public sector 
makes up 65% of a location's budget on average, 
making it the most important source of financing. 
Public financing, however, must be reapplied for 
regularly and is often contingent upon very specific 
regulations not related to our concept. To protect 
against all risks and unpredictability, we want to 
continue with our multipillar strategy: the good 
cooperation with public stakeholders, but also ex-
pand private fundraising. In 2014, we would like to 
deepen existing partnerships locally and nationally 
and gain new supporters to perpetuate financing 
and increase plannability for the local offices and 
the development of the initiative as a whole.

Opportunities and risks

Increasing awareness and growth offer a great op-
portunity to further strengthen the initiative's so-
cial impact.

Although at the same time, it poses a great chal-
lenge: keeping the JOBLINGE promise for the 
participants and also all others involved. The qua-
lity of the program, intensive one-on-one talks, 
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A look inside

When Mesut was 18, his family fell apart. To es-
cape being charged with drug offenses, his father 
had to leave Germany. While he was rebuilding his 
life in Turkey, establishing a new family, and cut-
ting off all contact, the mother and two children 
remained behind. Their savings weren't enough; 
welfare and a move to an area that is considered a 
problem neighborhood followed. Mesut, a very in-
telligent young man with good grades dropped out 
of school and assumed the role of "head of the fam-
ily." While trying to uphold tradition and cultural 
background, there were conflicts with his mother 
and especially his older sister. Mesut was torn be-
tween cultures and religions, between his role as 
head of the family and son—who wants nothing 
more than the acceptance of his father. Although 
the father—even when the mother became ill—
blocked all attempts at contact, he was still the big 
role model. Mesut emulated him, lost his way, and 
began committing small crimes, then larger ones 
including armed robbery; he was arrested many 
times. Threatened with a sentence, Mesut drew the 
line: He wanted to change his life. He registered 
at the employment agency, wrote multiple applica-
tions. But without a school diploma and with a 
long criminal record, his chances were slim. His 
father rejecting him yet again, Mesut was about to 
commit another offense.

At the same time, Mesut, now 21, began the 
JOBLINGE program. He is not only intelligent 
and quick, but also productive. During all the in-
ternships he completed, he made a good impres-
sion already in the first few days. But getting out 
of old patterns and roles is something he couldn't 
do on his own—in certain situations, he feels of-
fended and his values attacked, conflicts with man-
agers and colleagues were inevitable. The intern-
ship with the prospect of a traineeship as an HVAC 
technician was ended prematurely. The youth and 
mentor coordinator at JOBLINGE, Mesut's men-
tor, and also the coordinator of the internship did 
not give up. They went into a round of intensive 
relationship work and reconditioning, sharpened 
his perception of himself and others, increased his 
conflict skills and tolerance. Mesut accepted the 
support and worked hard on improving himself 
and received a second chance from the trainer and 
company.

In the fall of 2013, Mesut started his traineeship. 
He successfully changed himself and is stable.
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Looking out for number one. Dominik had already 
internalized this principle as a child. He grew up in 
very impoverished circumstances; his mother lived 
alone on welfare and child benefits with her three 
kids from three different fathers, her acquaintances 
continued to change. In his neighborhood, Domi-
nik became a victim of bullying. He had always 
had a learning disability and left school without 
graduating. At 17 and fighting once again with 
his mother about her new boyfriend, she kicked 
him out. His only confidants were two boys from 
similar circumstances; the three stuck together. 
For six months they lived and slept in a basement, 
getting by sometimes for two days without food—
that could happen at home, too. Then Dominik 
registered at the employment agency and received 
support and an apartment that he ended up losing 
because he didn't go to the required courses and 
didn't adhere to the reporting schedule. Instead 
of going to an emergency shelter, Dominik disap-
peared. In the meantime, his ex-girlfriend had a 
baby from him, but they didn't have contact any-
more.

Needing money, he registered at the employment 
agency again and was placed in the JOBLINGE 
program. The 19-year-old boy wasn't thinking 
about a traineeship—his only goal was to find food 
and a place to sleep.

With the help of private donations, the employees 
bought Dominik new clothes, went with him to a 
check-up at the doctor's, and supported him in fin-
ding an apartment and filling out paperwork. This 
trust gave him security and helped him to get used 
to structure. During the orientation phase with the 
group projects and one-on-one talks, he positively 
thrived! He began to gain confidence in himself. 
With the support of all involved, but under his 
own steam he successfully worked toward an app-
renticeship as a machine and equipment operator. 
The first couple of weeks went very well, then dif-
ficulties arose. He fell back into old patterns and 
withdrew himself instead of facing the problems, 
fleeing back to his old environment. Employees 
and his mentor motivated and strengthened him 
to carry on.

Since the fall of 2013, Dominik has been in his ap-
prenticeship and is being supported by JOBLIN-
GE as part of the follow-up support.
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and individual support for the youths as well as 
close collaboration and professional support for 
volunteers, sponsors, and partners are our first 
priority. Once these factors that form the basis 
for sustainable placement are secured, growth will 
follow. This is a common objective of the local of-
fices and the umbrella organization.

Apart from the quality requirements, the further 
development of the initiative is also accompanied 
by changes for the organization itself. With 10  
locations across the country and over 50 full-time 
employees, elements such as coordination, ex-
change, and a culture of connectedness are becom-
ing more and more important. The concept and 
the positive experience, for which JOBLINGE 
also stands as a brand, should apply equally to all 
participants and supporters at every location. This 
requires a special consciousness of seeing oneself as 
part of a greater initiative even given the simulta-
neous, strong, local presence and independence of 
the local offices. Essential components of this are 
our comprehensive concept handbook, intensively 
onboarding new employees, and regular exchange 
opportunities not just among location leaders, but 
also increasingly among functions. With a grow-
ing number of companies engaged nationwide 
and the acquisition of new partners, close coordi-
nation is crucial—the company coordinators keep 
each other informed about contacts and select a 
main coordinator for each partner, similar to a key 
account manager. With the establishment of new 
offices in 2013, a new dimension of our coordina-
tion needs has been added. Just as the Frankfurt-
RhineMain office has multiple locations in the 
region under one roof. Not only within the entire 
initiative, but also within single offices we need to 
ensure an exchange of information and a common 
culture, even if team members work at different 
locations and not directly together every day.
 
In addition to these challenges, there are also great 
advantages to this organizational growth. All em-
ployees bring their competences and experience 
and especially their personality to the initiative. 
This results in a great amount of diversity and 
knowledge that make it possible for us to con-
tinuously improve our work for the benefit of 
our young people. Especially in the area of ped-

agogy, there are individual specialties at the dif-
ferent locations based on the obligatory concept 
elements, such as pedagogical work in media or 
drama. Other locations can benefit from methods 
that are effective and approaches that have already 
been developed and tested. The same goes for all 
other functions. In order to systematically foster 
this exchange, we expanded the idea of the expert 
model in 2013, in which one main employee re-
sponsible coordinates the knowledge transfer and 
works to further develop the topics in their respec-
tive area together with colleagues on-site and in 
the umbrella organization. For example, under the 
direction of the Munich office, a detailed concept 
for follow-up support and support during a par-
ticipant's traineeship was created jointly and in-
cluded as a set element of JOBLINGE's concept 
handbook.

Less plannable are the "external" developments and 
challenges JOBLINGE faces especially in the area of 
financing. Besides expanding private fundraising, we 
would also like to perpetuate our collaboration with 
the public sector—and also initiate reforms in the 
transition system and new aid models. Current ben-
efit logic, by which billion-euro budgets are spent 
based on the program costs per youth, financially 
incentivizes participants to remain in the system for 
as long as possible. Switching to a benefit logic ac-
cording to cost per successfully placed youth could 
make a significant contribution to more transpar-
ency and effiency, relief for the state and tax payers, 
and especially an improvement in the offer to the 
benefit of those affected.

In the US and Great Britain, success-based ben-
efit models have already been established. Through 
"Social Impact Bonds," private investors prefi-
nance a project and carry the risk; the public sector 
covers the costs and a premium that makes up a 
small part of the targeted savings, only if the agreed 
objectives were met. For the first German Social 
Impact Bond initiated by the Benckiser Stiftung 
Zukunft foundation together with the Bavarian 
State Ministry for Labor and Social Affairs, Fam-
ily and Integration JOBLINGE is also providing 
its expertise—by including the Munich office as 
one of four project partners in integrating disad-
vantaged youths into apprenticeships or work. If 
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such a model of success-based benefits can be es-
tablished with the public sector, it would be a great 
boon for JOBLINGE and other initiatives that 
want to contribute with innovative approaches to 
solving social dilemmas. Financing would no lon-
ger be coupled with the uncertainty of needing to 
reapply regularly or having to conform to strict 
guidelines, and also the sometimes high adminis-
trative expenditure, e.g., for regular reports, would 
be substantially reduced. The target group could 
be more effectively supported than before: with a 
focus on each youth and the best approaches for 
sustainably integrating them into the labor market 
and society.

 

The organization  
of JOBLINGE

Structure and status of the  
organizational development

To be able to offer the concept in all regions with 
a need and to reach as many young people as pos-
sible, JOBLINGE is organized as a social franchise 
system. The local offices (franchisees) work closely 
with the nationwide umbrella organization (fran-
chisor), implementing the concept in their direct 
work with our youths. Charitable stock corpora-
tions (gemeinnützige Aktiengesellschaft [gAG] in 
German) form the framework of our local work 
and are established together with partners from 
business and the public sector. Companies, foun-
dations, and organizations, but also municipalities 
and counties actively participate as stockholders, 
and together they control the fate of "their" char-
itable stock corporations. For charitable stock  
corporations, the same basic conditions apply as 
for conventional stock corporations—with one sig-
nificant difference: Instead of financial dividends, 
stockholders receive nonmaterial ones. Represen-

tatives of the stockholders volunteer as directors or 
in the supervisory board of the corporations or in 
the advisory board of an office. Aside from the in-
terplay of supporters from all areas of society, the 
German legal form of the charitable stock corpo-
ration also reflects the high expectations of profes-
sionalism and transparency of the initiative.

The professional implementation of the concept is 
secured by our full-time team that conducts the 
intensive program with our youths and creates the 
framework for numerous players to volunteer. The 
initiative is steered nationwide by the JOBLINGE 
umbrella organization (gemeinnütziger JOBLIN-
GE e.V.). In close coordination with the locations, 
the umbrella organization ensures the continuous 
development of the concept, secures fundraising 
across the nation, coordinates the growth of the 
initiative, establishes new charitable stock corpo-
rations, and supports the existing locations, e.g., 
in controlling and quality management, IT topics, 
PR work, and pedagogical supervision.

The cooperation between locations and the um-
brella organization is regulated by cooperation 
contracts based on the social franchise system, 
which contain the mutual obligations for imple-
menting and developing the JOBLINGE concept. 
Even between the umbrella organization and the 
initators, the Eberhard von Kuenheim Foundation 
of BMW AG and The Boston Consulting Group 
(BCG), there is a trademark license agreement that 
names the umbrella organization as the franchisor 
and obligates it to ensure the concept is passed on 
and implemented.

In 2012, the locations formally became affiliated 
within the JOBLINGE umbrella organization. 
In addition to the seven Joblinge locations (as of 
2013), the JOBLINGE Foundation is also a stock-
holder of the umbrella organization.

The JOBLINGE Foundation was launched as a 
grant-making foundation by The Boston Consul-
ting Group to enable permanent support for the 
initiative. In contrast to the local offices and the 
umbrella organization, the foundation does not 
have any employees.
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JOBLINGE Foundation

JOBLINGE e. V. 
License

Member

Member Service and management function and sublicense

Founding

Founder

Initiators

JOBLINGE gAG Ruhr 

JOBLINGE gAG Cologne 

JOBLINGE gAG FrankfurtRhineMain 

JOBLINGE gAG Leipzig 

JOBLINGE gAG Berlin 

JOBLINGE gAG Munich

JOBLINGE gAG Bavarian Forest
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Profiles of the involved organizations

All of the organizations involved in the JOBLINGE 
initiative—the local offices, the umbrella organiza-
tion, and the JOBLINGE Foundation—are non-
profit. They pursue the charitable aim of support-
ing youth welfare (§ 52 paragraph 2 subsection 1 
no. (n) 4 AO) and supporting in upbringing (§ 52 
paragraph 2 subsection 1 no. (n) 7 AO).

The Director of the JOBLINGE umbrella organi-
zation headquartered in Munich is Ulrike Garanin. 
She is a coinitiator and has been one of the driving 
forces of the initiative since its inception in 2007. 
As Principal of The Boston Consulting Group, she 
has been released from duty to lead this initiative. 
Deputy Director Operational Management of the 
initiative is Kadim Tas, who has been serving in the 
position since November 2013. Starting in 2011, 
Kadim Tas has led the Joblinge FrankfurtRhine-
Main office. Both directors are engaged full time 
and authorized to represent and sign.

According to company articles and rules of proce-
dure, the Director is particularly responsible for day-

to-day management of the organization, according 
to law, the articles of the organization, and the rules 
of procedure. The supervising body of JOBLINGE 
is the general assembly in which the locations and 
the JOBLINGE Foundation are represented by 
their respective directors. The general assembly 
meets twice a year and decides on who becomes Di-
rector and easing his/her workload. It receives re-
ports from the Director, selects auditors, decides on 
setting contributions, makes decisions on changes 
in the articles of the organization, admitting and ex-
cluding members in appointment cases, etc.

In the umbrella organization there are three other 
employees other than the Director: for the areas 
of administration and controlling, marketing and 
communication (as of April 2013), and pedagogi-
cal management. The pro bono assistant to the Di-
rector and a project team of consultants provided 
by BCG that, e.g., support in setting up new loca-
tions and two working students (IT and compre-
hensive support) make up the rest of team of the 
umbrella organization. In 2014, the coordination 
of the cultural and athletic program will be added.

While the locations are cofinanced with public 
and private funds, the umbrella organization is fi-

Ulrike Garanin
Overall management

 (Director)

Marketing/
communication

Assistant

Location setup
Special topics/tools/

instruments

Controlling/
administration

Pedagogical
management

Cultural and 
athletic program

(as of Januar 2014)

Kadim Tas
Operational management

(Deputy Director)

Core team of the umbrella organization
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nanced only privately. The lion's share is provided 
by BCG through the JOBLINGE Foundation and 
pro bono capacity. The foundation was established 
in 2011 as the first and only foundation of BCG 
to date to permanently secure the initiative and 
develop it further. The foundation itself is not op-
erational and does not have any employees. Volun-
teer directors of the JOBLINGE Foundation in-
clude Carsten Kratz (Head of BCG Germany and 
Austria, Senior Partner and Managing Director), 
Georg Sticher (Senior Partner and Managing Di-
rector), Astrid Rauchfuss (Partner and Managing 
Director), and Frank Salzmann (Head of Finance 
and Accounting). As a grant-making foundation, 
the JOBLINGE Foundation bundles donations 

from the initiators, premium partners, and many 
other private sponsors that benefit single locations 
or the entire initiative according to the wishes of 
the donor.

At the local offices, the volunteer work of the di-
rectors and supervisory boards combines directly 
with the commitment of the full-time employees, 
who work every day with our young people and 
ensure professional operation and support for all 
involved. The full-time team at a local office is 
made up of the location leader, assistant/control-
ling, company coordinator, coordinators of youth 
and mentors, and traineeship supporter/follow-up 
support.

Joblinge charitable stock corporation

Voluntary supervisory board
(Decision makers from business, politics, and society)

Voluntary board of directors

(Founding) stockholders

Full-time team

Project leader

Assistant

Coordinator
participants and

mentors I

Coordinator
participants and

mentors I

Follow-up
support

Coordinator
companies
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Joblinge gAG Ruhr
with Essen and Gelsenkirchen (starting February 2014)

Director
Jens Stefan Baier
Location Leader
Raphael Karrasch
Began January 2013
Full-time equivalent
5.5 (7.5 starting Feb. 2014)
Youth supported
80 per year (125 starting 
Feb. 2014)

Stockholders
CMS Hasche Sigle 
Initiativkreis Ruhr GmbH
RAG-Stiftung
�e Boston Consulting Group GmbH
Trimet Aluminium AG
Westdeutscher Wach- und Schutz-
dienst Fritz Kötter GmbH & Co. KG

Joblinge gAG FrankfurtRhineMain
with Frankfurt, O�enbach, Bergstrasse, and Wiesbaden

Director
Dr. Oliver Dany
Location Leader
Kadim Tas
Began March 2011
Full-time equivalent
14.5
Youth supported
250 per year

Stockholders
Gonder Facility Services GmbH
HessenChemie Arbeitgeberverband 
Chemie und verwandte Industrien für 
das Land Hessen e. V.
Mainova AG
�e Boston Consulting Group GmbH
WISAG Beteiligungsmanagement 
GmbH & Co. KG

Joblinge gAG Leipzig

Director
Dieter Schliek
Location Leader
Matthias Kretschmer
Began February 2012
Full-time equivalent
7
Youth supported
80 per year

Stockholders
Apax Foundation
BMW AG
Dr. Uwe Teichert
Eberhard von Kuenheim Stiftung 
der BMW AG
Leipziger Stadtbau AG
O�zin Andersen Nexö Leipzig GmbH
Sparkasse Leipzig
Stadtwerke Leipzig GmbH
�e Boston Consulting Group GmbH

Joblinge gAG Cologne

Director
Dr. Harald Rubner
Location Leader
Petra Balzer
Began January 2012
Full-time equivalent
5.5
Youth supported
80 per year

Stockholders
CARGLASS GmbH
CMS Hasche Sigle 
Ebner Stolz Mönning Bachem GmbH 
& Co. KG
Festkomitee des Kölner Karnevals 
von 1823 e. V.
Generali Deutschland Holding AG 
Platinion GmbH
REMONDIS-Gruppe
Sparkasse KölnBonn  
�e Boston Consulting Group GmbH
WISAG Industrie Service Holding

Joblinge gAG Berlin

Director
Richard Gaul
Location Leader
Christine Beck-Limberg
(Bettina Pela until 
March 2014)
Began June 2010
Full-time equivalent
4.5
Youth supported
80 per year

Stockholders
Arbeitgeberverband Nordostchemie e. V.
Berliner Stadtreinigungsbetriebe, 
Anstalt des ö�entl. Rechts (BSR)
BMW AG
GIG Technologie und Gebäude-
management GmbH
GRG Services Berlin GmbH & Co. KG
Industriegewerkschaft Bergbau, Chemie, 
Energie – Landesbezirk Nordost (IG BCE)
�e Boston Consulting Group GmbH
Vereinigung der Unternehmensverbände 
in Berlin und Brandenburg e. V.

Joblinge gAG Bavarian Forest

Director and 
Location Leaderg
Toni Fischer
Began October 2008
Ended September 2013
Full-time equivalent
5
Youth placed
135

Stockholders
BMW AG
Eberhard von Kuenheim Stiftung 
der BMW AG
Landkreis Regen
Sparkasse Regen-Viechtach
Stadt Zwiesel
Stahlbau Regenhütte GmbH
VR-Bank eG
Zwiesel Kristallglas AG

Joblinge gAG Munich

Director
Johann Stiessberger
Location Leader
Anja Reinhard
Began April 2009
Full-time equivalent
7
Youth supported
80 per year 

Stockholders
Apax Foundation
Betten Rid GmbH
BMW AG
Eberhard von Kuenheim Stiftung 
der BMW AG
Grunwald Kommunikation & Marketing-
dienstleistungen GmbH & Co. KG
Loden-Frey Verkaufshaus GmbH & Co. KG
Rotary Club München-Bavaria
Rotary Club München – Englischer 
Garten Gemeindienst e. V.
SAHLBERG GmbH & Co. KG
�e Boston Consulting Group GmbH
TÜV SÜD AG
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Initiators and premium partners

Each and every internship, traineeship, scholar-
ship, grant, volunteer in a committee, as a men-
tor or trainer makes the work of the initiative pos-
sible. More than 1,100 companies and foundations 
and over 900 private volunteers work hard for our 
youths. On behalf of the entire initiative, we would 
like to thank all local and nationwide partners and 
all those who work so hard for the initiative.

We would like to take this opportunity to make par-
ticular mention of the initiators and our premium 
partners.

Initiator and nationwide manager

After the joint concept and pilot phase with the Eber-
hard von Kuenheim Foundation, BCG assumed the 
management and enabled the further development 
of the initiative. Through the JOBLINGE Foun-
dation, BCG provides the majority of the staff and 
financial resources of the JOBLINGE umbrella or-
ganization.  When setting up new local offices, BCG 
acts as a driving force, supporting the expansion of 
national fundraising with networks and contacts.

Moreover, numerous BCG employees volunteer at 
JOBLINGE as directors, in the supervisory board of 
a local office, and in the JOBLINGE Foundation, as 
a mentor or trainer of our youths, or by providing 
their expertise to the initiative.

Initiator 

The Eberhard von Kuenheim Foundation of BMW 
AG develops, tests, or supports solution models for 
current issues together with partners from business, 
science, politics, and the nonprofit sector. After the 
pilot phase is complete, projects are made indepen-
dent. Thus, the foundation withdrew from opera-
tional support once the JOBLINGE umbrella organi-
zation was established in 2012. It continues, however, 
to support JOBLINGE on a local and national level, 
volunteering in committees and supporting as a com-
municator in proliferating the initiative.

Premium partners

With their long-standing grants and considerable 
pro bono support, our premium partners make a 
significant contribution to the success of the initia-
tive. They enable it to be developed further and lay 
the foundation for local and national growth.

Dokument1  12.01.2004 15:03 Uhr  Seite 1
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Public sponsors

We thank all our public sponsors for their valuable 
support and for making our cooperation possible in 
2013 by sponsoring one or more locations.

Environmental and social profile

For JOBLINGE as a nonprofit initiative that is pur-
suing the goal of placing disadvantaged youths in 

a traineeship or a job to enable them to lead a self-
determined life, impartiality is a central value that 
shapes our work and attitude toward all partners 
and employees involved. Treating others and our 
environment with respect forms the basis of what 
we do. Furthermore, our sponsorship contracts with 
the public sector contain clauses on equal oppor-
tunity, anticorruption, scientology exclusion, and 
transparency obligations that we certainly ensure.
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Finances

At the locations and in the JOBLINGE umbrella 
organization, we work according to the principles 
of double entry accounting. The (optional) annual 
financial statements of the Joblinge locations are 
issued by local tax advisors according to German 
commercial code. The annual audits are conducted 

by KPMG at each location. The accounting and an-
nual statements of the JOBLINGE umbrella orga-
nization and the JOBLINGE Foundation are done 
by stiftungszentrum.de Servicegesellschaft mbH. 
The umbrella organization takes care of controlling. 
All local offices work with a standardized financial 
controlling tool that helps control budget planning, 
income statements, equity base, and cash flow.

Total account for all locations (in K€) 2010 2011 2012 2013 est.

4 6 7 + UO 10 + UONumber of locations and umbrella organization (UO)

Income

643 1,070 1,578 2,118Grants from the public sector

225 492 1,031 1,613Donations

1 1 31 21Other income

869 1,564 2,639 3,752Total income

Expenditures

567 1,004 1,751 2,335Sta� costs

332 465 880 1,176Material costs

1 3 – –Financing costs

899 1,472 2,631 3,511Total expenditures

-31 92 8 241Annual result

Operational phase
Beginning stage

gAG Munich

gAG Bavarian Forest¹0

gAG Berlin

gAG FrankfurtRhineMain

O�enbach

Wiesbaden

Bergstrasse

gAG Cologne

gAG Leipzig

JOBLINGE e. V. (UO)

gAG Ruhr

Income and expenditures of the overall organization

10 Operation ended at the end of September 2013.
Possible differences due to rounding. Other income includes interest and similar earnings. Financing costs are interest expenses and 
account fees.
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Total account for all locations (in K€) Dec. 31, 2010 Dec. 31, 2011 Dec. 31, 2012

4 6 7 + UONumber of locations and umbrella organization (UO)

Assets (assets and use of funds)

2 1 –I. Immaterial assets (e.g., software)

14 21 32II. Tangible assets

– – 50III. Fixed assets (capital reserve)

135 239 187IV. Accounts receivable

252 522 968V. Liquid assets (cash in hand, bank balances)

6 11 16VI. Accruals and deferrals

410 794 1,255Total assets

Liabilities (source of funds)

122 368 498I. Equity

27 84 233II. Special subsidies for subsidies and donations not yet used

111 141 194III. Reserves

150 200 250IV. Accounts payable

71 115 95     A. Contracted loans

14 15 21     B. Trade payables

65 70 134     C. Other payables

– – 80V. Accruals and deferrals

410 794 1,255Total liabilities

-

Financial circumstances of the overall organization

Possible differences due to rounding.
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Income and expenditures of the locations

Income

Income and expenditures 2012¹¹
Location speci�c (in K€) gA
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Grants from the public sector

Donations

Other income

1,578

1,031

31

2,639

232

96

–

328

297

178

4

478

152

70

8

230

371

149

–

520

196

179

18

393

330

108

–

439

–

37

–

37

–

523

–

523Total income

Expenditures

Sta� costs

Material costs and other operational expenses

Statutory expenses of the umbrella organization 
(e.g., �nancing locations)

1,751

880

–

2,631

268

119

–

386

329

149

–

478

142

75

–

217

308

211

–

519

277

116

–

393

260

154

–

415

23

14

–

37

145

40

309

494Total expenditures

Annual result

Pro�t/loss carried forward

8

-20

-11

-58

-29

-87

–

14

14

13

-31

-17

1

42

43

–

–

–

24

-15

9

–

–

–

28

–

28Net earnings/losses

Possible differences due to rounding.
11 Since for the financial year 2013 there were no audited annual statements from the individual local offices at the beginning of 2014, the 
numbers from 2012 are listed here.
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Financial circumstances of the locations

Assets (assets and use of funds)

Balance sheet of the locations on Dec. 31, 2012¹²
(in K€) gA
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I. Immaterial assets (e.g., software)

II. Tangible assets

III. Fixed assets (capital reserve)

IV. Accounts receivable

–

32

50

187

1,255

–

7

–

48

140

–

2

–

50

169

–

1

–

41

85

–

5

–

30

179

–

1

–

9

140

–

6

–

10

178

–

7

–

–

148

–

3

50

–

V. Liquid assets (cash in hand, bank balances) 968 83 116 39 143 126 159 139 163

VI. Accruals and deferrals 16 2 1 3 – 4 3 2 –

216Total assets

Liabilities (source of funds)

I. Equity

II. Special subsidies for subsidies and donations 
not yet used

III. Reserves

IV. Accounts payable

498

233

194

250

80

33

–

29

78

–

96

5

56

12

–

35

–

3

47

–

96

9

46

11

17

50

6

27

57

–

84

–

20

12

63

55

80

2

11

–

50

132

11

23

     A. Contracted loans

     B. Trade liabilities

     C. Other liabilities

95

21

134

55

3

20

–

7

5

40

1

6

–

6

5

–

3

54

–

2

10

–

–

11

–

–

23

–V. Accruals and deferrals

Total liabilities 1,254 140 169 85 179 140 178 148 216

Possible differences due to rounding 
12 Since for the financial year 2013 there were no audited annual statements from the individual local offices at the beginning of 2014, the 
numbers from 2012 are listed here.
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Loans

As a nationwide partner of the initiative, the BMW 
Bank GmbH grants the locations with interest-
free loans as needed to bridge any gaps in liquidity 
that may arise due to the delayed payment of pub-
lic funds and the irregular influx of private dona-
tions. In 2011, three loans totaling €180,000 were 
granted. In 2012, four loans totaling €217,000 were 
given. In 2013, one loan of €40,000 was granted to 
the Berlin location. All loans were paid off in full 
and on time as agreed.

Status report

The financial status of the overall organization is 
progressing steadily despite an increasing need of 
funding from opening new locations. All local of-
fices are anticipated to achieve their income goals 
through cofinancing with public and private funds.

Funding from the public sector amounts to an av-
erage of 65% of the local budget and is thus the 
most important source of financing. The participa-
tion of multiple public institutions at each location 
has proven effective.

We are especially pleased about the generous par-
ticipation of our private donors. This year's target 
of over €1.7M in donations income was achieved 
securing the ongoing operation of the initiative. 
Many donors have guaranteed their sponsorship 
for the next three years, which contributes consid-
erably to the planning security of the individual 
locations.

Although the donation amount to be collected is 
substantial and will continue to rise in the future 
as the program is expanded, JOBLINGE looks to 
the future with optimism thanks to the generous 
support and growing willingness to donate, and 
looks forward to collaborating with existing and 
new sponsors. 
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Contact

Umbrella organization and locations:

JOBLINGE umbrella org. ( JOBLINGE e. V.)
Ulrike Garanin, Director
Kadim Tas, Operational Management
Ludwigstraße 21
80539 Munich
Telephone: 089 2317-5661
E-mail: kontakt@joblinge.de

Joblinge gAG Berlin
Christine Beck-Limberg, Local Leader 
Binzstraße 1 (Ecke Berliner Straße 103)
13189 Berlin
Telephone: 030 81806-459
E-mail: berlin@joblinge.de

Joblinge gAG FrankfurtRhineMain
Kadim Tas, Local Leader
Eschersheimer Landstraße 34
60322 Frankfurt
Telephone: 069 1302-3915
E-mail: frankfurt@joblinge.de

Joblinge gAG Cologne 
Petra Balzer, Local Leader
Hansaring 68
50670 Cologne
Telephone: 0221 291991-40
E-mail: koeln@joblinge.de

Joblinge gAG Leipzig
Matthias Kretschmer, Local Leader
Karl-Heine-Straße 55
04229 Leipzig
Telephone: 0341 9261-6710
E-mail: leipzig@joblinge.de

Joblinge gAG München
Anja Reinhard, Local Leader 
Praterinsel 4
80538 Munich
Telephone: 089 452469-450
E-mail: muenchen@joblinge.de

Joblinge gG Ruhr
Raphael Karrasch, Local Leader Huyssenallee 11
45128 Essen
Telephone: 0201 99995-960
E-mail: ruhr@joblinge.de

Legal notice

Authorized representative
Ulrike Garanin, Director JOBLINGE e. V.

Association registration number
VR 204183, Munich District Court

Tax identification number
DE 143 217 61608

Address
JOBLINGE e. V. 
Ludwigstraße 21
80539 Munich
Telephone: 089 2317-5661

Pictures:
Rosamaria Aquilar

Layout: 
Sebastian Puia
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Donate to the future. 
 

JOBLINGE FOUNDATION 
HypoVereinsbank routing number: 302 201 90

Account number: 16542466
IBAN: DE68302201900016542466

BIC: HYVEDEMM414

Thank you for your support.



www.joblinge.de  |  www.facebook.com/joblinge


