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THE PURPOSE OF THE PAPER 

The objective of this Background Paper is to demonstrate some initial responses from the 
experience of EQUAL 1st and 2nd Round Development Partnerships (DPs) to the questions posed 
for each of the three workshops at this Exchange Event. The paper is an attempt to get the ball 
rolling and the discussion going in each Workshop. It provides a sound but limited body of 
experience on which to draw. However, it is hoped that the representatives of the DPs attending 
the Exchange Event will increase the information available at EU level on all of the issues to be 
addressed in the Workshops, especially in relation to those questions where the initial response 
provided in this paper is relatively brief.  

The information that this paper contains is drawn from a number of sources including: 

 Contributions from DPs to the 1st Round of European Thematic Activities on the topic of 
“Building on Diversity;” 

 Visits of the European Commission’s Employability Thematic Experts from IFAPLAN-europs 
to both 1st and 2nd Round EQUAL Development Partnerships (DPs) that were, or are, working 
on diversity issues; 

 The more detailed and complete Nomination Forms that were submitted for attendance at 
this Exchange Event; 

 A project funded by the ESF in Sweden and run by Kvinnoforum that analyses and 
disseminates the knowledge of empowerment collected from EQUAL DPs in Sweden and 
other European countries; 

 A publication on Empowerment that was produced when IFAPLAN-europs was providing the 
European level Technical Assistance for the ADAPT and EMPLOYMENT Community 
Initiatives, which were the immediate predecessors of EQUAL.  

 

EMPOWERMENT – A CENTRAL THEME 

The topic of empowerment runs through all three Workshops at the EQUALising the Workplace 
Exchange Event. The first Workshop focuses on the "individual" aspect meaning that a person 
has to be strong enough to make his/her own decisions on life and his or her own process of 
integration. Then, the second Workshop points up the fact that for employers it is also important 
to provide opportunities for employees to take responsibility for their work, as this will produce 
more commitment and better results. Finally in the third Workshop, there is the "environmental" 
aspect to be considered. An individual on his or her path towards the labour market is in constant 
interaction with bridge-builders or integration agencies of different kinds, varying from sheltered 
workshops, to social security bodies, employment services, careers agencies and training 
providers. These organisations have to at least respect, if not stimulate and strengthen, the 
individual’s empowerment to make sure that he or she can really take charge of the integration 
process.  

Empowerment was established as one of the principles or key building blocks of EQUAL along 
with innovation, partnership, thematic approach, transnationality and mainstreaming. However, at 
the EU-level “Lessons from the evaluation of EQUAL” conference held early in 2006, the 
discussion of empowerment was considered to be the “weakest” of all of the workshops on the 
EQUAL principles to the extent that “some participants saw the desirability of fostering 
empowerment as running counter to the demand for projects to be efficient and cost-effective in 
pursuing innovation.” This is in direct contrast to the Final Evaluation of the EQUAL Programme 

http://www.kvinnoforum.org/
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in Northern Ireland carried out on behalf of the Department for Education and Learning. This 
report concluded that empowerment had been a strong aspect and had included “the ability of 
beneficiaries to present DP progress reports to the EQUAL Monitoring Committee through to 
training up beneficiaries as ‘guest facilitators’ with an expertise in promoting diversity.”  

It should also be noted that none of the other 2007 European-level Mainstreaming Platforms 
focus on the topic of empowerment. Thus, the organisers of this Exchange Event and the 
subsequent Policy Forum, which will also be held in Northern Ireland, believe that it is vital that 
these two European gatherings should leave a well-developed and documented legacy of 
EQUAL successes in empowering its beneficiaries.  

This is particularly important as empowerment is so relevant to employment strategies. For 
excluded people, access to employment is both a consequence of having entered into a process 
of inclusion and a significant step towards greater inclusion. Since December 1999, one of the 
European Employment Strategy’s main objectives has been to promote “a labour market open to 
all" involving the further development of active and preventive measures for the integration of 
ethnic minorities, people with disabilities and other disadvantaged groups. To take advantage of 
sound economic growth and to develop economic, as well as social, cohesion throughout the 
European Union (EU), it is essential to integrate those people that currently represent an 
unexploited potential of skills, talent and diversity. To achieve this, an empowerment perspective 
puts the focus on enabling those excluded from the labour market to take an active part in their 
own process of inclusion into society and work. 

Thus, before looking at the potential responses to the Workshop questions, it might be useful to 
have a reminder of some of the key characteristics of empowerment. 

 
Key characteristics in the context of strategies for employment and inclusion 

 
Empowerment is a process, aimed at a change in power relationships. 
 
Empowerment is a process that can apply to individuals, groups, organisations or communities. 
 
Empowerment is a two-way change: on the part of those who previously had little or no power 
and on the part of those who hold authority and power in employment, social, cultural and 
political systems. 
 
Empowerment requires a change in professional practice. Those who previously had little or no 
power must be listened to. Their experience as well as knowledge, their aspirations as well as 
their needs and their opinions and insights must be taken seriously and acted upon in the 
process of solving their problems. 
 
Empowerment should take place in the context of a comprehensive approach that tackles a 
range of psychological, social, cultural, and economic issues. 
 
Empowerment implies different approaches to lifelong learning, including aspects of social 
learning and is based on more interactive methodologies that give a central place to learning by 
doing. 
 
Empowerment needs non-traditional approaches to conflict management and resolution. By 
questioning the implicit consensus between those in power, it throws a new light on the 
assumptions on which policies, programmes and professional approaches are based. 
 
Empowerment recognises the fact that power takes many forms and remains partial and relative: 
the exercise of power requires the management of tensions between co-operation and 
competition, between a value-based commitment and the possibility of coercion, between 
reliance on fair exchange and autocratic behaviour.  
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1. WORKSHOP ON THE EMPOWERMENT OF VULNERABLE GROUPS 

1.1. WHAT ARE THE COMPONENTS OF EMPOWERMENT? 
 
The VrijBaan DP in the Netherlands carried out a literature search and field-testing to develop a 
diagnostic instrument that has shown that empowerment can be determined through the following 
six components: 
 Competence: trusting in your own abilities; 
 Self-Determination: being able to make choices and feeling in control of your own situation; 
 Impact: engendering change in your own environment;  
 Significance: experiencing a meaning in your activities that fits with your own values;  
 Group-Orientation: realising that you are part of a community or group and that you need 

support from this group; and 
 Positive Identity: accepting your disability in a realistic way and understanding that it does 

not control your life. 

The Latvian DP entitled “Integration of People with Mental Disturbances and Psychiatric 
Illnesses in the Labour Market” believes that the components of empowerment are individual 
factors like health status, personal activity, and personality, social factors such as social, health 
systems in the country, systems of employment including supported workplaces and quota 
systems and global factors including the economic development of the country, the social culture 
of society, positive or negative attitude to “others”. 

Another Latvian DP called Klusās rokas or Silent Hands has run pilot projects for deaf women, 
which cover components such as self- esteem, IT skills, entrepreneurship skills and motivation. 

Two Slovakian DPs  “Agency for Promoting Employment Somotor” and “ETP – Centre for 
sustainable development” are of the opinion that empowerment is based on addressing 
individual needs such social, financial, legal, housing, employment and training requirements and 
it also relates to the abilities, capabilities and skills of the “client.” 

1.2. IS IT POSSIBLE TO MEASURE EMPOWERMENT? 
Based on the six components that it identified the VrijBaan DP pioneered a new diagnostic 
instrument to help design suitable training pathways for those at the greatest distance from the 
labour market. This instrument is essentially a questionnaire that each individual completes with 
help and further explanation, if necessary. The questionnaire contains 62 statements and 
respondents are asked to express the extent of their agreement or disagreement with each 
statement. 

1.3. HOW CAN INDIVIDUALS BE MADE AWARE OF THE NEED TO STRENGTHEN THEIR 
EMPOWERMENT? 

The results of the VrijBaan questionnaire help the individual to get a “picture” of their own level of 
empowerment. Having analysed the responses, a psychologist then discusses the responses 
and indicates which particular components are not as well developed as they might be. At the 
same time, it is vitally important that the person with a disability is committed to further action, as 
an appropriate training pathway can only be established when he or she agrees with this 
assessment.  

1.4. WHAT APPROACHES HAVE BEEN ADOPTED BY EQUAL DPS TO HELP INDIVIDUALS 
TO BECOME MORE EMPOWERED IN BOTH THE VOCATIONAL AND SOCIAL SPHERES 
OF THEIR LIVES? 

Vrijbaan has developed a curriculum with a training module for each empowerment component. 
That means that it can offer tailor-made training to strengthen the empowerment of an individual. 
This strengthening has been assessed by comparing the results of the questionnaire at the 
beginning of the training process with the results after the training. 

http://ec.europa.eu/employment_social/equal/data/document/etg1-suc-vrijbaan.pdf
https://equal.cec.eu.int/equal/jsp/dpComplete.jsp?cip=LV&national=1
https://equal.cec.eu.int/equal/jsp/dpComplete.jsp?cip=LV&national=1
https://equal.cec.eu.int/equal/jsp/dpComplete.jsp?cip=LV&national=9
https://equal.cec.eu.int/equal/jsp/dpComplete.jsp?cip=SK&national=74
https://equal.cec.eu.int/equal/jsp/dpComplete.jsp?cip=SK&national=60
https://equal.cec.eu.int/equal/jsp/dpComplete.jsp?cip=SK&national=60
http://ec.europa.eu/employment_social/equal/data/document/etg1-suc-vrijbaan.pdf
http://ec.europa.eu/employment_social/equal/data/document/etg1-suc-vrijbaan.pdf
http://ec.europa.eu/employment_social/equal/data/document/etg1-suc-vrijbaan.pdf


 

 4 Equalising the Workplace-Background 

In Italy, empowerment was one of the main principles of the Albergo In Via Dei Matti n°0 DP’s 
three years of work - empowering people, who for one reason or another, are the object of 
discrimination and/or exclusion from the labour market. This DP promotes the brand Le Mat - the 
hotel franchising of social entrepreneurs for the establishment of a chain of hotels run in 
franchising by social enterprises. In this way, it creates job opportunities at a good level, with the 
prospects of a career and independence, by investing in the ability of men and women to act as 
social entrepreneurs. It believes that franchising is a proven networking tool to develop inclusion, 
social entrepreneurship, responsibility and sustainability.

The main approaches adopted by the Latvian DP “Integration of People with Mental 
Disturbances and Psychiatric Illnesses in the Labour Market“  to help individuals to become 
more empowered in both the vocational and social spheres of their lives are modelling of the 
system both inside and outside of mental health facilities (treatment, early psychiatric 
rehabilitation, assessment, social support, work in difference programmes and the open market), 
real work for practical skills training and building the emotional capacity of workers (work with 
others in a group or individually, work in real work system) and bringing together users (potential 
workers) and employers.  

Some approaches are very target group specific, such as those used by the Slovenian DP “With 
Superiority to Gender Equality.” The DP uses several strategies including:  

 An expert's detailed report based on a literature search on women's situation in the field of 
employment; 

 Questionnaires for carrying out interviews and polls with job seekers and a content analyses 
of interviews; 

 A definition of the limitations that women and especially young women are confronted with 
when building, or when starting, their career; 

 Concrete suggestions in form of career plans, acts and regulations, and competence 
systems for eliminating limitations and problems that can cause unequal career development 
of women and men in companies. 

 

“Women into Work” (WiW) was another DP that focused on women but this time on women 
offenders in England and Wales. One element of the project was peer research on the barriers to 
employment that were faced by women prisoners. These peer researchers took part in nine 
different training and development opportunities including presentation skills, report writing and 
research.  Whilst the peer research was being conducted, the trainees were encouraged to 
attend DP meetings as part of their learning and were represented on all groups and committees 
including the DP steering group. In the words of Sandra, an ex-offender, “WiW really empowered 
me at a time when most women would feel disempowered … I felt like an equal working within 
the DP and that gave me the encouragement to succeed.” These new employees gained work 
experience, a salary, a reference, and new-found self-confidence.  In addition, they provided a 
role model and raised the aspirations of the beneficiaries.  The response of many women when 
told of a new staff member’s background was “If they can do something like this, maybe I can.” 

The “Centres of local job counselling” DP in Slovakia sees information as an important 
element in empowerment. It provides a low-threshold service, offering easy access to information 
on possibilities of employment and support in entering the job market. The service is based on 
establishing a counsellor – client relationship that is regular and personal. Achievements are 
measured both on a quantitative basis including the number of contacts with clients and 
employed clients, registered in the network’s internal database, and qualitatively through contact 
with field-based  social workers in the client’s local area. Apart from this, the employment service 
is also connected to the promotion of local social economy companies at municipal level. 

The Victims of Trafficking DP in Slovenia uses counsellors but this time they are peer 
counsellors. They staff information points for victims of trafficking and provide information about 
(re)-integration programmes and access to a pool of organisations willing to cooperate in solving 
problems of trafficking in human beings. The DP adopts a case recording strategy to facilitate 
international training from empirical cases.  

Another DP that uses peer counselling is the Steinburg and Pinneberg Integration Network 
(SPIN), in Germany. This DP explored methods and conditions for the implementation of 

http://ec.europa.eu/employment_social/equal/data/document/200604-se-etg2-t6b.pdf
https://equal.cec.eu.int/equal/jsp/dpComplete.jsp?cip=LV&national=1
https://equal.cec.eu.int/equal/jsp/dpComplete.jsp?cip=LV&national=1
https://equal.cec.eu.int/equal/jsp/dpComplete.jsp?cip=SI&national=23
https://equal.cec.eu.int/equal/jsp/dpComplete.jsp?cip=SI&national=23
http://ec.europa.eu/employment_social/equal/practical-examples/employ-06-wiw_en.cfm
https://equal.cec.eu.int/equal/jsp/dpComplete.jsp?cip=SK&national=73
https://equal.cec.eu.int/equal/jsp/dpComplete.jsp?cip=SI&national=9
http://ec.europa.eu/employment_social/equal/practical-examples/employ-spin_en.cfm
http://ec.europa.eu/employment_social/equal/practical-examples/employ-spin_en.cfm
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sustainable territorial cooperation to support the (re)-integration of people with disabilities or 
mental health problems. However, it dedicated a percentage of the time of central staff resources 
to promote empowerment by working directly with the DP's target groups. Key activities include 
continuous contact with, and support of, self-help groups especially with a view to enhancing their 
problem-solving abilities, following up complaints, organising and encouraging  peer counselling 
and assessing project activities in relation to empowerment issues.  

A Maltese DP called Headstart works with young people who are leaving care homes and 
institutions at the age of 18. The rationale for this partnership is a need to provide an integrated; 
holistic support package to these young people as,  although no studies have been carried out, 
there is a widespread consensus that they are a high risk category  facing disadvantage since 
they have few educational qualifications and have difficulty in finding a job and securing 
somewhere to live. Apart from providing vocational guidance, training, work experience and 
certification in a number of skills/trades, the DP also offers a range of affordable housing options 
to its trainees. 

The Added Value DP in Sweden also worked on the issue of housing. There was a lack of 
adapted housing for young people with minor disabilities in the local village and surrounding area 
from which the participants were drawn. In the village where the project is based there were 
opportunities for young disabled people to go to school, to shop, to go out for a meal and to 
engage in leisure activities and so they wanted to live there permanently. Thus, it was decided to 
create a separate part of the umbrella project called FRIBO (an abbreviation of the words ‘free 
living’) to create a new model for adapted housing. The young people now have the type of 
accommodation that they want. They live in rented flats, which they can decorate and furnish as 
they like and if they have any major problems or emergencies there is an alarm system with a 
button in every apartment. The flats are all situated in the same housing area in which there is a 
communal flat where the staff members are based and this flat is also available for social 
activities. 

1.5. WHAT HAS BEEN THE SUCCESS/ADDED-VALUE OF THESE APPROACHES TO THE 
EMPOWERMENT OF INDIVIDUALS, HOW HAS THAT SUCCESS BEEN ASSESSED AND 
WHAT ARE THE NECESSARY CONDITIONS FOR THE TRANSFER AND TAKE-UP OF THE 
APPROACHES? 

This is the major question to be answered once all of the DPs in the Workshop have had the 
chance to share their successful experiences. The main idea behind this question is that it should 
lead to the production of a convincing case for the adoption, sustainability or further 
development of the successful EQUAL approaches to the empowerment of beneficiaries 
that will be presented to decision-makers and political actors at the Policy Forum to be held at the 
end of 2007.  

https://equal.cec.eu.int/equal/jsp/dpComplete.jsp?cip=MT&national=1
https://equal.cec.eu.int/equal/jsp/dpComplete.jsp?cip=SE&national=44
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2. WORKSHOP ON WORKING WITH EMPLOYERS 

2.1. IS IT POSSIBLE TO STIMULATE A POSITIVE ATTITUDE AMONGST EMPLOYERS 
TOWARDS DIVERSE GROUPS? 

The Latvian DP “Integration of People with Mental Disturbances and Psychiatric Illnesses 
in the Labour Market” is convinced that it is possible to stimulate a positive attitude amongst 
employers towards mental health users groups, but for this it is necessary to start with some form 
of supported work inside the mental health system and carry out some “sensibilisation” of 
employers.  The DP assists employers in the recruitment and career development of people from 
mental health users’ groups through practical seminars about project results, about problems and 
successes. A second important way is using the experience of existing employers in the project 
as good examples for other potential employers. 

Using such examples to influence others was also a strategy employed by one UKgb DP called 
Action for Carers and Employment or (ACE National). Crucial to the overall success of this 
project has been the direct involvement of public and private employers such as government 
departments and major companies and the social partners represented by the Confederation of 
British Industry and three trade unions. Becky Mason from BT, which is the UK's biggest 
telecommunications provider, explained that “BT is looking now to find additional sources of 
talent and to retain the talent we have got. It makes absolute sense to reap the benefits of the 
skills and resources of carers.” In a similar vein, Emma Appleby from PricewaterhouseCoopers 
believes that “What we want to attract is the widest pool of talent and to cut out a whole section of 
the market would be totally foolish.” These and other employers including the government 
departments have acted as the best possible advocates for the DP’s core messages. With 
secretarial and administrative support from ACE, these influential employers have created a web 
site, which demonstrates to employers that providing support for employees with caring 
responsibilities makes good business sense.  

Another web site has been created by the Ensuring Positive Futures DP that works on 
engaging employers to address issues faced by people with hidden disabilities such as HIV. This 
user-friendly web site is accessible to employers, unions and people with HIV and provides 
toolkits for each of these three interests. This English project also works with trade unions to 
reinforce the positive message given to employers and to develop meaningful and practical 
workplace policies. 

The Common Ground DP in the north of England has moved diversity beyond race, disability 
and gender to encompass a wider set of factors, including age, sexual orientation, religion and 
work-life balance. One strategy to get employers involved was establishing an “Equality at Work 
Standard” that sets rigorous and demonstrable requirements in terms of equality-related policies 
and procedures. Each application is independently assessed, before a report is submitted for 
final judgement by a panel of employers who are past recipients of the award. Andy Aldridge is 
the Managing Director of one of the first of 30 small businesses that have received this Award. 
He believes that “The biggest business benefit has been the improved image of our organisation. 
We are now much more reflective of our local society and potential customer base. As a result, it 
has helped us develop new markets and business opportunities and enabled us to recruit from 
groups who may not previously have joined our company.” 

Nautilus, a Portuguese DP has also taken its Corporate Social Responsibility and Supported 
Employment activities beyond target groups such as people with disabilities or with mental illness 
to encompass other disadvantaged groups. It runs workshops for human resource managers and 
tutors on supported employment, diversity management and equal opportunities. It has also 
established strong partnerships within the business community such as a regional employers’ 
network and has two Business/Employers Associations in the membership of the DP. 

The Women in Non-traditional Sectors or WINS DP is led by a core of public and private 
employers that include Belfast City Council, the Northern Ireland Housing Executive, Translink, 
which is the integrated public transport system in Northern Ireland, and the Construction Industry 

https://equal.cec.eu.int/equal/jsp/dpComplete.jsp?cip=LV&national=1
https://equal.cec.eu.int/equal/jsp/dpComplete.jsp?cip=LV&national=1
http://ec.europa.eu/employment_social/equal/data/document/etg1-suc-carersmain.pdf
http://www.carersuk.org/Employersforcarers
http://www.carersuk.org/Employersforcarers
http://www.ukcoalition.org/epf/positivepeople/contact.php
https://equal.cec.eu.int/equal/jsp/dpComplete.jsp?cip=UKgb&national=134
http://ec.europa.eu/employment_social/equal/data/document/etg1-suc-commonground.pdf
https://equal.cec.eu.int/equal/jsp/dpComplete.jsp?cip=PT&national=2004-019
https://equal.cec.eu.int/equal/jsp/dpComplete.jsp?cip=UKni&national=20
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Training Board.  The DP has developed a model for pre-employment and work experience in 
non-traditional sectors and 14 trainees have gone on to enter employment.   Apart from these 
beneficiaries, the employers now recognise that they have also received significant benefits from 
this EQUAL project in terms of training and recruiting members of their future workforces. 

In the Ennepe-Ruhr district of North Rhine-Westphalia that has the abbreviation: "EN" and hence 
the strange spelling of the DP’s title as DevelopmENt, the Social Affairs Departments of the local 
communities, the Coordination Office for Employment and Qualification, the District Health 
Authority and more than 30 other key actors in the labour market have engaged in a new 
approach to structuring their cooperation. The objective of this EQUAL project is to open up new 
access routes to work for the long-term unemployed who suffer from mental health problems 
and/or drug and alcohol abuse. This DP is actively engaged in convincing employers, and 
especially SMEs, to provide job opportunities for such disadvantaged groups. The DP has 
developed a set of arguments that draws on the expertise of, and is validated by, key institutions 
and actors in the business world. It uses these arguments to explain to employers the benefits 
that diversity based recruitment practices could produce for their companies. The DP has also 
established standards to improve the quality and procedures of the placement process. These 
arguments and standards are communicated to employers using face-to-face contact, information 
materials (leaflets, posters, manuals and reports), lectures, exhibitions and events and e-mail 
campaigns.  

2.2. HOW CAN INDIVIDUALS FROM THESE GROUPS BE GIVEN MORE RESPONSIBILITY 
FOR THEIR WORK AND HENCE BECOME MORE MOTIVATED AND CONFIDENT 
EMPLOYEES? 

A Polish DP “New chance for transnational job market and economy in the Euroregion 
Nysa” has promoted employees’ responsibility and motivation through the application of a 
competence tool and other tools to help them understand their own competences. Using a map 
of competences, the employees also get to know about the available learning opportunities. 
Employees are then provided with learning opportunities based on modern learning technologies 
delivered at local level. 

An SME in Sweden had a profitable contract to supply much larger companies in the automotive 
industry but was having major problems. Sick leave was as high as 20 % and this was costing 
money and, worse still, the product quality was deteriorating, thus creating even more serious 
consequences. However, it was helped by the DISI EQUAL DP. As a result of the in-house 
dialogues on diversity, gender equality, communication and competence initiated by the DP and 
the participation of the plant’s senior management in a seminar to review the results, it was 
agreed that individual interviews should be carried out with each and every employee. The 
outcomes of this process were that the management suddenly realised the full extent of the 
human resources within their company’s walls and the employees, for the first time, began to feel 
that their contribution was valued and that their views were important. Psychologically, this was a 
very significant advance. The second step was to create development teams, each of which 
worked on a particular topic concerning the future strategy and operations of the company. Every 
shop floor worker was a member of one of these development teams and that reinforced a sense 
of belonging and self-worth. The results were a dramatic fall in the incidence of sick leave - from 
20 % to 2 % in less than six months – and a major improvement in quality standards was 
achieved over the same period.    

2.3. WHAT HAVE PROVED TO BE THE MOST USEFUL OPPORTUNITIES FOR FURTHER 
LEARNING AND DEVELOPMENT IN THE WORKPLACE E.G. JOB-COACHING, 
MENTORING, PARTICIPATION IN WORKS COUNCILS? 

The Polish ElaStan - Promocja Elastycznych Stanowisk Pracy DP has used NICT and tele-
working to promote the vocational development of employees under threat of loosing their job. It 
has created three E-Centres for Tele-work to which local employers delegate some of their 
employees to operate using tele-working methods. These places are equipped with the 
necessary tools and equipment for people - including disabled people - to work and to further 
their education. It has also established an Internet-based “E-bidding Platform” for exchanging 

http://ec.europa.eu/employment_social/equal/practical-examples/employ-development_en.cfm
https://equal.cec.eu.int/equal/jsp/dpComplete.jsp?cip=PL&national=73
https://equal.cec.eu.int/equal/jsp/dpComplete.jsp?cip=PL&national=73
https://equal.cec.eu.int/equal/jsp/dpComplete.jsp?cip=SE&national=4
https://equal.cec.eu.int/equal/jsp/dpComplete.jsp?cip=PL&national=66
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tasks to be carried out by qualified workers and for the qualified workers to advertise their 
services. 

The Trades Union Congress (TUC) is the sponsor of the ambitious Building Opportunities 
through Workplace Learning DP that operates in England and Scotland.  The main aim of the 
project is to develop, test and mainstream new approaches to extending participation, 
progression and effectiveness in workplace learning, especially for those who have least 
opportunity to learn. This is being achieved through the creation of effective support systems for 
Union Learning Representatives and learners, and the project seeks to address two  interlocking 
issues: 
 The significant number of members of the workforce that have a low level of skills and are 

least likely to receive an offer of, or take part in, learning. A number of groups including 
people with disabilities and ethnic minorities are especially disadvantaged through lack of 
access to learning;  

 The fact that low skills, including poor basic skills, directly damage productivity and 
competitiveness.   

The DP’s members are the TUC, the National Learning and Skills Council, the University for 
Industry and the Basic Skills Agency and together they steer the project at national level. The 
University for Industry is developing two new learning tools to ensure that online learning is as 
effective as possible, particularly for basic skills learners. At the same time, the Basic Skills 
Agency is working with the TUC to develop a new English as a Second Language (ESOL) course 
for Union Learning Representatives who do not have English as their mother tongue. A report on 
the project is available and this contains a number of interesting case studies. 

The RYTMUS DP from Prague works to increase the self-confidence of individuals and give them 
the skills to operate not only in the world of work but also in wider society. When Jane came to 
RYTMUS, she was 23 years old but she had been unemployed for five years and had a disability 
pension. While she wanted to work, she had no work experience and had never used any 
employment service. She also had learning difficulties and as a result, she had problems with 
academic and communication skills and in using the transport system to get around. Jane had 
access to a job coach and the role of this job coach was to help her but not to take any action 
without her agreement. Initially, Jane was not used to solving her own problems and would have 
preferred them all to have been tackled by the job coach. However, there were a number of ways 
to help with Jane’s empowerment and apart from selecting her own job coach, she was involved 
in: 

 Choosing where to meet; 
 Formulating her own needs; 
 Taking part in the creation of her own plan for individualised support; 
 Defining the method of solving her own difficulties; 
 Discussing each step that would be needed to find a job.  

As a result, Jane is now in her first long-term job, which she has held for more than 6 months and 
recently it was agreed that the support of job coach was no longer necessary. In Jane’s own 
words, “I feel great about my job, even if I have a lot of work to do!” 

In another the region of the Czech Republic called Ústí, there are many young people who have 
been unemployed for a considerable length of time and who have no recognised educational or 
vocational qualifications. The Kompas DP set out to overcome these problems by providing two-
year apprenticeship courses in trades or skills that are in demand on the labour market. The DP 
established a regional partnership of 5 employment offices, 18 employers and 11 secondary 
schools to help it in its task. Initially, this partnership was concerned with identifying those 
methodologies and materials that would be suitable for the different training courses on offer. 
Then, participants were selected from about 1000 job seekers and they had to undertake a 
course designed to increase their motivation before the first year of the apprenticeship training. 
After this first year, they all started work experience and continued to study during the second 
year of their course but this time through a form of distance learning.  

http://www.learningservices.org.uk/
http://www.learningservices.org.uk/
http://forum.europa.eu.int/Public/irc/empl/equal_etg/library?l=/etg1/06sworkingsgroups/wg2stradesunions/examplessandscasesstudie/ukgb-8_learningpdf/_EN_1.0_&a=d
http://forum.europa.eu.int/Public/irc/empl/equal_etg/library?l=/etg1/06sworkingsgroups/wg2stradesunions/examplessandscasesstudie/ukgb-8_learningpdf/_EN_1.0_&a=d
https://equal.cec.eu.int/equal/jsp/dpComplete.jsp?cip=CZ&national=5
https://equal.cec.eu.int/equal/jsp/dpComplete.jsp?cip=CZ&national=2
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2.4. WHAT SUPPORT HAS BEEN PROVIDED BY EQUAL DPS TO ASSIST EMPLOYERS IN 
THE RECRUITMENT AND CAREER DEVELOPMENT OF PEOPLE FROM DIVERSE 
GROUPS? 

The work of the Portuguese “Respons&ability – investing on diversity” DP is based on the 
premise that a company’s competitiveness depends not only on its relationship with clients and 
the owners, but also on its relationships with all the people and organisations that affect or are 
affected by the company’s operation. A further premise is that the corporate reputation and image 
or the company’s ability to create alliances or cooperate with its environment are essential factors 
in its long-term competitiveness. They believe that the company’s stability in the long term 
depends on its ability to develop simultaneously in economic, social and environmental terms. 
The consolidation of this macroeconomic model (i.e. sustainable development) and its 
macroeconomic dimension (i.e. corporate social responsibility (CSR)) forces companies to 
improve their command of concepts, tools and strategies for which they are not yet prepared. So, 
the DP’s mission, as a mediator, is to develop, test and communicate models for CSR on behalf 
of enterprises in order to achieve more innovative practices in Human Resources Development 
including employment opportunities for disabled people.  

The Promoting Opportunities for Inclusion in Social Care Employment or POISE DP in 
Northern Ireland is attempting to encourage more males to view the social care sector as an 
employment opportunity. The DP has two public employers the North and West Belfast Health 
and Social Services Trust and the Ulster Hospitals and Community Health and Social Services 
Trust within the DP. Together they have agreed on a single job application form, reduced criteria 
for beneficiaries and guaranteed interviews for those who complete a pre-recruitment training 
programme, which includes work orientation visits.  POISE can also share the research which 
has been carried out with employers in the DP on: experiences of applicants at interview; 
underlying prejudices of panel members that affect males entering social care positions; and an  
investigation into  questions used at interview in order to ensure they match the grade of job 
being advertised. 

Another NI DP called Diversity Matters piloted a modular training package called “Take the 
Change – Make the Change” or TCMC for short. TCMC is designed for those who are interested 
in, or responsible for, diversity in the workplace and aims to:  

 Enable participants to explore their own identity and that of key groups in society;  
 Explore the experiences of different groups and how society reacts to them;  
 Examine the opportunities to promote diversity through legislation and personal and group 

initiatives.  

In particular, the final modules help participants to develop their personal action plans to promote 
diversity within their own organisations. Participants also had the chance to argue for their plans 
and to present their cases for change to the rest of the participants on the course – a practical 
exercise that was invaluable when they had to convince colleagues or managers in their actual 
working situations. One woman explained “I felt that the personal action plans to promote 
diversity were very useful elements of the course. These workshops made the issues discussed 
more real and this element allowed you to put into practice in your own life what you learnt in the 
course.” The model was piloted in Belfast and then in the North West of Northern Ireland and the 
final version of the course has been delivered to organisations as diverse as government 
departments, voluntary organisations and political parties.  

Access Ability, in Dublin, enabled Irish employers to take on a person with a disability without 
any attendant concerns or administrative inconveniences. The innovative element of this 
approach lies in combined delivery, as Access Ability provides a real one-stop-shop and, if in the 
unlikely instance that a product, which an employer wants is not 'on its shelves', the DP partners 
offer such a wide range of knowledge and expertise that a supply solution can quickly be found. 
The DP provides the following types of Training and Consultancy Services: 

 Accessibility Services for Recruitment and Selection designed to give human resources 
managers, line managers and anyone who is involved in the employment process a better 
understanding of the views and needs of people with disabilities;  

https://equal.cec.eu.int/equal/jsp/dpComplete.jsp?cip=PT&national=2004-211
https://equal.cec.eu.int/equal/jsp/dpComplete.jsp?cip=UKni&national=19
http://ec.europa.eu/employment_social/equal/data/document/etg1-suc-diversitymatters.pdf
http://ec.europa.eu/employment_social/equal/practical-examples/employ-access-ability_en.cfm
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 Managing a Disability-Friendly Environment designed to give organisations a 
comprehensive overview and insight into all of the issues that arise when employing a person 
with a disability;  

 Disability Awareness Training designed to raise awareness of disability issues and to give 
people an understanding of the experience of disability;  

 Environmental Assessment designed to assist employers to ensure that their buildings and 
their workplaces are accessible in every possible respect, recognising that barriers can be 
attitudinal as well as physical; 

 Financial Incentives designed to provide advice on government grants and schemes 
available to employers when they hire and retain employees with a disability and on how to 
access these sources of financial support; 

 WorkPath is a unique, confidential and professional service that is available on-site and 
on a continuing basis to deal with support issues and needs, as they arise.  

A form of support offered by the Embracing Diversity DP in the north west of England is the 
“secondment” of a Senior Employment Officer to individual companies. This individual takes the 
employer through a series of “scenarios” in order to ascertain her or his views on disadvantaged 
people and their ability to work. This process also takes place with people at different levels 
within the company and establishes what the company already does well and identifies the 
improvements that need to be made. The scenarios form the basis of a company analysis that 
includes details about the structure of the company, who is responsible for recruitment, details of 
the interview procedure and the makeup of the current workforce.  It also involves getting to grips 
with the company’s policies on recruitment and the Senior Employment Officer will go through the 
recruitment processes, in order fully to understand the issues and the barriers people might face. 
The overall assessment provides a starting point from which the Employment Service can work 
alongside employers to overcome traditional perceptions and barriers to employing a diverse 
workforce.  The project also offers a number of training opportunities to employers.  These 
include Training in Systematic Instruction, Awareness Training in areas such as Mental Health, 
Asylum Seekers and Refugees, Epilepsy and Drug and Alcohol Policies.    

2.5. WHAT HAS BEEN THE SUCCESS/ADDED-VALUE OF THESE APPROACHES, HOW HAS 
THAT SUCCESS BEEN ASSESSED AND WHAT ARE THE NECESSARY CONDITIONS 
FOR THE TRANSFER AND TAKE-UP OF THE APPROACHES? 

This is the major question to be answered, once all of the DPs in the Workshop have had the 
chance to share their successful experiences. The main idea behind this question is that it should 
lead to the production of a convincing case for the adoption, sustainability or further 
development of those EQUAL approaches that have encouraged employers to add a 
diversity dimension to their Recruitment and HRD policies. This case will then be presented 
to decision-makers and representatives of employers’ and trade union federations at the Policy 
Forum to be held at the end of 2007.  

 

http://www.rehab.ie/gandon/index.aspx
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3. WORKSHOP ON BUILDING THE BRIDGES 

3.1. WHAT IS THE ADDED VALUE, IN TERMS OF THE PROFESSIONAL PERFORMANCE OF 
BRIDGE-BUILDERS*, OF ADOPTING AN EMPOWERING APPROACH? 

The REQUEST DP in the Netherlands thinks that it is possible to add value for professionals and 
organisations by creating win-win situations between client-professionals and employers. When 
the reintegration professional is able to support the client to find a job that really matches his/her 
talents/skills and professional wishes, it will lead to more sustainable employment. At the same 
time, they feel that organisations that improve their service provision towards clients improve the 
general quality of their service provision.  It turns out that many of the conditions that make an 
organisation empowering are in one way or another included in some of the criteria that are used 
within formal, (inter) national quality systems. 

The “Employment Facilitation of Disabled Persons” DP in Latvia sees the added value, in 
terms of the professional performance of bridge-building agencies, of adopting an empowering 
approach as being: 

 development of a method for work tests and assessment of the ability of a disabled person to 
learn a certain profession and later work in it; 

 development of vocational training methods for disabled people with psychiatric illnesses;  
 introduction of innovative methods of professional rehabilitation in the work with disabled 

people;  
 development of temporary professional rehabilitation programmes for disabled people with 

low educational or professional skill level;  
 development and improvement of system of medical, social and professional rehabilitation 

services along with provision of succession of service; 
 development of a network of support offices of the Social Integration Centre with an aim of 

involving  disabled people in rehabilitation activities. 

* an individual on his or her path to the labour market is in constant interaction with bridge-
builders such as social security bodies, employment services, careers agencies, training 
providers etc 
 

3.2. HOW DOES EMPOWERMENT BECOME MANIFEST IN THE PROFESSIONAL TREATMENT 
OF PEOPLE FROM DISADVANTAGED OR HARDEST TO REACH GROUPS? 

REQUEST believes that in order to be empowering, professionals and organisations require 
amongst other things, that::  

 People at a distance from the labour market are allowed to make their own choices; 
 They are treated in a non-directive way; 
 The professional does not always focus on solving the problem for the clients but on teaching 

the client how to solve his/her own problems. 

As part of the national 1  Round mainstreaming activities in UK(gb) five DPs st decided to run a 
one-day workshop and seminar for 60 Jobcentre Plus (which is the public employment service in 
the UK) advisers from the London, South East and East regions. Together they covered three 
main categories of the thirteen different priority target groups of Jobcentre Plus. These categories 
were as follows: 

 Ex-offenders who have served a custodial sentence (KEEP, NewLIFE and Women into 
Work); 

 People with a health condition or disability (Positive Futures); 
 Invalid Care Allowance recipients or people in receipt of Widows’ or Widowers’ Benefit (ACE 

National). 

As a result of their participation in the seminar, the advisors believe that they now see each 
customer as an individual and are more aware of his or her situation. As Lynne Crossley an 

https://equal.cec.eu.int/equal/jsp/dpComplete.jsp?cip=NL&national=2004%2FEQA%2F0015
https://equal.cec.eu.int/equal/jsp/dpComplete.jsp?cip=LV&national=5
https://equal.cec.eu.int/equal/jsp/dpComplete.jsp?cip=NL&national=2004%2FEQA%2F0015
https://equal.cec.eu.int/equal/jsp/dpComplete.jsp?cip=UKgb&national=36
https://equal.cec.eu.int/equal/jsp/dpComplete.jsp?cip=UKgb&national=44
https://equal.cec.eu.int/equal/jsp/dpComplete.jsp?cip=UKgb&national=66
https://equal.cec.eu.int/equal/jsp/dpComplete.jsp?cip=UKgb&national=66
https://equal.cec.eu.int/equal/jsp/dpComplete.jsp?cip=UKgb&national=46
https://equal.cec.eu.int/equal/jsp/dpComplete.jsp?cip=UKgb&national=4
https://equal.cec.eu.int/equal/jsp/dpComplete.jsp?cip=UKgb&national=4
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advisor from the South Region put it, “I now show greater empathy to customers, am more aware 
of what issues and concerns customers have and I change my interviewing technique to suit the 
individuals and their needs."  Parvinder, Lynne’s colleague, believes that "I have learnt that there 
are often underlying factors or causes for an individual’s behaviour that are not obvious and I 
probe more than I used to.  I consider whether I have subconsciously stereo-typed when I am 
interviewing clients." As London is such a large city, there is always a risk of professional 
isolation and of agencies ploughing a lone furrow, without reference to each other’s activities and 
services. However, the advisers from the London area now realise that there are people ‘out 
there’ in various EQUAL partnerships that can help and advise them on issues related to ex-
offenders and other groupings. Neville Boulton who works in the East End of London feels that 
“This day will really make me think about the way I work in future.  I never realised that there was 
so much expertise out there in my local area.” 

3.3. WHAT EXPERIENCE EXISTS WITHIN EQUAL THAT CAN BE OF ASSISTANCE TO THE 
AGENCIES IN IMPROVING THEIR SERVICES FOR THE HARDEST TO REACH GROUPS? 

In REQUEST a self-assessment instrument has been developed, which can measure the level of 
the empowering nature of organisations working on reintegration. As a result of this test, 
organisations and individual professionals receive a profile about their empowering capacities. At 
the moment, the DP is working on a set of training modules that can help organisations or 
professionals to overcome weaknesses related to their empowering capacities.  Ten 
organisations have used the measurement instrument that can really help to clarify where they 
and the professional staff are in relation to their empowering capacities. 

E Quality Career Time was a 1st Round Flemish DP that believed that the traditional caring or 
helping approaches found in education and training, employment and job coaching initiatives and 
basic employment services tends to perpetuate dependency and that new skills and 
competences are required by the staff of these agencies. The DP embarked on three main lines 
of action that were all geared to empowering people with disabilities in the management of their 
careers: 

 Provision of coaching and training for coaches, trainers, instructors and teachers that 
increased empowerment awareness and enabled them to work in a empowering way and to   
increase the self-management of their clients towards fulfilling careers; 

 Introduction of the concept of career self-management; 
 Involving staff members of integration/careers counselling/mediation services in the creation 

of a toolbox to promote career self-management amongst clients. 

Two major organisations, KOPA (the Vocational Training and Guidance Services of the Socialist 
Trade Union in Flanders) and the regional office of the public employment service, were active in 
the project right from the beginning. Based on the project outcomes, they agreed to review their 
working methods in order to improve their self-management capacities.   

3.4. WHAT STRATEGIES HAVE BEEN USED BY DPS TO OFFER SUCH ASSISTANCE TO 
BRIDGE-BUILDER AGENCIES?  

A key theme of the Scottish Equal Access DP has been the integration of services and in 
particular health and employment services.  Partners have sought to include health practitioners 
in the engagement of service users who have health barriers inhibiting their access to work and 
in providing suitable services, which enable their health condition to be addressed or managed.  
Locally this has meant a range of approaches in both the models of engagement used and the 
interventions being provided.  It has also meant creating new networks and partnerships with 
health and employment agencies that are built on trust and identify clearly the roles each agency 
plays.  At a national level, this has meant trying to engage health and employment policymakers 
to investigate and begin to address the barriers within the system that limit integration.   

Each year the Equip(ment) EQUAL Transnational Partnership runs a  Winter School. This 
school is for professionals, directly or indirectly involved in vocational rehabilitation such as: 

 Trainers including coaches, teachers, counsellors and process supervisors; 
 Managers including directors, administrators, policy staff; and 
 Quality managers in service providing organisations.  

https://equal.cec.eu.int/equal/jsp/dpComplete.jsp?cip=NL&national=2004%2FEQA%2F0015
https://equal.cec.eu.int/equal/jsp/dpComplete.jsp?cip=BEnl&national=01%2FEQ%2F1.A%2F012
https://equal.cec.eu.int/equal/jsp/dpComplete.jsp?cip=UKgb&national=157
http://www.objective3.org/web/site/Equal/About/EqualAccessDP.asp
https://equal.cec.eu.int/equal/jsp/tcaView.jsp?id=4209&ffTCAMajorVersion=1&ffTCAMinorVersion=1
http://www.request-vrijbaan.nl/?id=1073
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The participants learn about empowering elements in their professional behaviour. After general 
introductions on competencies and how to develop them, they follow an intensive ‘Competence 
Training Programme’. During this programme the participants discover the core competences 
relating to the ‘empowering approach’ and, in addition, they start to recognise and develop these 
competences. 

3.5. WHAT HAS BEEN THE SUCCESS OF THESE STRATEGIES, HOW HAS THAT SUCCESS 
BEEN ASSESSED AND WHAT ARE THE NECESSARY CONDITIONS FOR THE TRANSFER 
AND TAKE-UP OF THE APPROACHES? 

This is the major question to be answered once all of the DPs in the Workshop have had the 
chance to share their successful experiences. The main idea behind this question is that it should 
lead to the production of a convincing case for the adoption, sustainability or further 
development of those EQUAL approaches that have helped bridge-builders such as social 
security bodies, employment services, careers agencies and training providers to improve 
their services for the hardest to reach groups.   This case will then be presented to decision-
makers and representatives of employers’ and trade union federations at the Policy Forum to be 
held at the end of 2007.  

 


