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In the frame of the economic and social cohesion politics that the European Union develops, the Structural Funds 
complement their general interventions with the Communitarian Initiatives proposed by the Commission to support 
general action lines of specific nature for all the member States.

EQUAL C.I., promoted by the European Social Funds, is part of an integrated strategy for employment. Their main aim 
is to fight against any type of discrimination and inequality produced in the labour market and, particularly, against those 
based on sex, race, ethnic origin, beliefs or age.

To reach this objective, the Equal projects should have an innovative content, designed and developed through devices 
of cooperation between entities of different nature (Development Partnerships), based on equal opportunities between 
men and women and a final aim, that is, the transference of good practises to the general politics of the country members.

The Equal initiative is organized starting from the definition of working fields called thematic areas around four axis 
defined by the European Commission based on the European Strategy Guidelines for Employment depending on the 
analysis of the most discriminated situations detected in each Member State.

Transnational cooperation is understood as an essential part of the working programmes of the projects that are funned. 
The added value is the union of efforts for the joint search of solutions that allows supporting on the experience of the 
others, increases our own action capability and avoids the duplicity of efforts when checking different solutions.

This transnational publication is the result of the cooperation that has been developed around the “New Labour Market 
Possibilities” Project in which the efforts of three different countries have been gathered around four projects, all of them 
in the so-called Axis 1: “Insertion Labour Capacity” and intends to show several practises we have experienced in the 
different projects and are being successful.

Selected among several actions carried out in the mentioned four projects we have gathered only those which, in the 
opinion of all, would have broader applications, beyond the context they were designed to fulfil. We introduce them 
hoping they will result interesting for technicians or organizations that are working with the objective of moving away 
any discrimination situation and who are committed in the fight against social exclusion.

Transnational Coordination Team

INTRODUCTION
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This guide has been structured according to the following sections:

Brief on Equal objectives

Introduction to New Labour Market Possibilities Partnership 

Information records

Purpose and process of the guide

GOOD PRACTICES observing two levels of analysis:

MODEL I: 

Those good practices where we have provided data on the side of each partner connecting all cooperation 
members creating integrated working models. 

MODEL II: 

Those good practices that offer solutions to overcome those weaknesses detected in the process.

Therefore, under these two levels of analysis, one could understand that the good practices presented in MODEL I are 
specially aimed at politicians, decision-makers and at the relevant public administrations and private entities’  representatives. 
While those in MODEL II would be more interesting for technicians working directly or indirectly with social-labour 
excluded collectives.

HOW TO USE THIS GUIDE
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To fight against any type of discrmination and inequality produced in the labour market. Particularly, on grounds of sex, 
ethnity, religious beliefs,  sexual orientation, discapacity or age. 

To mobilise all relevant bodies to work jointly to face especific problems on discrimination and inequalities

To guarantee resources optimization gathering experience and knowledge of participating partners. 
The Equal initiave introduces a new way of designing and executing programs, based on the participation of diverse 
entities in the so-called Development Partnerships (DP).

Principles
The basic principles:	

Transnational cooperation	
Institutional cooperation and empowerment 	
Equal opportunities  	
Complementarity	
Thematic approach and Integration 	
Concentration	
Innovation	
Transferability to general policies 	
Promotion of Information and Communication New Technologies 	
Elimination of barriers difficulting access in conditions of equality	
Measures in favour of the environment

EQUAL OBJECTIVES
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DPS involved:
NETHERLANDS (LEIDEN): TRIPLE WIN METHOD
GERMANY (LÜNEN): COMPETENCE AND DIVERSITY
GERMANY (BERLIN): KUMULUS-PLUS
SPAIN (ZARAGOZA); EMPLÉATE

The aim of our transnational co-operation is to test and develop new ways  and methods to improve the integration of 
disadvantaged groups into the labour market. 

On this basis, the axis of common interest are defined by the following two goals: 
1) to develop innovative strategies for the improvement of labour market integration of migrants and other disadvantaged 
groups; and 
2) to open up for employment possibilities at private and public employers for this target group. 

There is a common specific interest on multiculturalism, in particular regarding the immigrant people. In addition, there 
is a horizontal concern for gender equality and people with disabilities. 

Our common target groups include:
a) Unemployed people facing discrimination, in particular immigrants
b) Entrepreneurs and public and private employers
c) Local authorities (social authority, labour offices etc.)
d) The general public

We have emphasized the developing of tools and methods to secure long-term results and to make them public in all 
the participating countries. Furthermore, we tried to influence national labour market strategies on the basis of this 
knowledge. In this mainstreaming process, we would like to involve politicians and decision makers on all levels.

NEW LABOUR MARKET POSSIBILITIES PARTNERSHIP
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Four transnational conferences

1st.  TRANSNATIONAL CONFERENCE – LEIDEN 
(22-24/09/05)
“NEW LABOUR POSSIBILITIES’ KICK OFF CONFERNCE”
In September 2005 the first conference of the 
Development Partnership New Labour Market Possibilities 
was held in Leiden, Holland, organized by the Dutch DP 
Triple-Win Method. 

Conclusions are available in the Conference Minutes 
prepared by our Dutch Partners.

2nd. TRANSNATIONAL CONFERENCE – BERLIN 
(5-7/02/06) 
“ASSESSMENT METHODS”
The aim of this conference was to intensify the exchange 
of knowledge and to give opportunity to enhance the 
cooperation among the transnational partners and 
between other people working with minorities and 
integration issues.

Conclusions are available in Conference-booklet.
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3rd. TRANSNATIONAL CONFERENCE AND STUDY 
VISIT – ZARAGOZA (5-7/11/06)
“INSERTION PATHWAYS AND ENTERPRISE START-UP”
The objective of the third conference were focused on 
the analysis and comparison of the different itineraries 
of insertion for beneficiaries of our projects and the 
creation of new businesses including the perspective 
of gender and the conciliation fo the different aspects 
of life. 
In the study visits, the transnational parters visited 
among other organizations, the area covered by the 
Empléate Project and the CEDIS, where the cases are 
selected and the itinearies for insertion are designed. 
Conclusions are available in a CD.

4th. TRANSNATIONAL CONFERENCE – DORTMUND (12-
13/03/07) 
“HIDDEN TALENTS OF EUROPE – MIGRANTS, STRENGTHS, 
ECONOMY”
The international conference started with the goal to 
put the talent and potential of migrants into the centre 
of attention. More than 200 participants from the whole 
of Germany and European partner countries such as 
France, Spain and the Netherlands took part in the event 
in the DASA in Dortmund.
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2nd. STUDY VISIT: BERLIN (10-11/05/07)
The topics of the transnational study were intercultural 
career guidance, vocational and other kinds of counselling 
offered by organisations set up by and for foreign 
nationals, and cooperation between private and state 
organisations for the purpose of promoting employment. 

Conclusions are available in a CD.

Three Study Visits:

1st. STUDY VISIT: LÜNEN 20-22/09/06
The thematic focal point to examine and to discuss was 
“Opening up public and private enterprises to a better 
integration of migrants and other disadvantaged groups 
in the labour market”.

Conclusions are available in the Minutes of the Study 
Visit.
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3rd. STUDY VISIT: LEIDEN (27-28/09/07)
In September our partners from Triple Win organized 
our last Study Visit: “New instruments and education 
for job integration”. The aim of the study visit was to 
show Dutch good practices regarding instruments that 
are used in Holland to help people (mostly ethnic 
minorities) toward work.

Conclusions are available in NLMP NEWSLETTER 
NOVEMBER 2007.

The following are the thematics we have been working on from the beginning of the project:

WORKGROUPS

Insertion pathways
Opening up of private and public enterprises to improve the participation of migrants in the labour market
Methods for professional orientation
Empowerment, is there any other way?
How to start business

WORKSHOPS
Gender
Ethnic minorities
Professional assessment of migrants
Intercultural mediation
Integration practise
Abilities & competencies of migrants

All our activities and experiences have been gathered in our bi-montly NEWSLETTER and New Labour Market Possibilities 
shares a common web page: www.equal-labour.com



Purpose and process 
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PROJECT   EMPLÉATE

CITY   ZARAGOZA  (ESPAÑA)

INFORMATION 

Instituto Aragonés de Servicios Sociales
Avenida Cesareo Alierta, 9-11
50008 ZARAGOZA (ESPAÑA)
Teléfono: 00 34 976 71 56 67
Fax: 00 34 976 71 56 01
e-mail:pmachin@aragon.es 

WHO IS IT AIMED AT?

First and foremost, at people who live on the left bank 
of Zaragoza, job-seekers, who are having difficulties 
entering the labour market.

The project seeks complementarity with Social Services 
Policies and Human Resources of our region. Our 
objectives: experiment an integral model improving the 
position of citizens with great social and labour insertion 
difficulties, reducing insertion time and integrating 
people with major difficulties into the labour market, 
building insertion pathways with them, always 
accompanied by technicians that will take care of 
assessment and mediation within the enterprise as well 
as all the the necessary measures.

INFORMATION RECORDS

DEVELOPMENT PARTNERSHIP “SARAQUSTA”

COOPERATION PARTNERS    29

Departamento de Servicios 
Sociales y Familia

DP COORDINATING 
ORGANIZATION

DP MANAGING 
ORGANISATION

Instituto Aragonés de Servicios 
Sociales

Instituto Aragonés de EmpleoPUBLIC 
ADMINISTRATIONS Instituto Aragonés de la Mujer

Instituto Aragonés de la Juventud

Ayuntamiento de Zaragoza

Sociedad Municipal de Rehabilitación 
Urbana de Zaragoza, S.L.

Instituto Municipal de Empleo y 
Fomento Empresarial de Zaragoza

SOCIAL AGENTS

CIVIL SOCIETY

Unión General de Trabajadores de 
Aragón

Unión Sindical de Comisiones 
Obreras de Aragón

Confederación Empresarial de 
Zaragoza

Confederación Empresarial de Aragón

Red Aragonesa de Entidades Sociales 
para la Inclusión (12)

Comité Español de Representante 
de Minusválidos Aragón (3)
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BUDGET 2005 - 2007

2.600.271,16

T. TRANSNATIONAL

T.NATIONAL

136.856,38

2.737.127,54TOTAL PROJECT

2005

802.155,38

FSE aid Contribution of the D.P.TOTAL

1.300.138,58

68.428,19

1.368.563,77

Total in euros

1.300.138,58

68.428,19

1.368.563,77

2.649.560,00

Execution plan 2006

995.766,30

2007

939.205,84

1. Social and Labour Dynamization Centre.
2. Unemployment training.
3. Conciliation of personal, familiar and social life. 
4. Complementary measures to training and insertion. 	

Support to people with disabilties. Elimination of barriers. 	
Motivation – Attraction – Orientation of people with difficulties. 	
Sensitizing and mediation in the labour field. 	
Approaching measures to the enterprise. 	
Sensitizing in conciliation. Campaign.

5. Training for trainers, personal and specialized agents. 
6. Transnationality. Project “New Labour Market Possibilities”.
7. Action 3.

www.equal-empleate.org

ACTIVITIES
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PROJECT   TRIPLE WIN METHOD

CITY   LEIDEN  (HOLLAND)

INFORMATION 

ROC ID College
Bredewater 22 / Postbus 7229 
2701 AE ZOETERMEER (HOLLAND)
telephone number: 00 33 79 3203020
Fax: 00 33 08 422 81 758
e-mail:kkuin@idcollege.nl

WHO IS IT AIMED AT?

The projects aim is to improve the labour market situation 
of unemployed and low educated people in Leiden. This 
can be done by counseling them towards work and by 
helping them in finding suitable education or training 
programmes.

The project uses learning companies in which both 
higher and secundary vocational students do the actual 
work. By offering cheap services to inhabitants from a 
large number of target areas in Leiden the target group 
members are identified. After identifying target group 
members they are offered a free intake with a specialised 
intaker and a free counseling meeting with learning 
company Randstad.

INFORMATION RECORDS

DEVELOPMENT PARTNERSHIP “TRIPLE WIN METHOD”

COOPERATION PARTNERS    7

ROC ID College, a secundary 
vocational school organisation

DP COORDINATING 
ORGANIZATION

DP MANAGING 
ORGANISATION

ROC ID College

ROC Leiden, a secundary vocationl 
school organisation

PUBLIC 
ADMINISTRATIONS

The Hague University, a higher 
vocational school organisation

DZB / Reintegration Leiden, a public 
organisation aimed at reintegrating 
people toward work

SOCIAL AGENTS

COMMERCIAL 
INSTITUTIONS

Portaal, a nation wide housing 
corporation

Randstad Ltd, a commercial 
organisation for temporary work

Sport Centre Storm, a fitness  
organisation
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BUDGET 2005 - 2007

2.544.800,00

T. TRANSNATIONAL

T.NATIONAL

104.760,00

2.649.560,00TOTAL PROJECT

2005

733.867,00

FSE aid Contribution of the D.P.TOTAL

1.272.400,00

52.380,00

1.324.780,00

Total in euros

1.272.400,00

52.380,00

1.324.780,00

2.649.560,00

Execution plan 2006

978.812,00

2007

936.881,00

1. Starting learning companies with students.
2. Offering intake services to advise target group clients on suitable education and training.
3. Offering counseling services toward jobs for target group clients.
4. 	Organising neighbourhood activities to improve social cohesion and knowledge of project possibillities.
5. Building a network with partners, third parties and ethnic self-organisations. 
6. Cooperate with three other ESF EQUAL projects in the Transanational Partnership (TP) “New Labour Market Possibilities”.
7. Mainstreaming good practises in the partner organisations.
8. Dissimenating good practises toward third organisations who can make good use of the projects knowledge and 			

experience.

www.triplewinleiden.nl

ACTIVITIES
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PROJECT   COMPETENCE AND DIVERSITY

CITY   LÜNEN,  (NORTHRHINE WESTFALIA, GERMANY)

INFORMATION 

Multikulturelles Forum e.V.
Bahnstr. 31
44532 LÜNEN, GERMANY
Tel: 00 49 (0)2306 9339 0
Fax: 00 49 (0)2306 9339 29 
e-mail: petursdottir@multikulti-forum.de

WHO IS IT AIMED AT?

The project concentrates particularly on 1) unemployed 
migrants for a better access to employment and 2) 
employers respectively enterprises that need to be 
opened up to an effective integration of migrants into 
work. Keys to achieve these goals are the exchange of 
intercultural competencies, methods of Diversity 
Management and Diversity sensitive approaches 
counselling and job placement for migrants. The project 
is coordinated by a self-organized migrant organisation.

INFORMATION RECORDS

DEVELOPMENT PARTNERSHIP “COMPETENCE AND DIVERSITY”

COOPERATION PARTNERS    27

Multikulturelles Forum Lünen e.V.

DP COORDINATING 
ORGANIZATION

DP MANAGING 
ORGANISATION

Multikulturelles Forum Lünen e.V.

The city councils of the district of Unna 
and the cities Lünen, Unna, Kamen, 
Schwerte, Selm.

PUBLIC 
ADMINISTRATIONS

The job centers Bergkamen, Lünen, 
Schwerte, Kamen
Industrie und Handelskammer zu Dortmund

SOCIAL AGENTS

CIVIL SOCIETY

Landesstelle für Zuwanderer, Aussiedler und 
ausländische Flüchtlinge in NRW/Unna 
Massen

DPWV-Kreisgruppe Unna

Werkstatt im Kreis Unna

Handwerkskammer Dortmund

Bundesagentur für Arbeit Hamm 
Dienststelle Unna

Wirtschaftsförderungsgesselschaft für 
den Kreis Unna mbH

Landschaftsverband Westfalen Lippe

IG Metall

BEA. Training und Seminar

Gesellschaft für Bildung und Beruf

IUK

Integrationsfachdienst im Kreis Unna

Kreishandwerkskammer Hellweg
Verein zur Förderung der 
Frauenerwerbstätigkeit im Revier e.V.
Verein der selbständigen Migranten im 
Kreis Unna
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BUDGET 2005 - 2007

3.757.251,75

T. TRANSNATIONAL

T.NATIONAL

164.017,54

3.921.269,29TOTAL PROJECT

2005

567.285,47

FSE aid Contribution of the D.P.TOTAL

1.499.702,02

164.017,54

1.663.719,56

Total in euros

2.257.549,73

0,00

2.257.549,73

3.921.269,29

Execution plan 2006

1.604.666,30

2007

1.749.317,52

1. Councelling for unemployed migrants and their families.
2. Support and job placement for migrants, also migrants with handicaps.
3. Sensitizing measures for administration staff; intercultural training.
4. Diversity Management Trainings and seminars in enterprises.
5. Intercultural economic award for employers.
6. Sensitization campaign in enterprises and public.
7. Brochure: Diversity-sensitive approaches in counselling and job-placement.
8. Transnationality. Project “New Labour Market Possibilities”.

www.kompetenz-ud-vielfalt.de

ACTIVITIES
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PROJECT   KUMULUS-PLUS

CITY   BERLIN  (GERMANY)

INFORMATION 

Arbeit & Bildung e.V.
Lindenstrasse 20 - 25
D-10969 BERLIN (GERMANY)
Phone: 00 49 (0)30 259 30 95-0
Fax: 00 49 (0)30 259 30 95-18
e-mail: info@aub-berlin.de

WHO IS IT AIMED AT?

The main objective of the DP KUMULUS-PLUS is the 
development of strategies aimed at promoting 
participants' chances or gaining employability via 
vocational qualification. 
KUMULUS-PLUS is a coalition of ten individual projects 
at both the local level as well as at regional or national 
levels aimed at developing sustained structures for 
improving clients' employment on the labour market. 
Most of the projects are part of community centres or 
migrant self organisations, situated in the city of Berlin, 
one in the region of Rostock and one more in the city 
of Düsseldorf.
KUMULUS-PLUS targets adult participants with migrant 
background seeking to obtain vocational orientation.
KUMULUS-PLUS provides offers	

- for persons with no previous vocational training 
threatened by loss of their job,	

- for persons with previous vocational training but 
lacking previous employment experience,

INFORMATION RECORDS

DEVELOPMENT PARTNERSHIP “KUMULUS-PLUS”

COOPERATION PARTNERS    10

Arbeit & Bildung e.V.DP MANAGING AND 
COORDINATING 
ORGANISATION

BWK, BildungsWerk in Kreuzberg e.V.ORGANIZATIONS / 
CENTRES FOR 
VOCATIONAL 
TRAINING

MIGRANT-SELF-
ORGANISATIONS / 
COMMUNITY 
CENTRES RAA, Regionale Arbeitsstelle für 

Ausländerfragen, Jugendarbeit und 
Schule e.V.

TBB, Türkischer Bund in Berlin-
Brandenburg e.V.

Genius Gesellschaft für 
Personlentwicklung GmbH & Co.KG

GFBM, Gesellschaft für berufsbildende 
Maßnahmen e.V.

KHS Metallbau GmbH

LIFE e.V.

ZWH, Zentralstelle für Weiterbildung 
im Handwerk

Club Dialog e.V.

Integrationswerkstatt 
Respekt e.V.

	- for persons with previous employment experience but no 
formal vocational training background and/or no completed 
vocational training,	

- for persons who have completed vocational training or 
completed college or university education achieved in their 
individual countries of origin, but who did not get a full 
recognition of their degree.
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BUDGET 2005 - 2007

5.328.199,47

T. TRANSNATIONAL

T.NATIONAL

230.188,81

5.558.388,28TOTAL PROJECT

2005

867.463,26

FSE aid Contribution of the D.P.TOTAL

2.701.457,13

130.198,95

2.831.656,08

Total in euros

2.626.42,34

99.989,86

2.726.732,20

Execution plan 2006

1.915.427,37

2007

2.775.497,37

1. Career Guidance / offered through a multi-cultural staff of counsellors speaking different languages (Turkish, Russian, 	
Serbo-Croatian, Spanish, English, French, Polish, Romanes)

2. Training to analyse competencies and abilities / assessment procedures
3. Vocational training and job-related language courses
4. Individual training and coaching for self-employment on how to start a business
5. Counselling for small and medium-sized enterprises (SME)
6.  Job-placement
7. Complementary measures	

Support for campaigns to open up public, media and economy for diversity management	
Coaching to train intercultural competencies	
Combat against discrimination of ethnic minorities on the labour-market

8. Transnationality: Project “New Labour Market Possibilities”.

KUMULUS-PLUS is part of the national network "Integration through Qualification" (IQ) which is coordinated by the Central 
Agency for Advanced Training in the Skilled Crafts (ZWH). In this network KUMULUS-PLUS chairs the working group 
“professional (intercultural) counselling”. www.kompetenz-ud-vielfalt.de

www.kumulus-plus.de

ACTIVITIES
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One of the greatest issues discussed in the Steering 
Commmittee Meeting in June 2006 in Zaragoza, was 
the publication of a Good Practices Guide. We were sure 
we had some good practices to exchange, share and 
transfer, and we were determined to give expression 
to them in the form of a good practice guide.

The main purpose of this guide was to focus on the  
benefits and power of transnational working, definitions 
of integration, integration patterns across the partners 
and ways of combating exclusion practices, based on 
joint recommendations for a good integration of the 
target group into the labour market. 

We are dealing with identifying key factors to succesful 
devices implemented in each country in a defined 
context. Thus, preparing and facilitating mainstreaming 
of employment strategies at a european level to the 
relevant public administrations, decision makers and 
politicians with respect to the results and actions carried 
out at a qualitative and quantitative level by our 
transnational partnership.

In order to reach a consensus we needed to answer 
some of the following questions:

- what do we consider a “good practice”?
- what criteria are we going to use to select them?
- how are we going to describe a good practice?
- who are we going to address this guide to?
- how many good practices do we want to include in 
the guide?

Together with our external evaluation service, NLMP 
coordinators adapted a so-called “Six Steps Sketch“:

	6. Best Practice 	

5. Conditions for transferability 	

4. Definition of best practices	

3. Analysis and evaluation of good practices	

2. Elaboration of criteria for best practices	

1. Description of national good practices

This plan includes and connects all types of planned 
transnational activities and brings them in a reasonable 
and useful order to achieve best results in an effective 
way. Furthermore it gives a helpful overview about 
responsibilities, chronology and possibilities of integration 
of sub-project members into transnational work.

Finally, after some discussion, reflection and analysis 
on the side of every partner, these were are first results:

- What  we consider a Good Practise: An innovative 
response to a discriminatory inequality previously 
detected that allows improving the present and thus, 
is or may be a model or regulation for a specific system. 
In other words, a solution to a specific problem that 
has to do with our target group, in relation with any 
type of  discrimination to access the labour market.

- We reached an agreement on the criteria: The same 
criteria required for Equal projects:  	

/ Participation (Inclusion and involvement): 		
Beneficiaries or their representatives take part into 	
their own insertion processes.	
/ Innovation: new approaches, methods or solutions 
to solve needs.



	/ Strategy: a comprehensive conception of the 		
problem.	
/ Integral: intervention in all fields. Effectiveness, 		
sustainability: It has to be a sustainable practice over 	
a large period of time.	
/ Transferability: possibility of exporting and 		
improving these actions.	
/ Transverse: different social agents are involved.	
/ Flexibility and adaptability: these actions could 		
be applied to the different sort of beneficiaries.	
/ Gender mainstreaming: Equal opportunity: gender 	
point of view. It must promote fight against any 		
kind of discrimination.

- We decided how we were going to describe them: 
According to the following sections: 
- Introduction (aim and target group)
- Description of the problem (needs)
- Description of the solution (investments, costs, 
effectiveness, program actions, duration of the program)
- Impacts and results 
- Other considerations, Transferability.
We also decided how many good practices were going 
to be included: At the beginning we gathered a great 
number of good practices from every project. A selection 
of them would have to be completed by each partner 
by March 2007. The following are some examples of 
actions, tools and activities susceptible to be considered 
a good practice.

- Intercultural opening in administrations.
- Intercultural advise and job placement.
- Integration of Migrants with disabilities into the 		

labour market.
- Winning over enterprises for the vocational 		

potentials of migrants-PR work.
- Empowerment elements in the counseling and 		

training of migrants in precarious work sectors.
- Implementing Diversity Management in SMEs.

- Advise for migrants setting up businesses.
- Combined offers within a network for labour market 	

integration of adult migrants – a strategy for 		
networking.

- A strategy to optimize intercultural career guidance 		
by using methods to analyse competencies.

- Job-placement with migrants.
- Qualification in metal working and acquisition of 		

technical terminology.
- Empowerment strategies by counseling in migrant 		

self-organization.
- Diversity awareness in Human Resources 		
Management in companies.
- Mapping-bridging-Integrating.
- A practical course to educate the target group.
- Networking.
- Personalized itineraries of insertion.
- Support services to facilitate access to 			

complementary social resources.
- Conciliation measures.
- Self-employment tools.

After going through all of them in our Steering Committee 
meetings and carefully selecting the most interesting, 
we finally decided to select two or three GP’s per project 
and vote whether or not incude them in our guide, 
which resulted to be the most democratic solution.
The following good practices respond in one way or 
another to the objectives set out in the European 
Employment Strategy, to the objectives against poverty 
and social exclusion or/and to the objectives pursued 
in Equal, trying to develop up to where has been possible, 
most of Equal principles. All  these objectives are collected 
in annex nº1.

Our intention was to cover a wide range of good 
practices, not in number, but in concept, that is to say, 
from the adaptation of a simple tool in a specific field 
up to those including the development of a whole plan, 
as can be seen in the integrated models.
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MODEL I: “LINKING TOGETHER AN INTEGRATION CHAIN”
Those good practices where we have provided data on the side of each partner connecting all cooperation members 
creating integrated working models to overcome integration and employment service fragmentation.
MODEL II: “PLUGGING THE GAPS”
Those good practices that do not connect all cooperation members but more than three of them. They offer solutions 
to overcome those weaknesses detected in the process.

The EQUAL initiative aims at building Development Partnerships comprising all key factors and stakeholders to work on 
innovative solutions to overcome fragmentation and provide more effective services for migrants and other disadvantaged 
groups.
The involved DPs have identified problems of coherence and workload and responsibilities division between different 
groups of partners:
- Lack of coordination between the bodies responsible for the legal framework, funding and integration services
- Lack of coordination between the service providers
- Gaps between the expectations of the job seekers and the available job offers
- Gaps between the expectations of the employers and the job candidates
- Lack of comprehension and communication between employers and target groups (migrants)
- Difficulty to evaluate the real level of competence of the candidates due to the impossibility to take into account the 		

previous professional experience gained in their native countries

MODEL I OF GOOD PRACTICES “LINKING TOGHETHER AN INTEGRATION CHAIN”

EQUAL: DEVELOPING PARTNERSHIPS FOR IMPROVED COOPERATION

As a response, in the frame of the EQUAL initiative key stakeholders of “New Labour Market Possibilities” Transnational 
project decided to combine their know how and join their experiences in a common strategy in order to point out 
integrated good practices according to the “partnership concept” defined by the European Commission DG V in 1988.

The partnership concept is based on the promotion and consolidation of integrated experiences based on multi-actor 
parthnerships composed of public and private bodies involved in integration and employment policies.

As shown on the “model 1” table, the first good practice pointed out by each DP is an integrated solution invented in 
order to overcome integration and employment service fragmentation: DPs have first identified good practices involving 
all their national partners. Indeed, DPs conclusion is that their composition and cooperative work is the single most 
important element in their good practice.

EQUAL: THE PARTNERSHIP CONCEPT AS THE FIRST TYPE OF GOOD PRACTICES
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Building Europe, and developing common European solutions to common European problems means cooperating with 
people, organisations and institutions in other Member States, learning from each other and together developing new 
activities, practices and systems. This is why transnational cooperation is such a vital component of the EQUAL initiative.

As said in the EQUAL Guide on Transnationality 2004-2008 (European Commission, 2004), EQUAL has been designed to 
generate added value through transnational cooperation at a variety of levels in the belief that we all have something 
to learn from each other.

INFLUENCING CURRENT POLICIES AND PRACTICE THROUGH A TRANSNATIONAL PROCESS OF 
NETWORKING, DISSEMINATION AND MAINSTREAMING

INTRODUCTION

NEW LABOUR MARKET POSSIBILITIES PARTNERSHIP

The EQUAL Community Initiative aims to promote transnational exchange of good practices, developed and tested at 
local or national levels, through innovative strategies for action.

However, Development Partnerships often meet obstacles to point out, select, formalize, validate, disseminate and 
mainstream their good practices. Although they know that the Commission suggests that good practices should be 
innovative, effective, efficient, sustainable, reproduced, transferable and policy relevant (see Minutes of 2002 EQUAL 
conference in Barcelona on Networking for Inclusion), they still face the following problems: when, by who and how is 
a good practice declared “good”? How to disseminate good practices and force them into mainstreaming?

DESCRIPTION OF THE PROBLEM

DESCRIPTION OF THE SOLUTION

The NLMP partnership decided to make up a transnational good practice guide and use both its process and results to 
prove the innovation and efficiency of their cooperation network, to sustain and structure their dissemination work and 
to support their mainstreaming effort.
The partnership first decided to foster a learning infrastructure on good practices between their own members. Through 
this collaborative internal work carried out between four DPs, they screened the results of their DPs, pointed out and 
select, on a very democratic way, their good practices. This process is described in the paragraph “Purpose and process 
 of our good practice guide”.



It is important to mention that clients have been consulted and implicated in this process of identification of good 
practices, whether directly through interviews during the study visits and small-scale conferences, or indirectly through 
their participation into DP national steering committees and thematic activities (workshops, thematic work…).
The transnational partnership has then accepted to enrich their learning process with external help:
- DPs accepted to submit their process and results to peers and experts in order to gain outside ‘inputs’ and constructive 
criticisms.
- DPs accepted to integrate early inter-peer feedback and expert opinion in the process of product making
- DPs based their reflexion on the Peer Review Programme for the European Employment Strategy

This mix between a bottom-up and peer-review approaches enabled the partnership to respect and fulfil the following 
criteria:	

1. Selected good practices are relevant to current and emerging policy priorities:
“Integration of immigrants is an issue included as a priority in the National Action plans for Employment and Social 
Inclusion of many EU countries”.
The NLMP partnership based its reflexion on the corresponding DPs’ National Report on Strategies for Social Protection 
and Social Inclusion for the period 2006-2008:
 - Germany: Measure 2.2.5 “Strengthening the integration of immigrants” (p25).
 - Netherlands: Measure 2.4.2 “Participation of ethnic minorities in Dutch Society” (p16).
 - Spain: Measure 2.2.4 “To support the social integration of immigrants” (p19).

“There is a European Commission Guideline regarding the importance of effective involvement of stakeholders as a 
new form of Governance”.
In National Action plans for Employment and Social Inclusion, the high recommendation of the European Commission 
concerning this new form of governance is taken care of:
E.g.: Spain: Measure 2.3 insists on the need to involve people from different groups in a situation or risk of social exclusion 
to take part in workshops, seminars, individual meetings, open meetings, debates etc. (p22).
E.g. Netherlands: Measure 1.3 insists of the need to promote good governance, transparency and the involvement of 
stakeholders in the design, implementation and monitoring of policy (p6). 	

2. Selected good practices bring concrete responses to problems targeted by current and emerging policy
“Linking together an integration chain” are integrated solutions invented in order to overcome integration and 
employment service fragmentation: DPs have first identified good practices involving all their national partners. Indeed, 
DPs conclusion is that their composition and cooperative work is the single most important element in their good practice:

In the “Plugging the gaps approach”, the NLMP partnership has pointed out the gaps that needed to be plugged in the 
integration and employment policies, especially the lack of coordination between the service providers. The selected 
good practices aim at giving more coherence and overcoming fragmentation between the different steps of integration 
in order to provide more effective services for migrant people.
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- Empowerment of clients, service providers, employers, project staff, DP local members and administrations
- Joint effort between the public and private sectors to achieve an effective  transnational cooperation network
- Multiplication of joint reporting and disseminating activities: briefings, newsletters, website, targeted articles, press 
released, tools and methods based on common experience, evaluation reports…
- Organization of lobbying activities: face-to-face contacts with policy-makers, participation in relevant policy-making 
committees etc.
- The joint production of a transnational good practice guide to set the bases of horizontal and vertical mainstreaming.
- The organization of a Mainstreaming Conference in Brussels in November 2007, to release the transnational good 
practice guide and use it as a common standard to exchange with professionals and policy-makers of the integration 
sector.

IMPACTS AND RESULTS

TRANSFERABILITY

The process making of the Transnational Good Practice 
Guide and the product in itself are expected to be 
transferable, both at a horizontal and vertical levels.

	3. Selected good practices are declared ‘good’ on the basis of demonstrated and reliable results
A process of inter-peer validation.
Monitored quantitative results. 	

4. Selected good practices are assessed as ‘good’ because potential users judge that they could take it up so there 
is an assessment of the transfer potential by those who want to adopt it
Process of potential users’validation.
Involvement of stakeholders in the design, implementation and monitoring of policy.
The Good Practice Guide will be released and submitted to validation by the ESF Authorities during the Brussels ‘Conference.



The network for the employment integration of migrants or people with a migration background is aimed at those aged 
between 23 years and retirement age who are seeking work. 
An important objective is to combat discrimination against the target group in the employment market.
The network aims to enable job-seeking migrants to develop their own employment prospects and pursue them through 
concrete steps. The network aids the migrants to enhance their opportunities in the employment market.

INTEGRATION PATHWAYS: COMBINED OFFERS WITHIN A NETWORK FOR LABOUR MARKET 
INTEGRATION OF ADULT MIGRANTS – A STRATEGY FOR NETWORKING

INTRODUCTION

BERLIN: KUMULUS-PLUS

In Germany, unemployment is twice as high among migrants than in the population as a whole. Irrespective of formal 
qualifications, experience or  length of time the person has lived in Germany, he/she is given only limited access to the 
employment market. This involves other obstacles and requires a different approach; there is a need to provide the 
target group with specialised assistance. The failure of the state to recognise qualifications and experience gained in 
other countries is one major hurdle. As a result the job seekers’ skills and expertise are discounted in the course of career 
guidance. This group of job seekers is limited to technical language. This in itself may mean restricted access to training 
programmes. Owing to their socialisation in other cultures, members of this group often have different concepts of job 
search, application phase, requirements of the labour market and a job, and company structures. In many cases the 
target group knows little about the German employment and training system. Many of those in this group are used to 
other ways of learning, or they have not had many positive learning experiences. This calls for different didactic methods 
and high intercultural competence among the experts who offer advice, training and preparation.
In many cases this group experiences discrimination in the employment market and state institutions. This often leads 
to frustration, resignation and turning away from assistance offered by the state. Members of this group often feel that 
they are not understood or are given poor advice. There is a need to rebuild trust, first to motivate the target group 
and enhance their ability to develop their solutions, and also to open up key institutions in the labour market (private 
and state-run) to the group’s potential.
The combination of different offerings and measures for employment integration requires coordination and matching 
of the various opportunities. This allows the network to be highly effective and facilitates short information and 
communication channels as well as transparency in the documentation and integration processes.

DESCRIPTION OF THE PROBLEM
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The network allows for the development of individual solutions within standardised services. 
Optimisation of guidance through ability and skills assessment results in the participant having better self-awareness and 
realisation of her/his own competences. This is also good preparation for job applications. The documentation of observed 
and practised skills and abilities is an important outcome for vocational guidance and in determining possible fields of 
work. The results are taken up directly in the guidance process. Sustained contact with a personal adviser guarantees a 
transparent process in the network and reduces the likelihood of drop-outs or an attitude of resignation.

IMPACTS AND RESULTS

The integration of migrant self organisations into the network facilitates the group’s access to offerings and while 
providing an indept insight and knowledge into their needs. The offerings are thus taylored to the needs of the job 
seekers. An additional feature is that experts from various cultural backgrounds are appointed. This provides a positive 
role model, and facilitates mediation between the cultures. It also enhances the level of intercultural competence in the 
team and promotes an exchange of knowledge concerning cultural socialisation, patterns of action and communication, 
and awareness of structures and systems. The network links together five essential labour market relevant instruments 
for promoting employment integration: career guidance (1), supported by competence assessment (2), vocational 
qualifications with integrated promotion of technical language (3), alternatively services to support business start-ups 
(4), and support with transition into the job market – business counselling and personnel management (5). 
Participants can enter the network via any of the services, but generally do so at the career guidance level. This 
consultancy’s central function is to advise him/her and to develop strategies and plans of action. The service is offered 
in various languages. The guidance focuses on the individual’s needs and resources while taking into account personal 
developments. In other words, it is an integral, systematic approach. The guidance is enhanced by an ability and skills 
assessment process, the evaluation of formal and informal qualifications in an interview, as well as action-oriented 
methods (e.g. analysis of potentials). The aim is to identify an individuals own action steps, needs for further qualification, 
and/or other employment integration measures. This is followed by selection of appropriate vocational qualification or 
start-up courses. Qualification courses in particular provide specific technical language training in parallel to the course 
subject. To assist individuals into the employment market, business counsultants are brought in to help the employment 
search. The process of integration and referral to additional programmes is directed mainly by the advice centre.
These services work close together. They are highly flexible and they respond to the participant’s individual needs. Joint 
standards for communication, referral of participants and documentation of outcomes enable maximum transparency. 
This is also assured through the use of a shared database and by keeping a record of developments, measures and 
methods in a ‘network handbook’. Monitoring of processes in the network is carried out by a central coordination and 
coaching office. This office coordinates projects, implements restructuring and monitors changes.



TRANSFERABILITY

The network strategy transfers well to other contexts. 
Its concentration on five central measures of employment 
integration (counselling, ability and skills assessment, 
qualification, business start-up coaching and business 
counselling) has proved successful. The achievement 
has been to create a network that combines and 
integrates the various services. This brings together 
expert knowledge from different fields and allows it to 
be applied to individual solutions and integration paths. 
A central coordinating office has been set up for this 
purpose.
It is important to have access to more modular 
qualification in different vocational fields. Ideally 
participants should be given appropriate titles after 
completing the courses. Kumulus-Plus is currently trying 
out two qualification projects. Implementation and 
constant support of technical language acquisition is 
essential. Good communication with state employment 
agencies and institutions is also important. Some of 
these should be integrated into the network (at least 
as strategic partners) in order to facilitate knowledge 
transfer and avoid parallel structures.

For more information
Stefan Nowack, Project Manager KUMULUS PLUS
info@kumulus-plus.de

Inappropriate recommendations in qualification or career fields can be avoided. The participants are highly motivated 
and feel that they are again able to take action, i.e. they decide for themselves what the next step should be in their 
search for employment. This also helps strengthen and support contacts with state authorities. Intensive language 
coaching in job-related German enables participants to respond better to trends in the employment market (e.g. the 
tertiary sector – service industries and customer service).
A central network coaching office constantly monitors the services, the coordination of services, and the setting of 
structures and procedures. It also enables easy access and information exchange with external institutions (e.g. employment 
agencies).
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The aim of the project is the integration of unemployed migrants into the labour market through effective and culture-
sensitive counselling and job placement. The main target groups are: 

1. Long-term unemployed people with a migrant background (Social benefit receivers) 
2. Entrepreneurs of all trades
3. Staff of the Jobcentres (sensitization) 

The intercultural employment service is working out and testing in co-operation with jobcentres in the district of Unna, 
model strategies and methods for the successful employment of immigrants.

INTERCULTURAL ADVISE AND JOB PLACEMENT

AIM AND TARGET GROUP

LÜNEN: COMPETENCE AND DIVERSITY

There is a high unemployment rate among people with a migrant background in the region. The diversity of vocational 
resources and competencies is often not recognized, and is perceived as a deficiency. 

The migrants themselves do not even recognize their own competences and professional skills and thus often show 
deficits in the self- portrayal towards the employers. 

Vocational potentials of people with a migrant background are therefore not fully used on the labour market.

DESCRIPTION OF THE PROBLEM

DESCRIPTION OF THE SOLUTION

Migrants are a very heterogeneous group, therefore subtly differentiated and job-specific offers and support services 
are required. In many discussions, the own professional skills are reflected and made visible. Specialists in migration are 
working in several jobcentres on the placement of migrants into work. As the persons to contact for all questions 
regarding the target group, they improve the placement of migrants in search of employment and motivate businesses 
to employ them. To increase the success of the placement, the consultants in the regional job centres are advised by 
specialists with migrant background and intercultural competency.  The tasks of the specialist are amongst others:



TRANSFERABILITY

Through this culture-sensitive counselling and placement 
concept successful placement work is guaranteed. It is 
easily transferred, what is necessary is that advisors 
and job agents have intercultural competencies at 
disposal and if applicable multilingualism. The regional 
job centres are interested in continuing the project. 

For more information:
Ingibjörg Pétursdóttir. Project Manager Competence 
and Diversity.
petursdottir@multikulti-forum.de

Personnel counselling – Pre-selection of personnel– Initiation of application procedures – competence analysis – resource-
orientated counselling approach – individual job-specific counselling and targeted job placement/education or further 
education - job acquisition –Advice for enterprises–Accompaniment to the employer – Coaching – Job placement –support 
of the participants during the integration process - Passing on information about the regional and national labour market 
–Optimizing application documents. The optimizing of the employment service is a central task for the service team. 
The consultation- and service teams in the job centres offer comprehensive propositions in helping migrants into first 
employment in the labour market and also a diverse employer-service.

IMPACTS AND RESULTS

1. Successful placement of long-term difficult to place unemployed migrants in the labour market.
2. Effective acquisition of available job offers/good cooperation with employers.
3. Expansion of employer services.
4. Sensitizing enterprises, change of focus.
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One of the main objectives of our project is to develop an integrated approach to discrimination problems in labour 
fields. Thus, the target group has to do with disfavoured collectives with special difficulties to access the labour market.

THE HOLISTIC APPROACH

INTRODUCTION

ZARAGOZA: EMPLÉATE

Difficulties to face insertion processes with the existing resources and  the characteristics of beneficiaries, multiproblematic 
profiles that require special attention concerning several vital aspects.

DESCRIPTION OF THE PROBLEM

DESCRIPTION OF THE SOLUTION

The design of individualized itineraries of labour and social insertion, taking into account that beneficiaries’ needs and 
problems have to do with more than one professional resource. We have established our main reference space in a 
specific area of the city and created there the Labour and Social Dynamisation Centre.  From here a team of experts on 
social and vocational orientation and intervention will help a beneficiary to design his or her personal itinerary for insertion 
and coordinate the different resources necessary to achieve his or her insertion.

Access to the project is gained through the Municipal Social Services Centres, through the member organisations of the 
Development Partnership and through the Labour and Social Dynamisation Centre (CEDIS) of the project.

This centre is composed of an interdisciplinary team of seventeen people who have been trained in different technical 
specialities in the area of social and vocational action and with functions of Tutoring and Prospection.

After the initial reception, in which a diagnostic analysis is carried out, the case is presented to the whole technical team 
at the CEDIS, in order to evaluate the viability of the person as a possible beneficiary of EQUAL.

Once the case has been evaluated, two professional figures are assigned to the person for Tutoring and Prospection 
who from then on will provide support throughout his or her insertion itinerary.  

This is the starting point for the integration of social and vocational resources. It is also a starting point to begin a close 
collaboration with all the services involved, the 29 entities that take part in our development partnership, to work as a 
network.



At the CEDIS, cases are analysed periodically in order to discuss the different aspects of the insertion process, the 
perspective of the beneficiary and his or her situation, as well as the coordinated response of the resources assigned 
to the case, which may belong to the social or vocational areas, with the aim of complementing their involvement with 
the professional experience of the rest of the group.

IMPACTS AND RESULTS

TRANSFERABILITY

Transferability is expected at a horizontal level, that is 
to say, that all entities of the DP undertake this 
methodology of networking; at a horizontal extended 
level, that is to say, that all entities of the same level 
but not from our DP, implement this good practise; and 
at a vertical level, that is to say, that in the Social Services 
of the City Hall, this good practise is applied.

For more information:
Pilar Machín. Project Manager EMPLÉATE
pmachin@aragon.es

The project has the standard resources of the city available and supplies the defined itinerary with resources such as 
motivation, development of personal competencies, improvement of social and vocational skills, professional orientation 
and training, the expansion of professional objectives, measures of conciliation, interculturality, disability support, active 
job search, self employment, liaison with companies, job offers and in-company follow-up.   Companies play a fundamental 
part of insertion into the job market.  Therefore, emphasis is placed on the communication of the project to companies 
and to their workers.  This has a triple objective: to get companies - particularly SMEs - to become aware of equality 
issues so that they may begin to redesign their Human Resources policies; to obtain the involvement of companies with 
the project through the signing of agreements and protocols of collaboration and to attain a working atmosphere which 
makes for adequate, complete and lasting vocational insertion for the beneficiaries, by means of the trade union structure. 	

- It avoids duplicity in interventions.	
- Great commitmment of beneficiaries. 	
- Enrichment of the itinerary through team work. 	
- Great implication in the network of professionals. 	
- Improvment of the efficiency and effectivity in the development of the itinerary.
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The target group for this way of networking is the same as the overall target group in the Dutch project. The aim of 
networking therefore is to build cooperation among a number of different organisations to help unemployed people 
(both immigrants and ethnic Dutch) with a low level of education.

FROM LEARNING COMPANIES TO AN EXTENDED NETWORK

THE TARGET GROUP

LEIDEN: TRIPLE WIN METHOD

In European cities often enough organisations all work, but not necessarily together, to reach common goals. 

Improving the level of education and / or finding a job for low educated people is very difficult. 

Often enough they have no idea where to start to search for a job or training. 

In Leiden it was concluded that this lack of competences among target group members
in fact is one of the major obstacles to find a training or job.

DESCRIPTION OF THE PROBLEM

DESCRIPTION OF THE SOLUTION

Building a network also involving most relevant self organisations will make it possible 
to inform and help unemployed people from various backgrounds. Using all mutual advantages among a large number 
of organisations in the region is the key issue.

Where this is the case starting learning companies based on a common goal may result in win-win situations for all. In 
the learning companies students can do tasks related to their own education and learn extra skills practically in doing so.

Steps to take are:	
- Find one or more partner organisations with possible interest in the goals of the learning companies. Divide 

the tasks; who will deliver working space, which school can provide relevant students from related courses, who will 
do the management and administration.



TRANSFERABILITY

This way of working is really very simple and can be 
applied wherever a number of organisations conclude 
that cooperation based on a common goal will result 
in win-win for all. Good experiences have been reached 
in other Dutch cities like Amsterdam, Nijmegen and 
Herenveen already.

For more information:
Klaas Kuin, Projectmanager Triple Win Method
kkuin@idcollege.nl

	- Determine as specific as possible the services to be delivered per learning company, the target group to serve 
with these services, the tasks to be performed by the students, the way management and administration must be 
realised.	

- Deal with costs, profit, etc. in a fair way but simple way for all organisations involved.	
- Accept that first years will probably not be cost effective, but will show improvements along the way as well 

as new possibilities to work together and extend on the mutual benefits.

IMPACTS AND RESULTS

When students are doing  the job, performance can result in profit for all. E.g. older people get help in their homes, 
students learn social and practical skills, the housing company improves client satisfaction, the health care company 
needs less personal and high cost services, etc.

In working together specific problems will arise. Often enough discussing these problems will result in a simple solution 
that can be applied by one of the partners or a third interested party. This will extend the network.
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The 1rst EQUAL round had proved that people from disadvantaged groups are to make smooth transition from 
unemployment to employment. In order to do so, they require understandable and structure pathways. 

As described in the introduction part, the DPs have pointed out the gaps that needed to be plugged in the integration 
and employment policies, especially the lack of coordination between the service providers.

The work group has pointed out good practices aiming at giving more coherence and overcoming fragmentation between 
the different steps of integration in order to provide more effective services for migrant people.

MODEL II OF GOOD PRACTICES “THE PLUGGING THE GAPS APPROACH”

EQUAL: COORDINATING A COHERENT SYSTEM OF SUPPORT SERVICES

	1. THE “PLUGGING THE GAPS” APPROACH AS THE SECOND TYPE OF GOOD PRACTICES (Analysis based on the 
P.V.D.A METHOD)

The PVDA (PERSONAL AND VOCATIONAL DEVELOPMENT ACTIVATION) method was first invented in Canada by Pelletier 
in order to structure and adapt career guidance to the changing social and economic context.

This method has proved to be efficient with many target groups, including those with a low level of education and no 
previous professional experience. This 4 steps method is useful both for professionals (service providers) and beneficiaries 
(clients) and enables to find common criteria and language to define a social and professional integration project.

The 4-step of the PDVA method are:	
/ Exploration: makes reference to the “creative thought”, the objective being “to discover” (oneself, the 			
environment…)	
/ Crystallization: makes reference to the “conceptual thought”, the objective being “to understand, to find the 	
meaning” (of information discovered in the first step)	
/ Specification: uses the “estimating thought ability”, the objective being “to order and to choose”	
/ Accomplishment: appeals to “individual involvement”, the objective is “to act”.

The DPs have pointed out good practices directly related to the P.V.D.A process: in this innovative approach, clients are 
often proposed a personal coordinator who assists, advises and supports them through the whole integration process, 
as well as in their contacts with various services and agencies.
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BERLIN

DP. INNOVATIVE STEPS

A Strategy for Career Guidance

CRYSTALLIZATIONEXPLORATION

MODEL 2: INNOVATIVE STEPS ACCORDING TO THE P.V.D.A PROCESS

Career guidance 
maintained till specification

LÜNEN

 Winning over enterprises
 Support service

ZARAGOZA

Measures to approach the 
Enterprises

LEIDEN

A practical course (AKA)

SPECIFICATION ACCOMPLISHMENT

Competence and skill
assessment

Action oriented
potential evaluation

Business start up 
coaching

Job coaching

Pre-selection Job coaching

Intercultural mediation

Specific training module
added: legal frame, job 
search and retention, 
risk prevention

Job coaching

Intercultural mediation

Personal development
maintained till specification

Vocational training Job coaching

Competence building Work in learning 
companies



(Note: PVDA = PERSONAL AND VOCATIONAL DEVELOPMENT ACTIVATION)
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a. Innovative steps:

This PVDA* good practices pointed out by DPs help plugging the gaps between the different steps of the PDVA method. 
That way, clients can easily design their own social and professional project and professionals can propose them 
intermediate and innovative steps and tools to complete a successful integration process.

b. Innovative methods and tools

There is a high potential for new methods and tools to be developed:

Innovative tools and methods used to plug the gaps are:	

- Accompaniment to employers (personnel counselling, intercultural mediation, pre-selection of personnel…).	
- Employers’ raising awareness of migrants’ competence and diversity.	
- Tailor-made employment support service for people with disabilities.	
- BSC.

This innovative EQUAL approach makes all actors including employers and partners feel they are involved in all parts 
of the proves, by communicating experiences and progress at all stages.



The target group are adult migrants who are seeking work or wish to change or begin a new career path. 
The aim is to give these people vocational guidance, help them to develop career prospects and integrate them into the 
job market. This is to be achieved particularly through an action plan which combines career guidance and skills 
assessment, i.e. measures to determine qualifications, interests, and skills. 

Supporting job market integration does not mean that career guidance is provided as a peripheral service. Instead it 
incorporates skills assessment as a complementary part of this counselling. The service provided by the career adviser 
is enhanced by focusing on the resources and skills of the participants. At the same time, the participants gain the ability 
to better assess their own skills and tailor them to the demands of the job market, and to develop plans of action.

A STRATEGY FOR CAREER GUIDANCE -TO OPTIMISE THE COUNSELLING PROCESS WITH METHODS 
TO ANALYSE COMPETENCES AND ABILITIES-

INTRODUCTION

BERLIN: KUMULUS-PLUS

The target group often encounters negative experiences with state counselling centres and state employment agencies. 
These institutions often provide career guidance based on existing programmes without taking personal and professional 
skills into account. 
The result of this is that the long-term unemployed are stuck in a cycle of retraining programmes which neither helps 
them to find a job nor raise their job prospects. This group of job seekers often do not complete the courses or if they 
do, they obtain poor results because the linguistic demands placed on them are too high and/or because they do not 
have the specific skills or prerequisite knowledge. Quitting a course normally leads to consequences, in the worst case 
to exclusion from the funding system. 
Previously gained professional experiences are rarely ever taken into account. Often the advice seeker receives no official 
recognition of their qualifications gained in their native countries and are instead classified as “untrained”. This type of 
counselling/ career guidance leads to frustration on the part of the advice seekers, and incorrect assessment/underassessment 
of their professional skills and abilities.

DESCRIPTION OF THE PROBLEM

The introduction of skills and abilities assessment as a complementary service of the counselling process is innovative. 
The skills assessment process reacts effectively on the demands of the job market and the individual qualifications and

DESCRIPTION OF THE SOLUTION
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abilities of the advice seekers. At the same time, it strengthens the advice seekers’ self-esteem while boosting their 
motivation. 

Within the framework of DP KUMULUS-PLUS there are two subprojects charged with the development and testing of 
skills assessment procedures. Both procedures are based on a combination of skills assessment and action-oriented 
potential evaluation.
First and foremost, the skills assessment process is carried out in close co-operation with the careers advisers, determines 
professional experience and qualifications gained in the advice seeker’s native country. Furthermore, it creates a framework 
to assess professional skills, potentials, and previous experience which may be decisive in the planning of future 
counselling.

In the potentials assessment process, the adviser ascertains the key skills that are relevant to the job. Potentials assessment 
is based on the principle of action-orientation and simulation of requirements: As part of the assessment participants 
complete a series of modules, e.g. role-plays, construction exercises and presentations, which simulate the professional 
skill set in a realistic way. 

Whilst doing the exercises, they are observed by experts who compare their observations with the skill requirements 
of the specific modules and discuss their assessments with the participants in feedback sessions. The experts compile 
an individualized skills profile for each participant, which lists their strengths and weaknesses and gives recommendations 
to future counselling.
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The skills assessment takes place at the request of the advisers. The task of the skills assessor is to answer the questions 
arising from the careers advisers and to make the results available to other advisers who are using the collective database. 
This process assures that the results of the skills assessment are incorporated into the future counselling.
Therefore, as part of the KUMULUS-PLUS network, measures have been developed and introduced which draw up 
guidelines for the documentation and recommendation of skills assessment. This has improved the flow of information 
between the counselling projects of the development partnership (DP) and those responsible for the skills assessment, 
thus raising the quality of the counselling service.

This happens as a result of a standardised enquiry system, through which the adviser formulates his requests to the 
skills assessors and gives reasons for his actions.

IMPACTS AND RESULTS



TRANSFERABILITY

In order to ensure the integration of skills assessment 
into career guidance, the skills assessment process must 
be made compatible with individual professional 
counselling.

The better the interaction between career counselling 
and skills assessment, the more benefits can be yielded 
in the counselling process. The introduction of skills 
assessment into the counselling process is being tested 
within the framework of the project, and can be 
transferred to other state and private (commercial) 
counselling services.

By introducing a database, the counselling demands 
and results of the skills assessment can be quickly and 
easily transferred between various organizations.

For more information
Stefan Nowack, Project Manager KUMULUS PLUS
e-mail: info@kumulus-plus.de / info@aub-berlin.de
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The aim of the activity is to inform and sensitize employers for the work potential migrants bring into society and to 
motivate them to employ persons with different ethnic background.

IWINNING OVER ENTERPRISES FOR THE POTENTIALS OF MIGRANTS

INTRODUCTION, AIM

LÜNEN: COMPETENCE AND DIVERSITY

Migrants are at a disadvantage on the labour market: in comparison with the German national average, their unemployment 
rates turn out to be at least double high. Migrants bring in many ways specific potentials into businesses. These potentials, 
among others in the areas of customer orientation and acquisition of markets, need to receive more attention. But it 
requires an opening and sensitizing of enterprises.

DESCRIPTION OF THE PROBLEM

DESCRIPTION OF THE SOLUTION

The Development Partnership “Competence and Diversity” implements a group of activities to win over enterprises for 
the potentials of migrants: 

// Counselling for enterprises offering businesses a diversity-orientated counselling. This module is designed and allows 
for an individual degree of implementation of Diversity strategies.
// An education provider obtains business sponsorships for migrants. Through the takeover of sponsorship, these 
enterprises indicate their commitment to the employment and promotion of migrants in their businesses.
// Two further education providers bring in the topic “Migrants as potentials” in trade businesses. Tradesmen are 
informed and sensitized through counselling and seminar offers. 
// Local administrations – as public employers – are interculturally sensitized in 3-day-long trainings for employees. A 
total of more than 400 employees will have taken part in the trainings. The goals are to train further customer orientation 
and to gain more employment for migrants in administrations. 
// As an initiative embracing all activities the DP offered in 2006 and 2007 an award called “Intercultural Economy Price”. 
This award honours enterprises for economic and social strategies to the business integration of migrants. At the end 
of October 2006 four prize winners were awarded and in October 2007 new prize winners will receive a prize. The 
“Intercultural Economy Prize” is bound up with intensive public relations work for the goals of the Development 
Partnership. Through the press coverage during the advertising of the prize and of the award ceremony, the DP was 
able to find space in the regional media (newspapers, radio and television) to present its approaches and initiatives on



potential. Awarding the enterprises was possible due to the good business contacts that had been developed in the 
course of the project by the participating organizations and the co-operation of the individual projects in the network 
of the development partnership.

Effectiveness: 
Activities of the partnerships are externally evaluated. Results are not yet available. However, the fact in principle is that 
sensitizing actions are hard to measure and their impacts are only partly quantitative. However the trainings for 
administration employees were evaluated. They indicated high satisfaction of participants and also satisfaction with the 
practice-orientation of the content. 
All activities started in July 2005 and will end at the end of December 2007.

IMPACTS AND RESULTS

Situation: September 2007

320 administration employees from the District of Unna have taken part in a training in intercultural competencies. 

110 trade companies have been personally called on and informed about the offers of Competence and Diversity. 

700 enterprises have been written to in order to draw their attention to the seminar offers of our projects. 

2500 enterprises have been via post or via email informed about “Intercultural Economy Price”. 

The first award ceremony has taken place and 4 prize winners were awarded. 

8 public events focussing on the potentials of migrants have been carried out with a total of 700 participants. 

Initiatives are passed on to the public through intensive media work – 60 articles in the local/regional press until the 
end of September as well as 3 television reports on regional channels. This work is also supported by a monthly local 
radio broadcast, which reports about the work of the project. The successful work of the partnership is also expressed 
in the very good co-operation with the local protagonists of the labour market (business associations, economic support 
society, the regional retail trade association) who gave great support to the “Intercultural Economy Prize”. 

The central success factor of the described activities lies in the networking and co-operation of the participating 
protagonists. Only through the synergies of joint work can we achieve widespread impact. It becomes especially 
perceptible in the context of the “Intercultural Economy Prize”, which we were able to set up successfully only through 
the joint efforts of the development partnership.
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TRANSFERABILITY
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Due to significant exclusion of migrants from the labour 
market all over Europe, a general transferability is given 
in relation to the overall social demand to change the 
perspective on migrants form deficit to potential. 

For more information:
Ingibjörg Pétursdóttir. Project Manager Competence 
and Diversity
e-mail: petursdottir@multikulti-forum.de



Beneficiaries of Empléate, with special difficulties to access the labour market, presenting among other features, lack 
of education and poor labour experience or none at all. So, most of them are missing labour culture and labour habits.

MEASURES TO APPROACH THE ENTERPRISE

INTRODUCTION

ZARAGOZA: EMPLÉATE

Lack of abilities and knowledge on the part of the mentioned collectives on the reality of enterprises in the field of basic 
labour rights, working habits and labour risk prevention. Therefore, there is a great necessity for these groups to acquire 
knowledge in order to modify certain negative attitudes towards labour activities.

DESCRIPTION OF THE PROBLEM

Objectives:
// To carry out an approach to enterprise reality with beneficiaries that have gone through a training process and are 
in the situation of being employed.

// To provide beneficiaries with tools and instruments allowing them to develop  a labour activity as a complement to 
professional training 

Methodology:
This action serves as an instrument to apply in the phase where beneficiaries are in active employment search, that is 
to say, when they have carried out different phases of the individualized insertion itinerary designed with them at the 
beginning of the process. Therefore they must have normalized there personal situation and have been professionally 
prepared through a specific training program. The instrument of approaching the enterprise is seen as a plus to 
professional training. It consists in a battery of actions to get to know the reality of enterprises and of enterprise relations 
(labour abilities, knowledge and seizure of labour culture, duties and rights) essential to hold a job, besides being an 
instrument to prevent conflicts and drop outs.
In some cases this assessment is carried out individually as an answer to specific needs of beneficiaries or due to possible 
employment offers. 
A transfer from tutoring and prospection is usually requested to carry out this action. 
All those beneficiaries who have already been incorporated to the labour market and request information about their 
labour situation within the enterprise are also transferred to the technicians in charge of this action.

DESCRIPTION OF THE SOLUTION
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The materials provided are divided into the following thematic: 
I.- INTRODUCTION					
II.- RIGHTS AND OBLIGATIONS				

Workers’ Statute				
Basic labour rights and obligations						
Collective bargaining agreement							
Work contract							
Salary							
Social Security						
Payroll							
Work time							
Holidays and leaves						
Contract suspension						
Contract termination						
File income tax					

III.- HOW TO FIND A JOB AND KEEP IT	
Preparation of CV and cover letters						
Basic behaviour rules and presentation to prepare an interview	
Admission, contract and incorporation to the position	

IV.- OCCUPATIONAL HEALTH AND SAFETY			
Work and health							
Accidents at work						
Professional illness						
Labour risks							
Work place and surface					
Cleaning and maintenance							
Electricity					
Moving loads							
Work positions						
Individual protection equipments	
Emergency organization					
Security signals						
Health surveillance						
Good practices in occupational health and safety	

ANNEXES:  Contraction modalities



We propose transference by incorporating this practise 
to: 

- Training actions addressed to people in risk of exclusion 
within Training Plans of the Government of Aragón. 
- Social-Labour Insertion and Social Inclusion Programs 
(in General Policies) 

For more information
Pilar Machín. Project Manager EMPLÉATE
pmachin@aragon.es

IMPACTS AND RESULTS

Greater success in insertion programs.
Increase on the time these people maintain their job position.
Increase on the autonomy when looking for a new employment.
Reduction of enterprise internal conflicts.
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People with physical, visual, intellectual or mental disabilities and deaf people, taking into account any other social 
disadvantage (immigrant, ethnic minority…)

SUPPORT SERVICE FOR PEOPLE WITH DISABILITIES INCLUDING DOUBLE DISCRIMINATION.

INTRODUCTION, AIM

ZARAGOZA: EMPLÉATE. LÜNEN: COMPETENCE AND DIVERSITY

People with disabilities have problems to access and stay in the labour market, not to mention those coming from other 
countries or ethnic minority. For example those with islamic background often do not consider intellectual disabilities 
as a disability but as weaknesses in the person’s character. Mental or physical disabilites cannot be denied, they are 
obvious. In any case, when they somehow find access to the labour market, they mostly stay in the field of protected 
employment or low qualified jobs.

Architectural and communication barriers determine social-labour integration of this collective. Besides, it is necessary 
to create a network (enterprises, public and private entities, citizenship) to eliminate psychological barriers that create 
rejection to contract people with disabilities.

DESCRIPTION OF THE PROBLEM

DESCRIPTION OF THE SOLUTION

The solution: The creation of Intermediation Services integrated by professionals specialized in the field of disabilities 
and immigration that guarantee the access to training and labour insertion, that is to say Insertion Specialists, and when 
speaking about deaf persons: the Deaf Assessor and the Sign Language Interpreter. The specialists should coordinate 
all actions included in the design of the insertion itinerary.

Within these services an action plan is developed including the following objectives:

// Provision of integral support for people with disabilities to guarantee their social-labour insertion.
// To offer enterprises a support service and intermediation in insertion processes for people with disabilities within the 	

labour environment.
// To facilitate access to high quality training without barriers, providing the necessary resources for the satisfying 			

development of training courses.
// To develop actions for adaptation of work positions.
// Being sensitive to the concept of disability in other cultures.



It is necessary to continue strengthening complementary 
measures for the integration of people with disabilities 
into the labour market, through accompaniment teams 
as those developed in this project, not only considering 
the nature of their disability but also any other type of 
difficulty to access the labour market, like the fact of 
being an immigrant.
Relevant administrations in the training for employment 
field should take into account the appropriate adaptations 
to develop access into the existing Training Programs, 
thus, achieving real normalization and taking advantage 
of general training resources.
Integrated teams are needed, composed of qualified 
professionals, with knowledge of people with disabilities, 
their characteristics, the existing barriers to guarantee 
an integral support in their social-labour insertion.
At the same time, the provision of a service to support 
enterprises in the whole process also including 
adaptation to the positions.

TRANSFERABILITY

IMPACTS AND RESULTS

TRAINING
During the term of the project 21 specific training actions have been carried out, adapted to the necessities of people 
with disabilities, of whichever kind, organizing support activities and monitoring in and out of the class, at an individual 
and group level. There has also been a Interpreter of Sign Language to guarantee the elimination of communication 
barriers in the required training actions.

LABOUR INSERTION
The following actions have been carried out aimed at social-labour beneficiaries:
- Individualized accompaniment in the enterprise
- Coexistence activities and conlict management.
- Support services to facilitate the access to complementary resources through technical, economical aids or of transports.
- Integral support: psychological, legal and educational.
- Support and assessment to contracting enterprises. 
- Monitoring and orientation of individual and group sessions for insertion.
- Provision of services and assessment to eliminate psychological, architectural or communicative barriers.
- Actions to benefit families with disabilities.

Transference should be horizontal and vertical, 
incorporating and spreading the methodology to other 
social-labour integration projects and to the relevant 
public administrations.

For more information:
Pilar Machín. Project Manager EMPLÉATE
e-mail: pmachin@aragon.es

Ingibjörg Pétursdóttir. Project Manager Competence 
and Diversity
e-mail: petursdottir@multikulti-forum.de
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The target group for this course is the same as the overall target group in the Dutch project. The course therefore aims 
at unemployed people (both immigrants and ethnic Dutch) with a low level of education.

A PRACTICAL COURSE TO EDUCATE THE TARGET GROUP, AKA

INTRODUCTION

LEIDEN: TRIPLE WIN METHOD

The level of education for this target group must be raised to give them personal skills and job skills needed to find a 
job or to go to a higher level of education. In Leiden unemployed people appear to have a high degree of personal 
problems. Because of this very low level of education it’s first necessary to train the personal skills. Once the extra 
personal development is started due to this course target group members will experience advantages and their ability 
to learn and motivation to develop will rise.

DESCRIPTION OF THE PROBLEM

DESCRIPTION OF THE SOLUTION

AKA can be described by the following characteristics:

// It involves very practical education; 50 % in school, 50 % in company training, for 4 to 5 days a week, for as 			
long as one year.

// The course aims at a broad job perspective.
// It is also available for older clients.
// The course will start at the lowest level of secondary vocational education.
// The course is based on a high degree of counselling and feedback.
// Target group members learn on the basis of performing very practical tasks both in school as in company.
// Because of these aspects an professional relationship with companies is needed.
// A professional and intensive coaching of individuals.



Due to the fact that AKA is a regular training course in 
Holland involving payment from the Ministry of 
Education, the course is simply transferable in the Dutch 
situation. Knowing that educational systems in other 
countries vary totally from the Netherlands it might be 
wise to stimulate similar courses in other countries 
involving:
- Simple and practical tasks to stimulate the learning 
process, involving hardly any theoretical books
- A longer period of time than just a few months to 
develop especially personal skills
- A relatively high degree of coaching, counselling and 
feedback
- Very simple means, but highly motivated tutors / 
teachers
- A totally different approach than the presently popular 
‘Work first’ approach as the latter is solely aimed at 
work, discarding the necessity to bridge the gap between 
personal possibilities and what a real life job requires.

For more information:
Klaas Kuin, Projectmanager Triple Win Method
e-mail: kkuin@idcollege.nl
www.triplewinleiden.nl

TRANSFERABILITY

IMPACTS AND RESULTS

Target group members will:
// Learn a lot of personal skills and basic job skills.
// Have to do practical tasks in school and in company.
// Have to learn using their own responsibility (competence based learning).
// Receive a certificate.
// Start a higher level of education or find a job.
// Have better self esteem and motivation due to good feedback.
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The integration of migrant self organisations (MSOs) 
into the network has been very important to successful 
counselling. It facilitates the group’s access to services 
while providing an indepth insight and knowledge into 
their needs. The services are thus tailored to the needs 
of the job seekers. An additional feature is that experts 
from various cultural backgrounds are appointed. This 
provides a positive role model, and facilitates mediation 
between the cultures. It also enhances the level of 
intercultural competence in the team and promotes an 
exchange of knowledge concerning cultural socialisation, 
patterns of action and communication, and an awareness 
of structures and systems.

MSOs have also the advantage of intercultural 
consultation teams with a wealth of expertise useful to 
the advice seeker; they understand the needs of the 
job market and act as an intermediary of sorts.

Consultancies must be linked up to a network if they 
are to be effective.
For the initial consultation to be thorough, specialised 
and competent with individuals having little or no 
knowledge of the  new language, it should or must be 
conducted in their mother tongue. Subsequent 
consultation sessions can then be carried out in the 
new language. 

In public institutions, the key to ensure advice is given 
in the mother tongue.
MSOs specialists must be included in the formulation 
process of integration measures. They know better than 
anyone else the needs of clients with migration 
background. 

The key to empowering migrants is to provide positive 
examples, ie staffing MSOs with successful migrants 
and consultants with the same cultural background as 
the advice seeker is crucial. The migrant thus becomes 
an intermediary.

Through working together in the TP New Labour market 
possibilities all four projects found out that the role of 
government organisations really is of highest importance 
when underprivileged inhabitants need help.

Local entities as directors
Since local entities often have the resources and 
employees to direct all possible activities they should 
really should play the role of a director. In doing so local 
entities should:

- Make clear their vision on how underprivileged 
unemployed could be helped.

- Bring together all relevant organisations and project 
trying to reach improvement of training and job 
placement.

- Facilitate activities which make this goal possible.

This may sound logical, but these tasks are in fact a 
first necessary step to make all efforts regarding training, 
counselling and job placement of target group members 
successful. If this first necessity is not fulfilled, which 
often proofs to be the case, much of the work done 
will have only small impact.

OTHER LESSONS LEARNED

INTERCULTURALITY

STATE INVOLVEMENT

OTHER LESSONS LEARNED



STEPS TO DO SOEmployment agencies cooperate with their knowledge 
and expertise
Many of the projects found that working together with 
government based employment agencies is hard to 
organise. As these organisations often have their own 
working procedures, projects do not automatically fit 
in. This is a sub optimal situation as the organisations 
working on a project bases often have considerable 
knowledge and expertise in working with target group 
members. For instance, projects organisations:

- Are often enough including or working closely together 
with self-organisations.

- Have built considerable knowledge of do’s and don’ts 
regarding specific groups of unemployed.

- Have a considerable amount of expertise on how to 
reach out to target group members among them 
immigrants.

- Have worked out working procedures that show to 
have effect regarding target group members.

It is therefore a need to include government based 
unemployment agencies in the project as early as 
possible. Again; local entities may play a facilitating role 
in doing so. 
Small initiatives within the four present ESF EQUAL 
projects show that this kind of cooperation is always 
very fruitful.

To ensure necessary steps are taken regarding the role 
of local entities and working with unemployment 
agencies the following steps are detrimental:

a) Projects should undertake action to inform local 
entities, politicians and civil servants as early as possible 
after starting a project.

b) Local entities should be aware of projects starting in 
the local area regarding training, counselling and job 
placement of specific groups of citizens.

c) Local entities should take the initiative to optimize 
working together of all organisations in this field, 
including a workable division of activities between them.

d) Local entities should provide resources which enable 
all organisations involved to mainstream all activities 
that prove to be successful in everyday processes.

e) Where possible local entities should enable project 
based organisations to go on with successful activities 
after the project period has ended.
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Establishment of devices to facilitate networking and 
complementarity in actions aimed at collectives with 
special difficulties. Reinforce exchanging communication 
devices between administrations, organizations and 
entities.

Promote inter-relation among entities in order to 
acknowledge the existing resources in the territories. 
The collaboration between intercultural consultancy 
projects, job training centres and MSOs on the one 
hand, and state organsations like job centres and 
employment agencies on the other, must be intensified 
in future state and EU programmes.

There is a need to create networks that combine and 
integrate various services concerning the integration 
of migrants in the labour market. Networks aids the 
migrants to enhance their opportunities in the 
employment market, and combats discrimination against 
the target group.

Increase the existing resources to meet the population’s 
real needs.

Consultancies must be linked up to a network if they 
are to be effective.

MSOs must be integrated into networks of employment 
programmes and career guidance projects.

GENERAL RECOMENDATIONS

GENERAL RECOMMENDATIONS

IN ORDER TO PROMOTE COLLABORATION

IN ORDER TO PROMOTE COOPERATION

IN ORDER TO OPTIMIZE EFFORTS IN 
THE PROCESS OF INTERVENTION WITH 
BENFICIARIES

The proposal for an Integration Pathway proves how, 
based on different problems, different target groups in 
different contexts have been able to take advantage of 
good practices in each country in order to make a 
common proposal as a result of appropriate 
management of experience and knowledge.

SHOWING THAT
It is necessary to promote intercultural training for all 
civil servants. Specially in the fields of Social Services, 
Health, Education, Safety, etc.

MSOs specialists must be included in the formulation 
process of integration measures.

Counselling should be optimised by ability and skills 
assessment.

The work experience of migrants must be better 
acknowledged.

More efforts must be undertaken to recognise foreign 
academic degrees, training qualifications and academic 
titles.

The integration of migrants in state organisations like 
job and information centres should be enhanced.

The key to empowerment is to provide positive examples 
ie staffing state organisations with successful migrants 
and consultants with the same cultural background as 
the job or advice seeker.

The particular needs of women with migrant back-
grounds must be taken into account in consounselling 
and job training programs.

Match or unify legislations in the EU in relation with the 
promotion of employment for groups in risk of exclusion.
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CONCLUSION

These models can only be understood as a cooperation 

frame among al l  implicated agents: Public 

Administrations, Social Agents, Non-Governmental 

Organizations and society as a whole. 

When speaking about a process with so many aspects 

as social labour integration, trying to fix a specific model 

on one’s own is per se doomed to failure. 

Only by full cooperation, using a common plan, a 

common strategy and some previously agreed objectives 

will we be able to extract all potentials of all the actions 

being developed and in one word, progress into a more 

integrated, more inclusive and more coherent society.
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EQUAL

EUROPEAN EMPLOYMENT STRATEGY -KEY POINTS-

The EQUAL Initiative is a new community initiative of human resources promoted by the European Union and co-financed 
by the European Social Fund, scheduled for the 2000-2006 period. EQUAL is framed within the European Employment 
Strategy, contained in the new Title on Employment by the Amsterdam Treaty (that in its article 137 gathers the principle 
of cooperation through initiatives aimed at improving knowledge, developing exchanges of information and best practices, 
promoting innovative approaches and evaluating experiences to fight against social exclusion). Equal is initiated in the 
Extraordinary European Council Meeting in Luxembourg 1997, as well as within the strategy  integrated at a communitarian 
level in the fight against poverty and social exclusion.

The structural problems and the macroeconomic difficulties of the 1990s demonstrated the need for a coordinated 
response at a European level. The EES aims at strengthening the coordination of national employment policies. Its main 
objective is to involve Member States in a series of common objectives and targets, focused on four pillars, namely 
employability, entrepreneurship, adaptability and equal opportunities:

employability: combating long-term unemployment and youth unemployment, modernising education and training 
systems, active monitoring of the unemployed by offering them a new start in the field of training or employment (before 
reaching six months of unemployment for every unemployed young person and 12 months for every unemployed adult), 
reducing the numbers dropping out of the education system early by 50% and deciding on a framework agreement 
between employers and the social partners on how to open workplaces across Europe for training and work practice; 

entrepreneurship: establishing clear, stable and predictable rules concerning the start-up and running of businesses 
and the simplification of administrative burdens on small and medium size enterprises (SMEs). The strategy proposes 
significantly reducing the overhead costs for enterprises of hiring an additional worker, facilitating easier transition to 
self-employment and the setting up of micro-enterprises, the development of the markets for venture capital in order 
to facilitate the financing of SMEs, and the reduction of tax burdens on employment before 2000; 

adaptability: modernising work organisation and flexibility of working arrangements and putting in place of a framework 
for more adaptable forms of contracts, renewal of skill levels within enterprises by removing fiscal barriers and mobilisation 
of State aid policies on upgrading the labour force, creation of sustainable jobs and efficiently functioning labour markets; 

equal opportunities: combating the gender gap and supporting the increased employment of women, by implementing 
policies on career breaks, parental leave, part-time work, and good quality care for children. The EES also proposes that 
Member States facilitate return to work, in particular for women.
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COMMON OBJECTIVES IN THE FIGHT AGAINST POVERTY AND SOCIAL EXCLUSION

1. To facilitate participation in employment and access by all to resources, rights, goods and services

1.1. Facilitating participation in employment.
In the context of the European employment strategy, and the implementation of the guidelines in particular:

(a) To promote access to stable and quality employment for all women and men who are capable of working, in particular:	
1. By putting in place, for those in the most vulnerable groups in society, pathways towards	
employment and by mobilising training policies to that end;	
2. By developing policies to promote the reconciliation of work and family life, including the issue 				
of child- and dependent care;	
3. By using the opportunities for integration and employment provided by the social economy.

(b) To prevent the exclusion of people from the world of work by improving employability, through human resource 
management, organisation of work and life-long learning.

1.2. Facilitating access to resources, rights, goods and services for all.
(a) To organise social protection systems in such a way that they help, in particular, to:	

1. Guarantee that everyone has the resources necessary to live in accordance with human dignity;	
2. Overcome obstacles to employment by ensuring that the take-up of employment results in 				
increased income and by promoting employability.

(b) To implement policies which aim to provide access for all to decent and sanitary housing, as well as the basic services 
necessary to live normally having regard to local circumstances (electricity, water, heating etc.).

(c) To put in place policies which aim to provide access for all to healthcare appropriate to their situation, including 
situations of dependency.

(d) To develop, for the benefit of people at risk of exclusion, services and accompanying measures which will allow them 
effective access to education, justice and other public and private services, such as culture, sport and leisure.
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2. To prevent the risks of exclusion
(a) To exploit fully the potential of the knowledge-based society and of new information and communication technologies 
and ensure that no-one is excluded, taking particular account of the needs of people with disabilities.

(b) To put in place policies which seek to prevent life crises which can lead to situations of social exclusion, such as 
indebtedness, exclusion from school and becoming homeless.

(c) To implement action to preserve family solidarity in all its forms.

3. To help the most vulnerable
(a) To promote the social integration of women and men at risk of facing persistent poverty, for example because they 
have a disability or belong to a group experiencing particular integration problems such as those affecting immigrants.

(b) To move towards the elimination of social exclusion among children and give them every opportunity for social 
integration.

(c) To develop comprehensive actions in favour of areas marked by exclusion.

These objectives may be pursued by incorporating them in all the other objectives and/or through specific policies or 
actions.

4. To mobilise all relevant bodies
(a) To promote, according to national practice, the participation and self-expression of people suffering exclusion, in 
particular in regard to their situation and the policies and measures affecting them.

(b) To mainstream the fight against exclusion into overall policy, in particular:	
1. By mobilising the public authorities at national, regional and local level, according to their respective areas 		
of competence;	
2. By developing appropriate coordination procedures and structures;	
3. By adapting administrative and social services to the needs of people suffering exclusion and ensuring that 	
front-line staff are sensitive to these needs.

(c) To promote dialogue and partnership between all relevant bodies, public and private, for
example:	

1. By involving the social partners, NGOs and social service providers, according to their respective areas of 			
competence, in the fight against the various forms of exclusion;	
2. By encouraging the social responsibility and active engagement of all citizens in the fight against social  
exclusion.
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