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INTRODUCTION

This research report is an extension of Y4Y Québec’s previous report entitled “Study on Youth 

Workers and Youth-Serving Organisations” (2024). Not only was the previous text helpful in “valuing 

and understanding the crucial work done by all-youth serving organisations” (p.5, Y4Y, 2024) and 

presenting “new information on the landscape of youth-serving organisations and the dedicated 

youth workers serving the English-speaking youth in Québec” (p.17, Y4Y, 2024), the report shed l ight 

on the motivations and concerns of youth workers (p.16, Y4Y, 2024). 

 This new report focuses on the needs of the youth community sector. Both Y4Y reports 

in question were created with the intention of contributing to La Coalition Interjeunes ’  larger 

study entitled « Connaître, reconnaître et valoriser les métiers d’intervention en ACA1 jeunesse. » 

La Coalition  and Y4Y seek the recognition and val idation of the profession of youth workers. We 

define “youth workers” as individuals of any age who work directly with Québec’s English-speaking 

youth (ages 12-30). 

 This report begins with a portrait of Québec’s youth sector. The data collected by La Coalition 

Interjeunes  and, previously, Y4Y Québec, highlighted the tensions between the motivations of youth 

workers and the precarity of their profession, as well as their highly varying work conditions and 

resources at their disposal. How can we ensure the sustainabil ity of this essential profession? 

To what extent do the precarious employment conditions of youth workers negatively impact their 

abil ity to meet youths’ needs? In this report, we will present a clearer understanding of youth work-

ers’ crucial service to Québec’s English-speaking youth (hereafter referred to as QESY), as well as 

present suggestions to effectively recognise youth workers’ expertise and assist with their profes-

sional needs.

 We wish to underl ine that this data, and our research at large, does not intend to pass judge-

ment on certain organisations’ practices. Instead, we hope our findings will allow for people to better 

understand the often precarious state facing the community sector. 

1. METHODOLOGY

Y4Y Québec distributed a survey between September and October 2024. The survey (n=40) was filled 

out by youth workers2 who work directly with at least one QESY (ages 12-30), in either a French or 

English-speaking community organisation. There are no age requirements to be a youth worker, 

and English does not need to be the youth’s first language. We did not poll volunteers, nor people 

who worked with youth exclusively in a public-sector setting, as those would require more targeted 

research of their own. We did, however, include people who work on occasion with youth, such as 

workshops facil itators, for example, who are invited to present in schools. 

 

1  ACA : Action Communautaire Autonome  (Fr) , Autonomous Community Action (Eng). 

2 The term “youth worker” can be understood here as the translation of the French term “intervenant·e.”
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 There are no identifying details in this report; youth workers’ anonymity is fully maintained. 

Only Y4Y’s Research Coordinator had access to their responses, and all personal information was 

deleted within 16 weeks after the survey’s open period ended. Quotes are stripped of all personal 

information.

1.1. OUTREACH AND SAMPLING

Y4Y Québec interacted with various local and provincial network organisations for input throughout 

our research.3 An online information session was organised to present the survey, discuss its partici-

pation criteria, and receive feedback. For health regions where there was more difficulty experienced 

collecting responses, Y4Y Québec communicated with individuals directly, either by email or phone. 

 Quota and snowball sampling were used to select the participants. The selection process was 

not random, but intentional: we were looking for a specific population with shared characteristics 

(Luborsky & Rubinstein, 1995), across different health regions and workplaces (see Annex 1). While 

any youth worker who interacts with QESY was el igible to participate, we aimed to cover all health 

regions in the province, weighted in proportion to their population (see Annex 1). For those health 

regions where there were not enough participants to reach the weighted target number, we used 

snowball sampling by asking current respondents to connect us with other el igible regional organi-

sations (Berger, 2015). 

1.2. SURVEY DEVELOPMENT

The survey was modelled on the one previously distributed by La Coalition Interjeunes .  This network 

organisation led a research project with two different surveys: one intended for Executive Directors 

(or Executive Assistants) of organisations that serve Québec youth (ages 12-30), and one intended 

for youth workers, those who work directly with the youth of the aforementioned organisations. The 

goal of their research was to valorise and understand the crucial work done by youth-serving organ-

isations across the province, as well as to advocate for the recognition of their youth workers.

 

 Y4Y Québec’s survey included 40 questions from over 120 included in La Coalition Interjeunes ’ 

data. Y4Y’s survey takes, on average, 30–45 minutes to complete, and a $50 monetary compensation 

was offered to all who did so. Skipping a question did not jeopardise the participants’ honoraria, and 

they had the right to withdraw at any point. 

 To ensure greater accessibil ity, the survey was offered in both English and French. Moreover, 

participants could request an online meeting with Y4Y’s Research Coordinator to complete the sur-

vey verbally.

 

3 8 network organisations serving the English-speaking communities of Québec: AMI-Quebec, Community Health and Social 
Services Network (CHSSN), English Language Arts Network Quebec (ELAN Quebec), Quebec Community Groups Network (QCGN), 
Quebec English-Speaking Communities Research Network (QUESCREN), Regional Development Network (RDN), Provincial 
Employment Roundtable (PERT), YES Employment & Entrepreneurship.
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2. RESULTS FROM YOUTH WORKERS SURVEY

This section shows the results of the online survey. It is divided into two components: the first pres-

ents quantitative data, and the second presents qualitative data. 

2.1. QUANTITATIVE RESULTS

Prof ile of Survey Participants

The survey was completed by 40 youth workers from 12 of Québec’s 18 health regions.4 Many of our 

respondents were youths themselves: 50% are younger than 29 years of age.

 Participants were asked to identify their age within eight bracket options (see figure 1). A plu-

ral ity of participants are represented by the 25–29-year-old age bracket. 8 of 10 are women.

 All participants use the English language, to varying degrees, so as to interact with the youth  

they work with. 72.5% of respondents also use the French language to communicate at work. 

Other languages mentioned in the survey include: Indigenous languages (Cree and Inuktitut, 2 par-

ticipants), Spanish (1 participant), and Punjabi (1 participant). When asked about their ethnicities, 

Fig. 1 - Respondents’ Age Fig. 2 - Respondents’ Gender Identity

4 See Annex 1. For more information on Québec’s health regions:
https://www150.statcan.gc.ca/n1/pub/82-402-x/2015002/maps-cartes/rm-cr05-eng.htm 
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27 out of the 40 respondents selected “European” among the survey options (see Annex 2). Many 

participants selected multiple ethnicities, and “Hispanic/Latinx,” “South Asian,” and “Indigenous 

(First Nations, Métis, Inuit)” were the three other most selected options.

 Over half of the participants have completed a bachelor ’s degree (57.5%). Other respondents 

have a master ’s degree (15%), a CEGEP diploma5 (12.5%) or a diploma of vocational studies (DEP, 

7.5%). The rest of the participants have either completed a high school diploma (DES,6 5%), or pre-

ferred not to answer (2.5%).

 Is there a l ink between youth workers’ current job and their past job experience/studies? 

More than three quarters of respondents answered “yes.” Amongst the 9 (of 40) participants who 

answered “no,” their previous experiences were in the fields of creative writing, retail sales, environ-

mental awareness, elementary/day care education, factory work, pol itical science, and law.

 
Work Experience and Employment Context

To better understand the scope of youth workers’ 

current professions, we included a l ist of 14 job 

titles from which participants could select (Fig. 

3). How did they first get into working with youth 

(Annex 4)? 22.5% entered the community sector 

following a career change, which is consistent 

with the 9 out of 40 respondents who mentioned 

that their past experiences were not related to 

their current field. 1 out of 4 respondents end-

ed up working at the organisation that they were 

already making use of its services, or were hired 

by a similar organisation (l ines 4 and 6, Annex 

4). Only one participant out of the 40 selected 

the following option: “I turned to the community 

sector because it was the only option.”

 How long have the participants worked in 

their current organisations (Annex 5)? Nearly a 

quarter have been at their organisation for less 

Fig. 3 - Field of work7

5  CEGEP : collège d’enseignement général et professionnel (Fr) , General and Professional Teaching College (Eng).

6  DES : diplôme d’études secondaires (Fr) , high school diploma (Eng). Both participants are 16-19 years old. 

7  The two options not selected by participants were “Advocacy and Human Rights” and “Disaster Relief and Emergency Services.” 
For specific job titles, please refer to Annex 3.

than a year (22.5%). Most of the participants have been in their organisation for 5 years or less 

(82.5%), with only four participants working in their organisation for eleven years or more (10%).

 The size of the organisations in question vary greatly (Annex 6). A quarter of the respondents’  
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organisations are composed of 1 to 5 employees, while 32,5% of them house teams of more than 

25 employees. The two least selected brackets were 11–15 employees (10%) and 16–20 employees 

(7.5%).

 The size of the organisations in question vary greatly (Annex 6). A quarter of the respondents’ 

organisations are composed of 1 to 5 employees, while 32,5% of them house teams of more than 

25 employees. The two least selected brackets were 11–15 employees (10%) and 16–20 employees 

(7.5%).

 We asked our participants about their types of contracts and work schedules. 50% of re-

spondents are permanent and full-time (28 hours and +),8 and 43% are either contractual or proj-

ect-based (upon request) (Annex 7). As for their work schedule, participants were invited to se-

lect multiple options from the following l ist: day shift (72.5%), irregular shift (37.5%), evening shift 

(20%), weekend shift (12.5%), and on-call (5%).

 In terms of salaries, there are immense disparities: the lowest was $17.07 an hour, and high-

est was $500 an hour (for organising and facil itating a two-day workshop). The nature of the youth 

workers’ professions, as well as our total number of participants, makes it difficult to establish a 

meaningful average. 40% of salary responses were in the $20–$29.5 an hour range, and 30% of 

responses were in the $30–$39.5 and hour range. One participant, whose work is project-based, 

mentioned that their hourly salary did not increase over the many years they have worked at this 

one organisation - in contrast to other workers’ increasing salaries, and the cost of l iving.

 Participants face a wide variety of financial real ities. To better understand their situations, we 

asked participants to indicate all options that applied to them:

 Fig. 4 - Participants’ Financial Situation ( in Relation to their Envisioned Professional Future)9

8 The  “28 hours and + “ definition of a full-time position comes from La Coalition Interjeunes ’  survey.

9 See Annex 8: “How long do you plan to stay in the community sector as a youth worker?”
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We note that, while nearly 1 respondent out of 4 does not seem to be feel ing any major financial 

stress, 1 out of 2 are concerned about their salary. 40% of participants have another job to make 

ends meet. When we asked “How long do you plan to stay in the community sector as a youth work-

er?” (legend of Fig. 4, or Annex 8), more than a third of participants responded that they “[.. .] don’t 

know.” Conversely, nearly 1 out of 4 answered “My entire career.” 

 What are the participants’ perceptions of their job descriptions? To our question, “Are you 

actually doing the work for which you applied?” participants were asked to pick from a scale of  

1 to 5: “1 - Extremely” (37.5%), “2 - Rather” (42.5%), “3 - I don’t know/I’m not sure” (7.5%), “4 - 

Somewhat” (12.5%), and “5 - Not at all” (0%). 

 Regarding their current job description, more than half of the respondents considered their 

job description to be well-defined (62.5%). By contrast, 22.5% answered that their description is 

not, while 15% did not know, or were unsure.

Recognition of Youth Worker Skills and Professional Identity

In Coalition Interjeunes’  survey, youth workers had the opportunity to write about the skills related 

to their profession that they would l ike to have recognised by society. From La Coalition ’s word cloud 

with over 100 responses to the question, six areas of expertise are identified. Y4Y Québec’s survey 

asked participants to select 2 of the 6 areas of expertise for which they would l ike recognition (An-

nex 13). The most selected was “Interpersonal Skills & Communication” (nearly 80% voted for this 

as one of their two choices). We defined “Interpersonal Skills & Communication” in the survey as 

including: 

• Maintaining a connection with the youth and their team 

• Developing a sense of belonging (for both the youth and the workers themselves) 

• Empathy

• Patience 

• Calmness 

• Confl ict management 

• The abil ity to intervene (formal or informal)

• Active l istening 

• Unconditional welcome 

• Tactfulness

• etc. 

These responses will be further examined in the report’s discussion section. 

 There appears to be a tense relationship with the concept of “vocation” in the community 

sector.10 88% of respondents appear to have a strong attachment to their field of work, including 

35% who could not see themselves doing any other job (Fig. 5). 

10 The term “vocation” should be understood here as “a type of work that you feel you are suited to doing and to which you should 
give all your time and energy, or the feel ing that a type of work suits you in this way” (Cambridge Dictionary).
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 In our survey, we wanted to better understand youth workers’ perception of (a) advancement 

opportunities in their organisation, (b) the support they feel from their team, (c) their expertise, 

(d) their workload, (e) their work-l ife balance, (f ) the importance of their work with youth, and (g) if 

Québec society values their work. Selecting 1 implies that participants strongly agree, while 5 im-

plies that they strongly disagree.

Fig. 6 - Multiple Questions in Relation to the Recognition of Youth Workers’ Profession
YOUTH WORKER SURVEY - 2024Q23:

Fig. 5 - What is your Connection to the Term “Vocation”?
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What do participants l ike most about their current jobs? Many 

mentioned the friendly work environment (particularly the collab-

oration and support from their team), their flexible working  hours, 

their autonomy, a diversity of tasks that keep the job engaging, 

and the connections they cultivate with youth. A few participants 

felt that “creating a sense of belonging in the community for English-speaking youth” was the most 

rewarding aspect of their work. 

 Many responses included a statement about the rewarding nature of their work, highlighting 

the direct impact they feel they have, the empowerment they experience, their abil ity to transmit 

knowledge, and a sense of sol idarity with their youth.

The challenges facing youth workers

We then asked about the negative aspects of their l ine of work. In our participants’ opinions, what 

are (or will be) the challenges they face as a youth worker? What are the challenges for people 

working in intervention? In what situations do youth workers feel powerless, uninformed, out-of-

touch, or simply uncertain of what to do? Do they notice any inequalities, injustices, or inequities 

within their organisations, or the community sector more broadly, that deserve to be addressed? We 

grouped their responses into six categories: (1) resources l imitations, (2) workload and training, (3) 

communication barriers, (4) administrative demands, (5) generational differences, and (6) inequali-

ties in representation and accessibil ity.

1. Resource Limitations

All responses to the questions above made reference to a lack of resources in their organisa-

tions. This can refer to a lack of staff support, inadequate working conditions, and/or a lack of 

information about available services in their region. Many youth workers feel l ike they do not 

have the tools to support their youth effectively, as if they are “expected to “fix” [their youth] 

with one meeting.” A lack of time with youth was mentioned at least 13 times in the survey:

 

There are many conclusions to be drawn from this table. There are disparities regarding advance-

ment opportunities across different community organisations, as well as a lack of awareness of what 

these advancement opportunities may be (nearly half of the responses were “3 - Undecided”). Re-

spondents’ perceptions of their field of expertise, and the importance they place on their work, is 

very strong/positive. Responses indicate that, in general, youth workers find it difficult not to feel 

preoccupied by work-related issues once their days are done; achieving a work-l ife balance is chal-

lenging for some. Finally, many youth workers do not feel l ike the community sector work they do is 

valued by Québec society. 40% disagreed that the “[.. .] community sector work is valued by Quebec 

society,” while 37.5% were undecided, and 22.5% agreed.

2.2. QUALITATIVE RESULTS
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“Intervention is not a ‘’typical’’ [ job] which has tasks [that have a clear] start and an 

end. Sometimes, interventions may span for weeks, months and even years without 

tangible results. Respecting youths’ rhythm implies being patient, not expecting im-

mediate results or feedback - even more important - not expecting results according 

to one’s own desires and expectations.”

A lack of time with each youth is compromising the outcome of the interventions. One partic-

ipant explained: “The main challenges are building genuine trust with the youth 

and community. It takes time and some programs are very short.”

   There appears to be a shared feel ing of powerlessness due to the 

“lack of available resources in the community and the health system[,] where 

[.. .] waiting l ists are abominable.” Nine participants emphasised the chal-

lenges of “helping English-speakers in a predominantly French[-speak-

ing] region[;]” respondents from the regions of Montréal, Estrie, and the 

Laurentides raised this issue most frequently. A participant shared that they feel 

most powerless when they do not know how to refer youth to the proper ser-

vices, and when their youth are not able to afford certain workshops/programs/

services. “I was powerless when my [organisation’s] space was taken away (at 

least 3-4 times over the last 12 years).”

Case work overload was consistently mentioned by various participants. One wrote:

“It’s important to show up well-rested, ready to engage and connect with youth, but 

this can be difficult to do when there’s so much work/prep/emails to take care of at 

home. It creates a cycle of exhaustion and the quality of the work is negatively affect-

ed by this lack of support.”

Six participants highlighted the lack of resources in the health or social sectors, particularly 

when it came to having resources accessible to English-speakers. Some wrote about “many 

English-speakers not [being] aware of what is offered in [their language],” while others point-

ed out that there is a lack of these resources across the board.

2. Workload and Training

Unrealistic workloads and insufficient support from supervisors or colleagues can lead to 

feel ings of powerlessness, especially in crisis situations. Participants’ responses delved into 

those struggles, often focusing on working with youth who are “experiencing different lev-

els of behavioural issues/neurodiverse participants/mental health struggles.” Other subjects 

were mentioned, such as discipl ine and confl ict resolution, laws, domestic violence, immigra-

tion, neurodiversity, and a lack of knowledge regarding local external support (see the previ-

ous section discussing resource l imitations).
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  Nearly every respondent to Y4Y Québec’s survey reported feel ing overwhelmed by the 

amount of tasks youth workers are required to do, and that the workload can be “unrealis-

tic.” For project-based or on-call workers, there appears to be difficulty creating “boundaries 

around getting paid well for preparation[,] planning hours,“ and travel time - especially for 

those with long-distance commutes. There are cases where a lack 

of knowledge around a job’s specific description, from “staff not 

understanding [the] role and misusing [the worker ’s time]” - can 

create frustration. The community sector often appears to be an 

environment in which workers need “to wear many different hats 

at a time.” When asked to select their current job title from a l ist 

(which included the option of “other,” Annex 3), nearly half of the 

participants (18) chose more than one. Another consequence of 

youth-serving organisations lacking in both funding and workers is to put youth who desper-

ately need the help on waitl ists. 

  All of this creates an emotional and physical toll on youth workers. Survey responses 

mentioned “compassion fatigue,” “burnout,” and “emotional and physical labour.”

3. Communication Barriers

Some of the complexity of youth engagement and interventions appears to be l inked to com-

munication barriers. The two most repeated concerns were “[not] knowing where your respon- 

sibil ity in a situation ends and lands on someone else,” and not knowing when, how, or whom  

to reach out to when feel ing overwhelmed. 

  Another communication issue is caused by language barriers. Some youth workers may 

speak French, but might not be fluent “[.. .] [at] big table meetings where people speak so fast 

[.. .]” Furthermore, there is a lack of service accessibil ity when youth are English-speakers and 

services are being offered in French. Multiple youth workers have “major concerns” on this 

matter.

  One participant wrote: “I many times feel powerless when English-speaking [y]outh and 

[famil ies] share difficulties in accessing resources and information in English in Québec. How-

ever, due to language laws, I feel constrained in how much I can help.”

Another communication barrier, l inked to generational differences, will be explored below. 

4. Administrative Demands

Most youth workers are confronted with issues relating in some capacity to administration. To 

secure and maintain funding, there is a need for “constant administrative work.” Some organ-

isations need diversified funding, requiring more hours to be spent on these administrative 

tasks, which, in turn, requires more funding to complete. This cycle is experienced by multi- 
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ple survey participants, particularly those working in small organisations (“1-5 staff” bracket, 

from Annex 6). Dealing with such administrative tasks often falls onto the shoulders of youth 

workers and “take[s] away from actual intervention with the youth that need the support.” 

  Moreover, there are various mentions of “misal ignment between [.. .] leadership expec-

tations and real ity.” Multiple participants shared their frustration when having to follow de-

cisions that do not feel compatible with their real ities at work. “Sometimes, I feel powerless 

when I observe decisions [made by the] leadership in my organisation [.. .] that do not al ign 

with the real ity our cl ients face.”

  On a smaller scale, we observed discrepancies between youth workers and their su-

pervisors or coordinators. A participant shared that they are forced to take accountabil ity for 

“organisational mistakes.” This creates “a lot of stress and more work for [them] to take care 

of.” More broadly, youth workers feel undervalued “when there are changes that affect [their] 

job[s,] [and they are] imposed [through] a top-down approach.”

  Some project-based youth workers mentioned sometimes experiencing a lack of sup-

port from the host teacher(s) when leading a project in school classrooms. These youth work-

ers l inked this struggle to a much larger issue: the perception that “the work of artists in 

schools/community centres doesn’t seem to be valued or understood” and that “[.. .] govern-

ment funding for the arts receives more cuts every year.” 

  A few participants (3) mentioned the pressure of being self-rel iant, and shared how 

tough it was to ask for support from colleagues. A participant shared that they felt ignored 

when proposing solutions to problems, which seemed more prevalent in larger organisations 

(“More than 20 staff” bracket, from Annex 6). Another participant highlighted the “[.. .] individ-

ualism [.. .]” that appears, to them, to taint the Québec community sector. 

5. Generational Differences

When writing about the difficulties of their role as a youth worker, multiple participants wrote 

about the challenges of “effectively adapting programming to the l ived real ity of youth, [and] 

motivating youth to [attend their] programming.” A mental health youth worker mentioned 

their difficulties with reaching the male youth demographic, while another participant dis-

cussed their difficulties in “attempting to reach/engage parents in the process.”

  Several respondents noted feel ing out-of-touch with current youth trends, slang, and 

social media habits, which affected their abil ity to connect with the youth they serve. “I feel out-

of-date in response to youth vocabulary, trends, [and] social media usage.” As mentioned previ-

ously, the central element of youth intervention is the relationship that is created. It  takes time 

not only to have the youth come use the organisation’s services, but also to have them feel com-

fortable talking to staff members. There might also be a “confl it de valeur” between generations.   
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  This generational gap, furthermore, is not only tangible between workers and the youth 

they are supporting. A youth and self-described “baby-faced” participant shared the feel ing 

of being “oftentimes disregarded [or] not taken seriously [also] by colleagues.”

  Finally, a few participants challenged the definition of 

“youth” in their survey responses. According to their commu-

nity organisations’ definitions, they are youths themselves, of-

fering services to other youths. One participant wrote:

“As a 30-year-old myself, who would be considered a 

“youth,” I feel this term does not accurately represent 

me, nor do I associate myself with it . I just question if 

this is a turnoff to other older adults in the communi-

ties that we are trying to reach? Maybe they also see 

the word youth and don’t associate it with themselves 

and thus miss out on opportunities for those aged 15-

30. Additionally, 15-30 is a VERY large age group range. 

In my role, I have to decide if I keep it as one big group with different ages or divide it 

up further into teens 15-20 and 21-30. The l ived experiences and needs of a 15 year 

old and 30 year old differ greatly.”

 

6. Inequalities in Representation and Accessibility

We will now highlight the inequalities, injustices, and inequities in the community sector as 

presented by our participants. Many of them named larger societal inequities that persist 

in the community sector and the non-community sector al ike: racism, colourism, ableism,  

transphobia, enbyphobia, and classism. There is a percep tion that the community sector re- 

produces society’s systemic oppressions, including those where “individuals are [.. .] judged 

based on their appearance, [including, but not l imited to,] gender and ethnicity.” 

  There is a lack of cultural diversity in the sector. One participant writes: “[.. .] many in-

tervention workers are white and the youth they’re interacting with is QTBIPOC,11 which cre-

ates and exacerbates [an] existing power dynamic and reinforces white saviorism.” There are 

also very few youth workers hired from the LGBTQIA+12 community. A participant wrote:

“[.. .] [We] are simply creating a mould of what a community worker should look l ike 

rather than what they can offer our communities. Our communities consist of so many 

backgrounds and it’s crucial to have that depicted in the workers we send out to work 

with them.”

11 QTBIPOC: Queer, Trans, Black, Indigenous People of Color.

12 LGBTQIA+: Lesbian, Gay, Bisexual, Transgender, Queer or Questioning, Intersex, Asexual, and more



17

 One inequality that differentiates the community sector from many others is its lack of men, 

something mentioned by our participants on five separate occasions.13 From some of our par-

ticipants’ perspectives, there appears to be a preconceived notion that youth respond better 

to female youth workers than to male youth workers.

 

  There appears to be a “need for more men in this field.” However, a participant re- 

flects: “I find male youth workers tend to be treated with less respect by female coordi- 

nators... especially men of colour.” There appears to be tensions between the concept of 

“masculinity” and jobs involving caring for youth. There is a clear lack of youth workers who 

identify as men, although, according to our responses, there is no clear evidence as to the 

reason for their low numbers. More research ought to be conducted on this particular issue.

  When discussing inequalities, nine participants wrote about funding disparities and  

accessibil ity issues for l inguistic minorities. The “growing needs of [these] communities” seem  

to be confronted by “language barriers here in Québec.” These barriers can take the shape  

of “turning away certified employees for fail ing a French test,” or bil ingual employees  

in Francophone positions turning down Anglophone case files. This last element emerged  

more frequently in urban contexts than rural ones. 

  The issue of accessibil ity to services in remote areas emerged on multiple occasions 

throughout the survey responses. There appears to be “no incentive to work rurally, where 

often the demands and difficulties can be accentuated due to lack of accessibil ity to ser-

vices, socioeconomic status, education level, [and] l imited employment opportunities.” Two 

partici- pants wrote that not only does employee retention seem to be particularly difficult in 

rural areas, but youth engagement too. A youth worker mentioned transportation l imitations, 

including the lack of public transit, as one factor in whether youth can benefit or not from 

services.

  As mentioned previously, youth workers who are themselves youth (up to age 30) can 

face certain issues because of their age. One participant shared: 

“I think something really important to note is how many youth workers are actually 

youths ourselves. We are both at the frontl ines, supporting our peers and simultane-

ously experiencing similar challenges as them. There is a lot of ageism in the commu-

nity sector and youth perspectives are highly sought after but rarely valued. A big part 

of the burnout I’ve seen my fellow youth-workers face can also be attributed to the 

experiences they face personally and at work and, in particular, due to hostile and/or 

toxic work environments.”

 Multiple respondents mentioned that younger workers sometimes face their ideas or per-

spectives being shut down due to their lack of experience. “[.. .] [In] real ity, some of the ideas 

they propose could be valuable (even if not in their original proposed form) due to their new  

 

13 This emerged without any questions directly addressing gender representation.
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approach/perspective.” There sometimes appears to be a “gap [.. .] between what many organ-

isations practice and what they preach.”

  When it comes to remuneration for intervention work, many respondents perceive in-

equalities between the public and non-profit sectors. According to our responses, the salaries 

in the community sector are “much [lower]” than those in the public sector. Multiple partici-

pants shared the feel ing of being taken less seriously working in the community sector than 

they would have in the public sector. In the education system, community sector services 

are sometimes seen as “less important[,] and [as] a “bonus” rather than a key part [of a 

youth’s journey].”

  In the community sector, there appear to be major disparities in working conditions 

between organisations. The community sector “is far more underfunded and 

unstable than the public sector.” Some youth workers do “not have access to 

a pension or insurance of any kind.” For the same job, organisations offer “very 

uneven” salaries and benefits (including the number of paid days off ). One 

participant wrote: “This needs to be addressed, and would make enormous 

steps towards [stemming the] attrition [rates] of skilled workers if we did ad-

dress it .”

     On the subject of pay disparities, one participant shared a positive ex-

perience they recently had at work: “a pay equity consultant/agent came in to evaluate the 

job positions and [formulated a set of ] criteria [for workers to] receive [their] deserved pay 

(level of education, workload, type of job etc.)“ This may prove to be one tool to address this 

particularly glaring issue in the community sector.

  Another concern is the correlation between an organisation’s funding and its mission. A 

participant suggested that the more general the mission, the smaller the funding (see the Dis-

cussion section of this report). Multiple respondents highlighted the stress that comes from 

working in a sector that rel ies on “subsidies to be able to achieve [the organisation’s mission].”

  Some survey responses suggested an issue of cohesion in the community sector. One 

participant reflected on the sector ’s structure: “[it can be difficult when] community groups 

work in silos and do not [.. .] see how another service can complement what they have to offer.” 

Another response mentioned the need for more support and sol idarity amongst community 

network organisations.

  While acknowledging the aforementioned concerns, our participants shared various 

advantages the community sector still has over the public sector. These include more flexibil-

ity, being “better equipped to deal with crisis,” having more grassroots energy, and being more 

rewarding. On that last note, a respondent reflected:
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“The community sector has more flexibil ity to adapt quickly and run programs that 

reflect the direct needs of people in the community. There are [fewer] hoops that you 

have to jump through in order to make an idea a real ity. It’s easier to meaningfully en-

gage the people so that the community feels as though they have an actual voice in 

our society. It’s also possible to be more progressive in our approach to many kinds of 

issues because we are not restricted by the same policies as the public sector, which 

can lay the ground[work] for meaningful societal change.”

Community workers will oftentimes get to know the youth far better than they would have 

in the public sector. A participant who worked in both sectors underl ined the additional care 

and time they were able to invest in their connection with the youth in the community sector 

than in the public:

“A community sector-role can be for and by community. Community sector jobs should 

be dedicated to building up and supporting [the] community, and would therefore  

represent the plans, needs, and goals of the communities they serve. A public sector 

role is focused on representing the plans and goals of the institution it represents.”

We ought to mention that 11 of our 40 participants did not know how to answer what the dif-

ferences were between working in the community sector and working in the public.

  One of the issues with the profession of youth worker is having to challenge, on a daily 

basis, the preconceived ideas that society can have about the job. See more by consulting 

Annex 10. 

Perspectives on Education and Experience in Community Youth Work

The survey responses indicate nuanced perspectives on the role of experiential knowledge versus 

formal education in community work. Many participants affirm that, while formal education pro-

vides valuable theoretical knowledge and tools, hands-on experience is equally, if not more, crucial 

for effectively engaging with youth. At least two participants shared that even though they do not 

explicitly use their theoretical knowledge daily, it was helpful in making them feel more confident 

in their positions and in their decision-making. Another participant mentioned that their diploma 

“reassures the cl ients” as well. Participants who favoured experiential knowledge stressed its perti-

nence in their “understanding of community issues,” developing crucial “soft skills such as empathy, 

communication, and problem-solving,” and in fostering a “genuine passion for helping others[,] and 

a commitment to the community.” One participant, instead, bel ieved that the importance of each 

style of education depended entirely on the situation:

“I think [that having a formal training] simply makes it that you have more tools in your 

belt, so it’s easier to intervene with youth. But I’ve met individuals who do a fantastic 

job and they don’t have a background in intervention. I’ve also met people who have a 

background with intervention and don’t know what to do in certain situations. It de-

pends on multiple factors.”
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Participants’ perceptions of the hiring process varies. Some organisations require “a certain level of 

education and experience prior to coming to work in intervention,” even if they place a lot of impor-

tance on “how people carry themselves and if their personalities are al igned with the values of the 

organisation.” Other organisations put experiential knowledge at the forefront of their hiring pro-

cess, even when “many [employees] also have extensive education in related fields.” Most respon-

dents appear to agree that whatever formal education and experiential knowledge youth workers 

have, on-the-job training is essential. 

Onboarding Needs and Support for New Youth Workers

1. Comprehensive Training and Support

There is a significant emphasis on the need for adequate training for and mentorship of youth 

workers. New youth workers often feel unprepared due to a lack of real-world cases, struc-

tured training, and shadowing opportunities with more experienced colleagues. One partic-

ipant pointed out the “large discrepancy” between what they were taught while training to 

work with youth, and what to do when actually working with them. Other respondents under-

l ined the lack of support during their onboarding: “[l ittle] to no psychological support,” a “lack 

of network,” and a “lack of knowledge transfer.” One youth worker shared feel ing unsettled 

when they do not receive concrete training, especially when “l iabil ity [was] concerned[;] I 

think it’s critical to properly train and prepare incoming youth workers.” Solutions offered by 

our participants included: “support groups for knowledge and story sharing,” “less ‘top-down’ 

dissemination of a structured curriculum,” and “more [.. .] informal support network[s].”

  Starting a job as a youth worker can be challenging 

because it is a process that requires both time and plenty 

of resources. Overlooked tasks can include: learning the 

organisation’s mandate, deciphering the different com-

mitments the role contains, understanding the various 

moving parts of the organisation’s structure, and discern-

ing “who to go [to] for what.” Some roles are particularly 

difficult to define. One participant gave the example of 

outreach work: “it has to take several months for some-

body new to start[,] to accommodate to what the practice 

really is[.] [This requires] proper support from somebody 

well grounded in the organisation[,] and patient enough to 

go through that process every week with the newcomers.” 

The necessity of a mentor-type figure may overburden the 

more senior youth workers, unless funding and personnel 

can be spared for this role. A respondent shared:



21

“I think employee training is underrated and needs more investment. I have never been 

trained in my role [.. .] It was hell. I learned everything on the job, without guidance. I 

have witnessed many colleagues and interns leave the field due to the lack of training 

and support. It takes a long time to become a great [.. .] youth worker but it’s hard to 

actually get to that point when people are given l ittle to no guidance in their first year 

of employment. I would love for training to be mandatory and done on a monthly basis. 

I would love to see more training programs for community organisations that focus on 

supporting cl ients’ mental wellness, crisis intervention and de-escalation techniques, 

DEI [diversity, equity, and inclusion] training to help people develop cultural fluency 

and sensitivity, budget, [. . .] time management, [and] personal development.”

That plenty of youth workers “[.. .] come and go [.. .] doesn’t encourage newcomers.” The gap 

between what new youth workers need and what their organisations can offer them can lead 

to helplessness, burnout, and, ultimately, to feel ing uncertain about staying in the profession.

  The question of training is pertinent when discussing new youth workers, but also for 

the profession at large. One participant reflected: “I often find the training workshops are 

more geared towards new/onboarding staff and not expanding on existing skill sets. The train-

ing has met my basic needs, but I feel l ike we are not up to date with working with special 

needs/neurodiverse youth (which are a large part of our participants) and with some of the 

special ised skills that we advertise, but not all staff are fluent in offering these skills.”

  When asked about their employee training, survey responses highlight a diverse range 

of experiences. 6 participants did not receive any particular training for their specific role. 16 

participants received some sort of training, ranging from minimal and “uninspiring” to not be-

ing tailored to their role or their real ities. One respondent shared: “I received a 3-hour training 

before starting my position which was more [of an] info-session [.. .] than anything. I wish I 

could’ve worked [with] the person in the previous position for at least a week.” Nearly half of 

the participants (18), however, did report receiving adequate training, with an average of one 

to two sessions or workshops per year.

  The issue of finances regarding training also emerged. Some participants are able to 

sign-up to relevant training sessions in collaboration with their managers, during billable hours 

and with fees covered by the organisation. Others have had to enrol and pay for their training 

(on their own personal time), or resign themselves to having no tailored training whatsoev-

er. One participant made clear that while training is essential to get special ised in their role, 

there is no pay raise “for being more skilled.”  

  Most respondents expressed their preference for ongoing professional development, 

especially hands-on, applied training, over more theoretical sessions. Youth workers who re-

ceive this type of training reported feel ing “fresh,” being up to date with modern tools, and 

having pertinent, contemporary knowledge. Subjects on which there appeared to be a lack of
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 training included mental health, trauma-informed care, cultural sensitivity, and community 

engagement. A participant mentioned that conferences in their regions are offered only in 

French, and called for training sessions to occur in English as well.

  There appears to be a general consensus amongst our participants that more struc-

tured and comprehensive training is essential for enhancing youth workers’ effectiveness 

and job satisfaction.

2. Clear Expectations and Boundaries

According to the survey results, many experienced youth workers, and many of those who are 

new to the field of work, struggle with unclear job descriptions and the pressure to perform 

without a comprehensible framework. Establishing roles, responsibil ities, and boundaries is 

crucial to prevent overwhelm and ensure that youth workers understand their tasks and can 

prioritise effectively. In some organisations, it appears that it is difficult to “prioritise your 

needs as a worker, [know] how to put l imits and say no, [and] learn coping strategies that work 

for [the employee].” An emphasis on the staff member’s wellbeing is not always an organisa-

tional priority, so it falls to the workers to learn on their own.

  Furthermore, knowing when and how to refuse to take on “more responsibil ity [than] 

is real istic” was discussed in our survey responses. It requires clear roles to understand if 

what a youth worker is being asked to perform is legitimately part of their job. The em-

ployee may “[worry] that if [they] say no or question something [they] will be seen as not 

[being] a team player and will be cut at the next opportunity.” A youth worker reflected: 

“There is a lack of internal structure, which is then reflected in the lack of structure 

when working with youth. The description of tasks may be clear, but staff shortages 

can easily cause colleagues to deviate from their assigned duties. This leads to an 

overload of work and an increase in risk factors for burnout.”14

One solution that some participants suggested involved call ing upon their organisations  

to “insist [.. .] on a structure for breaks[,] a break [that] doesn’t include eating lunch  

with youth participants.” Developing certain boundaries with the youth can be beneficial  

for all involved.  Moving away from appearing as “friends” may help create a new dynamic 

that respects the youth workers’ needs and expertise, while allowing them to work more ef-

ficiently.

  Let us now briefly address the situation of youth workers who engage in more occa-

sional projects with youth, such as artists who facil itate workshops in schools or community 

organisations. There does not appear to be any established standards for what the facil itation   

14 Original text: « Il y a un manque de structure interne qui se reflète ensuite sur le manque de structure auprès des jeunes. La 
description des tâches peut être claire, mais le manque d’employé peut facilement faire déroger les collègues de leurs tâches 
attitrées. S’en suit alors par une surcharge de travail et l’augmentation des facteurs de risque face à l’épuisement. » 
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process should be, which can be very challenging for these artists. Our participants discussed 

the tension between being appropriately remunerated (expenses, taxes, presentation time, 

travel time, preparation time, etc.) and turning down a job because these expenses are not 

covered.

  Even in situations with clear contracts and expectations, many artist facil itators are 

experiencing difficulties in getting the respect they deserve. Many respondents mentioned 

the difficulties they have undergone in establishing a good relationship with schools and or-

ganisations. In an article published in Le Devoir  entitled “Schools are taking their time to pay 

artists“ (Carbasse, 2024),15 artist youth workers mentioned struggling to get paid on time 

after facil itating a workshop, as well as the additional stress of having to “chase after” their 

remuneration (Cara Carima, il lustrator, as cited in (Carbasse, 2024)). Author Chloé Varin shared 

this feel ing: “What I resent is the mental burden of always having to handle our affairs, doing 

constant follow-ups in the hopes of getting paid” (Carbasse, 2024).16 The lack of structure and 

recognition of artist facil itators deserves more research beyond what this report can offer.

3. Resource Availability and Network Building

New youth workers face challenges stemming from l imited resources and funding, which di-

rectly impact their abil ity to perform their roles effectively. Building a professional network, 

and accessing ongoing education, seem to be partial solutions in order to mitigate these 

challenges and enhance their capacity to support youth. When starting a new job without 

proper guidance and mentorship, one may feel as if they must do everything “from the ground 

up,” including “famil iarizing [themselves] with the community,” “building [relationships, and] 

a network of youth.”

  The onboarding needs for new youth workers are met with varying degrees of success 

across community organisations. The elements presented above are not only valuable for the 

early stages of a career in youth work - they will also help ensure personnel retention in a 

sector where the average length of career is not long.

Empowering Youth Workers: Overcoming Challenges and Recognising Expertise

What can organisations do to address the main challenges facing youth workers? In order of most  

to least selected, our participants answered: higher salaries (31), more psychological support for  

staff (20), better training/education (18), better structure with clearer definitions of tasks (16), more   

financial resources (20), fewer additional tasks not included in job descriptions (14), and more staff 

(13) (Annex 12). Other elements mentioned by participants included improved access to health and 

social services, and cl inical support. 

15 Original text: « Des écoles tardent à payer des artistes. »

16 Original text: « Ce que je déplore, c’est la charge mentale de devoir toujours être à nos affaires, de faire des suivis rigoureux 
dans l’espoir d’être payés. » 
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 There are calls for higher salaries and equitable pay for community workers, often being com-

pared unfavorably to similar roles outside of the community sector. These calls also come with 

demands for better job security, benefits, and the recognition of community work as a profession 

(rather than a “voluntary,” “fun,” or “easy” position) (see Annex 10). There is a pressing need for 

public awareness about the importance of youth workers, the complexity of their roles, and their 

day-to-day real ities. It is a job that in many cases involves intense emotional 

components. As previously mentioned, scrambling to maintain an organisation’s 

funding while navigating the more negative connotations surrounding commu-

nity work is a real ity faced by various youth workers.

 We asked our participants what elements of their professional expertise 

they would l ike more recognised. To do so, we gathered the 100+ self-reported 

skills from La Coalition Interjeunes ’  survey, and grouped them into six cate-

gories. We asked our participants to choose two categories they would l ike 

society to understand as essential youth worker expertise. Our results were as 

follows (from most to least votes): (1) interpersonal skills and communication, 

(2) original ity and personality, (3) professionalism and organisation, ( joint 4th) 

commitment in the field, ( joint 4th) academic/knowledge-based expertise, and 

(5) emotions and balance (Annex 13).

 Is it possible to see a job in community intervention as a l ife-long career path? Responses 

were polarised, with some strong “yeses,” “nos,” and many were unsure or undecided. Those youth 

workers who defended the long-term sustainabil ity of their career often mentioned the idea of a 

“call ing.”17 They also specified that changing jobs within  the sector might be the way to sustain a 

l ife-long career: “[we] may need to make different choices at different times in our l ives [in] order 

to take care of ourselves (change jobs for better job security, or stepping into a more administrative 

position if the emotional toll is too high at a certain time), but this is normal in any career.”

 Participants who expressed doubts about the long-term viabil ity of this career path pointed 

to many issues previously discussed in this report, including better working conditions and accept-

able pay. A participant mentioned: “[our remuneration] isn’t commensurate with that of other fields 

with similar qualifications and responsibil ities.“ It is not a question of having a ‘’luxurious” l ife-style: 

it is, instead, about being able to afford the ever-increasing cost of l iving without having to rely on 

savings, multiple jobs, or financial support (see Fig. 5). One respondent wrote:

“When youth workers leave the field, it is often due to a lack of respect in terms of 

compensation, recognition for their time and efforts, or inadequate support for their 

mental and physical well-being. If these issues were addressed, I bel ieve the commu-

nity sector would be taken more seriously and could drive more meaningful change.”

17 A “call ing” refers to “an activity that is a person’s most important job, esp. one in which the person has an unusually strong 
interest and abil ity” (Cambridge Dictionary). The term is often used as a synonym to “vocation,” but places less emphasis on the 
time and energy spent on the particular endeavour.



25

 More information about job insecurity emerged in response to our questions about long-term 

job stabil ity. Participants shared their feel ings of powerlessness in the face of job instabil ity: “[our] 

jobs are not deemed “essential” and [.. .] are always up for abolition when budgets are cut.” This 

stress adds to an already frequently emotionally demanding job. A youth worker noticed that their 

colleagues “last an average of 3 - 5 years [in the sector] and sometimes even less.” This al igns with 

our survey average of 1-5 years (Annex 5). 

 A participant shared their reflections on the particular case of working with English-speaking 

youth: “I would l ike to think [that youth work] is [sustainable as a profession], but with the language 

laws in Québec I think financial uncertainty is a real risk for English-speaking organisations.”

3. LIMITATIONS

Our research presents pertinent information about the job of English-speaking youth workers in 

Québec. However, it is essential to underl ine its l imitations.

 First, the size (n=40) and the nature of the survey sample prevents us from making sweeping 

statements, or point towards global trends regarding the profession of English-speaking youth work-

ers in Québec. Time and resources were l imited when it came to conducting this research report. 

While we sought to include participants from all health regions, we did not have any respondents 

from 5 of the 18 regions (see Annex 1). This may have hidden unique regional real ities from us, where 

certain issues might have taken on greater importance. This report does not pretend to fully repre-

sent the large and diverse population of youth workers across Québec.

 Second, our sampling method influenced the survey population. To help us both increase our 

participant count and reach specific participant characteristics (i.e. youth workers’ regions), we 

used the quota and snowball sampling methods. The snowball method rel ies on participant referrals, 

which may l imit diversity and skew responses based on existing networks. Furthermore, our survey 

participation was voluntary, meaning that those who responded could skew towards individuals with 

more strongly held opinions than others. 

 Third, a word about the survey’s accessibil ity. At 30-45 minutes with 40 questions, its length 

may have deterred potential participants who found it overly time-consuming, despite the financial 

compensation offered. This could have biassed our sample toward youth workers who are more in-

vested in, or available, for such research. Despite strategies being put in place in order to make this 

survey as accessible as possible, its length and complexity remain a possible hindrance.

 

 A fourth survey l imitation involves the nature of self-reported data. Our responses rel ied on 

self-reporting, which may involve bias - particularly if participants feel pressured to provide socially 

desirable answers or are hesitant to share critical views, even if done anonymously.
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4. DISCUSSION

Let us elaborate on five key elements we believe ought to be highlighted.

 First, when discussing the job of youth worker, terminologies and definitions are particular-

ly important, and sometimes difficult to navigate. It is a title that few of our participants officially 

hold, and as such, we frequently repeated our definition in the survey so as to avoid any uncertainty 

around its meaning. Is it a term that should be used as a job title in the community sector? Would 

this facil itate advocacy?

 Another definition that el icited confusion, at times, was “youth.” A few participant shared 

similar perspectives on the term:

“I always struggle with the definition of “youth.”  [. . .] As a 30-year-old myself, who 

would be considered a “youth,” I feel this term does not accurately represent me, nor 

do I associate myself with it . [. . .] Additionally, 15-30 is a VERY large age group range. In 

my role, I have to decide if I keep it as one big group with different ages or divide it up 

further into teens 15-20 and 21-30. The l ived experiences and needs of a 15 year old 

and 30 year old differ greatly.”

 

There are many differing age brackets used to define youth. Y4Y Québec, for example, defines youth 

as between the ages of 16 to 30, while La Coalition Interjeunes  uses 12 to 30. The Carrefours jeu-

nesse-emploi  (CJE) defines youth up to age 35. This tension can begin to explain why some people 

have a hard time associating themselves with the term.

 Second, “interpersonal skills and communication” was the area of expertise that youth work-

ers wanted to be most recognised for. After analysing our participants’ feedback, it is clear that this 

area of expertise ought to have included far more than the qualities we had initially attributed to it 

in our survey (see Annex 13). For example, the abil ity not to “[be] afraid to say no because if not the 

job will play an emotional toll,” as well as recognising the resil ience that comes with “[k]nowing that 

not everyone we meet will succeed but we do our best to support them.” 

 Third, youth workers feel most valued during moments of verbal appreciation and positive 

feedback (Annex 14). That said, youth workers also made it clear that what would be even more 

appreciated would be better working conditions with adequate psychological support, clearer task 

delegation and organisational structures, and the provision of relevant trainings.

 Fourth, there is a lack of funding for the community sector. One participant suggested that 

funding may suffer due to the vagueness of certain organisations’ missions, such as the Maisons des 

Jeunes (MDJ). While the MDJ play a vital role by working to empower youth and by tackl ing sensitive 

issues l ike mental health, the more general nature of their mission often unfortunately l imits their 

financial resources, thereby constraining their abil ity to adequately fulfill their mission.
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 However, one participant discussed how increased recognition of their profession may in-

crease its staffing shortages and exacerbate stress: “As this work is becoming more recognised and 

appreciated, organisations are requiring workers to have higher post-secondary education and qual-

ifications[;] however, they are [still] not able to compensate their workers adequately.”

 Finally, it is important to underl ine that the community sector exists in relation to other 

sectors, such as education, and health & social services. Cuts in these parallel sectors have a direct 

impact on youth workers’ abil ities to do their jobs properly, stripping them of various tools. If their 

youth need to wait months to have their health addressed, much of the youth worker ’s efforts may 

become irrelevant. 

CONCLUSION

This research report sheds l ight on the critical yet underappreciated service of youth workers to 

Québec’s English-speaking youth. By exploring the challenges they face - the lack of funding, l ittle 

job-specific training, and precarious working conditions - our findings corroborate the pressing need 

for major changes to ensure the continued viabil ity of this essential profession. If the gaps discussed 

in this report are not addressed, youth workers are at risk of burnout, diminishing their capacity to 

effectively meet the needs of Québec’s English-speaking youth.

 Moreover, the testimonies from youth workers gathered in our survey highlight the deep pro-

fessional and personal commitment they bring to their role. Their dedication often goes beyond for-

mal job requirements, highlighting the emotional and relational aspects of their work. This dedica-

tion, and not “vocation,” must be met with recognition and concrete support, such as stable funding, 

opportunities for professional development, and policies that address workforce retention.

 We wish once again to emphasise that this data, and our research, does not seek to judge the 

practices of any particular organisations. Instead, our intent is to shine a l ight on the state of the 

community sector, in relation to the youth populations who need it the most. By sharing this data, 

we hope to highlight the pressures faced by youth workers, and present the support that is urgently 

needed to preserve and strengthen this essential profession.

 This report is a call to action for pol icymakers, organisations, and society to collaboratively 

champion the recognition, val idation, and valorisation of youth workers. Strengthening this profes-

sion will not only empower the workers themselves, but will enhance the well-being of the youth 

they serve, ultimately contributing to the sustainabil ity of Québec’s youth sector.
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APPENDIX

Annex 1 - Number of Respondents per Québec ’s Health Regions 
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Annex 2 - Ethnicities of Participants

Options (participants could select multiple): African, European, East Asian, South Asian, South East 

Asian, Pacific Islander, Indigenous (First Nations, Métis, Inuit), Hispanic/Latinx, Middle Eastern, I pre-

fer not to answer, I don’t know, Other. 

Annex 3 - Current Job Titles
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Annex 4 - How did you get into Working with Youth?18

18 It was possible to select multiple answers for this question.

I began my career with a job in the commu-

nity sector.

35 %

I entered the community sector following a 

career change.

22.5 %

I turned to the community sector because I 

knew someone who worked there.
17.5 %

I have previously attended/used the services 

of an organisation similar to mine.

17.5 %

I entered the community sector through an 

internship.

12.5 %

I have used the services of my organisation 

before working there.

7.5 %

I turned to the community sector because it 

was the only option.

2.5 %

Other: spending time working with youth, 

active in student associations, “I felt a 

strong value al ignment, being  a youth my-

self who faced barriers to employment as I 

began building my career

35 %
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Annex 5 - Length of Service in your Organisation  

 

 

Annex 6 - Number of staff employed in the organisation 
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Annex 7 - Type of Contract

 

Annex 8 - How long do you plan to stay in the community sector as a youth worker?
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Annex 9 - What is the participants’ relation to the public sector, more specif ically the school and

health networks? 

Their answers go as follows:

 

 

For the school network: For the health network:19

I also work for the school network: 30% also work for the health network: 7.5%

I have already worked for the school

network: 35%

I have already worked for the health

network: 12.5%

I would eventually l ike to work for the school 

network: 15%

I would eventually l ike to work for the health 

network: 15%

19 Includes CISSS (Integrated Health and Social Services Centres), CIUSSS (Integrated University Health and Social Services
Centres), CLSC (Local Community Services Centres), DPJ (Directors of Youth Protection), etc.

Annex 10 - What are the Preconceived Ideas or Prejudices that People have about your Job?



35

 

Annex 11 - Do you think that Youth Organisations in Québec do enough Prevention?

 

 

Annex 12 - What can Organisations do to Prevent and/or Overcome some of the Main Challenges

Facing Youth Workers?

 

 

 

Annex 11 - Do you think that Youth Organisations in Québec do enough Prevention?
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Annex 13 - What are the Two Areas of Expertise you would like to be more Recognised for?
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Annex 14 - When do you Feel Valued in your Work? When do you Feel most Undervalued in your

Work?
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Annex 15 - Is it Possible to see a Job in Community Intervention as a Life-Long Career Path? Why?
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