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Pillar 1 - Employability

Social partners’ and NGOs’ participation in promoting a labour market open to all



Extending the participation of social partners and NGOs in employment measures requires different types of adjustments to their vision, commitments and capacities. Social partners and NGOs have increasingly becoming lead promoters or essential partners in innovative employment projects. In ADAPT and EMPLOYMENT, about 1300 projects are promoted by NGOs, 1250 by employers or associations of employers and 125 by trade unions or trade unions related bodies. A much larger majority of projects involve social partners and NGOs as key collaborators. A significant proportion give high priority to substantially extending the effectiveness of social partners and NGOs in active measures for training and employment.

Key Messages

·	Awareness-raising to sensitise employers to the employment potential of disabled people is an effective way of increasing the participation of the latter in the workforce.

·	Specialised mediation services that have a knowledge and understanding of inclusion issues and that work closely with SMEs have a high placement rate. 

·	Non-financial incentives to encourage the employment of disadvantaged or disabled job seekers are as important as financial incentives. They include employer support networks, intermediate mediate services and the provision of job coaches.

·	The diversification of trade union activities, backed by training of trade union members, can support anti-discrimination strategies, work reorganisation and the building of bridges with those without employment.

·	The innovative potential and special expertise of NGOs can be better tapped to support employment measures if organisations are offered training in management skills.

·	The participation of civil society, represented by NGO and other informal groups, is a need to be supported by training their leaders in policy and strategic matters to ensure that their expertise is taken into account in higher level decision-making. 



POLICY BACKGROUND

In encouraging a partnership approach, Guidelines 5 and 6 aim to mobilise social partners in developing provision for lifelong learning. In particular, guideline 5 urges the social partners to conclude agreements in order to increase the possibilities for training, work experience, traineeships or other measures to promote employability.  A number of NAPs mention concrete agreements between the social partners (B Fin,ES, A, NL, D, I).  Most of these relate to very specific sectors and /or specific activities aimed at improving employability.  NAPs also refer to new initiatives undertaken by Member States under this guideline such as training leave, extending the responsibility of social partners institutes for further training in Austria or development of an integrated system for vocational guidance and information in Spain. Guideline 16 invites broad participation in the negotiation of new work organisation patterns. The new Guideline 9, that promotes “a labour market open to all”, must also rely on the participation of social partners and representatives of civil society. More specifically, the participation of the people concerned has been a key principle of European action against social exclusion and INTEGRA has put particular emphasis on these approaches, as will the new ESF Initiative.


STRATEGIC LESSONS

Whilst the benefits of partnerships approaches are highlighted throughout the strategic lessons from ADAPT and EMPLOYMENT, this section focuses on specific actors in this process. It looks at what motivates key partners to get involved, what special added value they bring to active measures for employment and what changes they need to make in their own organisations to be more effective in this context. 

Developing a labour market open to all is a major challenge for social partners. Increasingly, managers need to recognise that the employment of vulnerable groups can, under certain conditions, be beneficial to business. They need to develop a new vision of social responsibility. Trade unions must face up to the changing labour market in which employees encounter uncertain prospects, adapt to rapid and recurrent changes and cope with periods of unemployment.

By focusing on the types of actions that provide concrete incentives for employers and trade unions to engage in promoting access to employment for vulnerable groups, ADAPT and EMPLOYMENT projects are responding to their need to tackle change and uncertainty. They provide new learning environments at all levels, generate new dynamics and help companies and trade unions to adapt their internal organisations to new situations. 

On the other hand, NGOs and various forms of non-profit organisations are capitalising on their experience in the social field with groups at risk of exclusion from the labour market in order to innovate in the field of active measures for employment. Increasingly, their objectives include employment projects that will give more equal opportunities to their target groups in becoming empowered and self-reliant. Initially motivated by humanitarian or religious concerns, they are opening up to the world of work and building bridges with rapidly changing public services and companies.

Project numbers indicated in the following sections refer to the European project data base.

EMPLOYERS

Major barriers to the recruitment or retention of people from vulnerable groups by employers range from a lack of understanding and information, to a reluctance to follow increasingly complex procedures and to fears concerning the impact on productivity. Strategies addressing these barriers have been successfully developed and demonstrate the importance of a business orientation at all stages. A transnational Thematic Focus Group has drawn the principal lessons regarding the role of employers in HORIZON projects. These lessons and other additional lessons arise from the involvement of employers with other vulnerable target groups in ADAPT and other strands of EMPLOYMENT. 

Developing non-financial incentives

Whilst certain financial incentives exist in all Member States to facilitate the recruitment of young people, women, long-term unemployed people, people with disabilities and other specific groups, these have on the whole not been sufficient to achieve the same employment rate for these groups as for the rest of the population. Innovative strategies can overcome the remaining barriers.

·	Employers as lead participants in awareness-raising activities

Mobilising those employers who pioneer and champion the employment of people with disabilities has been a very successful strategy in HORIZON programmes. Targeted information activities are the key to overcoming the misinformation and fear of the unknown that prevent employers from employing people with disabilities. About 10% of HORIZON projects in most EU Member States have developed information activities at various levels. Awareness raising methods vary from informal contacts to co-ordinated information strategies based on networking and the use of new communication technologies. These can be supported by intermediate support agencies.

The Northern Irish ACCEPT project (H-95-Ukni-003 and H-97-Ukni -501) organises lunch seminars where employers are brought together and informed about the services the organisation can provide in terms of awareness raising and in-house training for management and staff vis-à-vis employees with mental health problems. Employers who have been involved in HORIZON projects have found that other employers are interested in sharing hands-on experience. This sharing of experience can be facilitated through informal gatherings as is happening in Portugal where the SILENOS project (HH-95-P-003) brings employers together for an informal drink on a regular basis, as part of an integration strategy. Employers from the region come together to obtain and exchange information on issues vis à vis the integration of people with disabilities. 

·	Reducing the administrative burden

Employers are often open to employing people with disabilities but despite the financial incentives that are in place, practical reasons can hinder them from doing so. One difficulty is the administrative burden linked to employing a disabled person. SMEs often mention this as a problem.  To meet employer needs, the French ‘Créatif Alsace’ project (HH-95-F-44 and H-97-F-596) has developed a “turn-key” service. The organisation takes over the entire administrative procedure for the employer thereby removing an important obstacle for them. The project can offer pre-recruitment assistance on demand. In this way, it can actively assist in fulfilling the quota obligation imposed on employers. Similar approaches can be found in A, D, NL, Bnl. Employers are also faced with problems when existing employees become disabled or suffer from stress. When they wish to retain the employee, they often face a range of complex procedures involving doctors, trade unions and other agencies.

·	Complementing Public Employment Services

Mediation services more geared to employer needs have increased placement rates for people with disabilities and other disadvantaged job seekers. Combining information and brokerage roles, mediation services developed in EMPLOYMENT projects constitute a complementary service to that of Public Employment services. Agencies already involved in training and placements have developed innovative practices that are more business-oriented and more specialised than mainstream services. This requires a more personal approach from individual employers and the capacity to build trust and co-operation in relation to several activities. The matching process must take account of the life style of vulnerable job seekers and employers must be aware of financial and non-financial incentives to employing people with disabilities or other specific target groups. For example, the ITACA project in Spain (I-1997-ESP-635) has set up 5 Centres for the employment integration of migrants people that offer a range of information, training and brokerage services, backed up by a co-ordinating consortium that plays a research and development function in this field.

Responding to concerns about loss of productivity

The experience of employers that offer training placements and employment to vulnerable groups has highlighted their desire to minimise production losses due trial and error. A long experience of on-the-job training placements too often failing to lead to recruitment and the stresses caused in personnel relations after recruitment have been the motivation for developing alternative strategies.

·	Pioneer firms intensify their co-operation with specialist training providers
 
The role of employers in facilitating the recruitment of young people and disadvantaged groups has also been the focus of attention in several Member States (GR, D, ESP). YOUTHSTART and INTEGRA employer seminars have converged towards the conclusion that it is possible for SMEs to recruit trainees and workers from vulnerable groups without loss of productivity. The conclusion was reached by the employers involved that essential conditions are that job training must be designed with full participation of employers and tailored to specific job placements. It must also be supervised and monitored jointly by enterprises and training agencies. 

For example, the Spanish INTEGRA project “Gaia Vida Nueva” (I-1997-ESP-657) promoted in Mallorca by the Deixalles Foundation, which aims to integrate recovering substance abusers and long term employed people and works closely with local recycling companies. Agreements were drawn between the Foundation and the enterprise on practical courses of in-company training supervised by the Foundation and the enterprise in question. Throughout the various stages of their tailor-made training pathways, the Foundation maintained close and systematic co-ordination with the hosting enterprise and this led to successful recruitment adopted to the needs of the enterprise.

·	Companies benefit from joint design of new job profiles and working conditions
 
Pioneer employers see benefit in accommodating adapted job definitions, accompanied by improved supervision and the anticipation of conflict management. The German NOW project ‘Berufliche Chancen für Frauen im Sicherheitswesen’ (N-1997-D-515) works in co-operation with employers organisations (and trade unions) at national and European level to develop and implement quality standards for training in the area of security. This has opened up job-opportunities for women and for ethnic minority groups in an important growth sector.

·	The availability of on-the-job assistance can overcome fears about productivity levels
 
Uncertainty about the implications of employing people from vulnerable groups often prevents employers from doing so. The fear of the unknown can be traced back to specific issues like work-place adaptation. The amount of time required for co-workers to assist the new colleague in his/her integration process is another issue. Experience deriving from INTEGRA, YOUTHSTART and HORIZON projects illustrates that the presence of a mentor/tutor or a job coach for a certain period of time is a particularly attractive tool for employers. Mentors/tutors are often chosen among co-workers. But a mentor/tutor  can also come from outside the company. In the French “New objectives, new challenges for young Europe” project (Y-1995-F-015) both concepts are combined. Each young person is supervised by two tutors. One tutor is based in the workplace, the other works in the project. The workplace tutors are given practical training in how to supervise the young people and how to manage conflict situations.

In Spain, the INTEGRA project “Europa 2000” (HD-1995-ESP-077 & I-1997-ESP-534) has developed a close co-operation with the Employers Federation of Plasencia, in particular in the regional growing wood sector. Following an offer of job vacancies from the enterprises a work experience placement is organised for unemployed unqualified people based on a common agreement between the project promoter Caritas and the enterprise. A personalised tutor is provided by Caritas to supervise the trainees, to accompany them and to ensure a regular co-ordination between the employer, the trainees and Caritas. The tutor and the employer make a common evaluation of the placement that is usually followed by the recruitment of the trainee. The input of the tutor is a guarantee for the employer in relation to the quality of the trainees. It also helps the employer find the person with the right profile for that particular job.

Horizon projects have made an important contribution to the development of the role of the job-coach. Most of the time job-coaches are professionals who train and guide disabled people on-the-job. With the presence of the job-coach in the workplace, immediate employment productivity is guaranteed, and productivity is protected during the training period as the job coach can replace the employee whenever necessary. 

·	HORIZON projects have also played a key role in the development and dissemination of the supported employment concept in the EU

This integrated approach follows the stages of an integration pathway with special emphasis on matching employers needs and the needs and aspirations of disabled job seekers. To ensure the professionalism required, projects have developed specific supported employment training courses. The Irish Diploma in Supported Employment  project (I-1997-IRL-511) was developed during the first phase of HORIZON. Through transnational co-operation, the methodology found its way to other Member states like Germany where the Supported Employment 2000 project (H-1997-D-511) has applied the methodology in a very successful way.

Adapting business management strategies to social responsibility objectives

·	Introducing new work organisation can help to integrate/retain employees from vulnerable groups in working life
 
Reconciling work and family responsibilities continues to be a problem.  Family demands can be the cause of some people giving up their jobs, such demands can also prevent them from getting into work. New patterns of work organisation such as flexible working hours, telework and part-time work, can help both men and women to reconcile work and family responsibilities. The “Chancen Heute” project (Opportunities today, A-1995-A-009) has provided guidance for 110 small firms in how to re-organise their working hours. This guidance takes the form of relevant tailor-made models. Experiences derived from these examples have been compiled in case studies that can be used as study material in relation to flexible work time-tables.

In relation to employing people with disabilities employers are often concerned about the possible loss of productivity associated with it. To minimise this, projects have experimented with new work organisation methods such as teamwork, part-time work and teleworking. To cater for the needs of their disabled employees, the Job Server project (HH-1995-NL-010,H-1997-Bnl-503 & 515) had to review their production process in such a way that an extra shift had to be included in the work programme. In this way, work and personal circumstances could be adjusted to one another and thus create a win-win situation for both the employer and the disabled employees. 

·	Employer networks have a key role to play in promoting better work integration for vulnerable groups 

 Experience deriving from EMPLOYMENT and ADAPT projects has showed that formal and informal
 networks of employers are a valuable tool to enhance the integration process of groups at risk. Each
 network is shaped by the surrounding social and economic conditions and the original area of common
 interest : a specific target group, a specific approach etc. As their activities develop, they may involve
 other actors such as trade unions and specialist training agencies. 

 Some projects established links to already existing networks to further their employment objectives. This
 was the case of the SILOS II project (H-1997-Ukgb-518). As the project is at the
 same time an employer and a training provider, it joined the local Chamber of Commerce. This created
 opportunities to raise awareness about the issues concerning employment for people with disabilities as
 the project promoter was asked to organise a number of seminars for other members to help them
 understand the implications of a recently introduced Disability Discrimination legislation. It caught the
 interest of several companies and resulted in better training and employment offers to the project's
 trainees.

 EMPLOYMENT projects also created new networks. Within the SILOS II (H-1997-ESP-631) an employer
 network has been set up and two-way co-operation has benefited both employers, who are able to recruit
 adequately trained personnel on short notice, and the job seekers, for whom training and employment
 places are more readily found. In the “Jeunes Diplômés” project in Roubaix (I-1997-F-657), a subgroup of
 employers already involved in the Local Plan for Economic Insertion have similarly benefited from 
 recruiting highly qualified young graduates of migrant origin. 

 This networking approach is being gradually extended in most Member States as it is recognised as a
 particularly effective way of working. In these networks, employers particularly appreciate being able to
 ‘speak the language’ of business; They recognise being more easily convinced of the benefits of
 employing groups at risk by the positive experience of other companies.

TRADE UNIONS

Whilst trade unions are partners in a large number of ADAPT and EMPLOYMENT projects, they are less likely to be their promoters. In addressing rapid changes in work organisation and innovation in training and employment action for groups at risk of exclusion from the labour market, they are necessary partners. Key lessons relate to the specific role they can play in reducing discrimination, guiding the process of work re-organisation and in managing employment programmes themselves.

Developing trade union capacity to promote equal opportunities for all in the labour market

·	Trade unions need to become learning organisations

Trade union managers, shop stewards and trade union members have different but significant roles to play in collective learning processes that facilitate the employment of young people, people of migrant or minority origin, women, people with disabilities, long-term unemployed people and people at risk of losing their jobs. By leading EMPLOYMENT projects, trade unions have demonstrated a capacity to become learning organisations and give a new momentum to equal opportunities principles in the workplace and in social dialogue. This has been particularly the case in terms of developing equal opportunities for women and men and equal opportunities for people of migrant or minority origin and equal opportunities for people with disabilities.

·	Flexible trade union-based training is a key tool for the promotion of equal opportunities for all

Flexible forms of training have been developed and validated to equip trade union and personnel representatives to inform, raise awareness, propose new procedures, negotiate work re-organisation and resolve conflicts. They have learnt to negotiate elements of collective agreements or codes of good practice related to non-discrimination as part of a programme aimed at changing attitudes. They have also developed their capacity to influence company policies on work experience placements, non-discriminatory recruitment practices and job coaching or job support. A typical project is that developed by a trade union educational body in Denmark, (I-1997-DK- 508) to involve ordinary trade union members in learning intercultural and negotiating skills so that they can become advisers and arbitrators to prevent or manage conflict situations. This action is part of a national trade union campaign “A place for all”, which has created a national trade union network of ethnic minority members. Employers welcome the project as a contribution to a more effective implementation of the national collective agreement on ethnic equality. The NOW partnership “Luna” (N-1995-P-16) involves trade unions in Spain  (CC.OO), Portugal (CGTP-IN) and Italy (CGIL) as promoters. It raised awareness on equal opportunities between women and men and tackled the position of women inside enterprises in different sectors involving the metal, textile, automobile industries. The project initiated an analysis of the situation and set up plans of positive action in collaboration with the enterprises. It led to an improvement of recruitment procedures, access to continuing training and career progress of women.

·	Young people benefit from a better understanding of trade unions’ roles.

In relation to young people, trade unions have long been partners in the implementation of special employment programmes. An understanding of the role of trade unions is considered an important element in young people’s training. The Irish Congress of Trade Unions (Y-1997-IRL-503) has widened its action to interventions in schools, developing a panel of specialist speakers to inform pupils about trade unions and developing a curriculum and resource pack. 

Developing trade union capacity to participate in processes of work re-organisation

In ADAPT projects, trade unionists are often included among the key people that are trained to participate in the process of work re-organisation. In Sweden, Italy and Denmark, projects have improved trade unionists capacity to negotiate the introduction of ICT. Other projects have developed more traditional training programmes to give trade union and works council members human resource management skills to accompany rapid change in personnel development. An international dimension to this learning process has been a feature and led to the creation of observatories of trade union practices, for example in relation to teleworking (OSPRACHT: A-1997-F-807). 

Trade unions as managers of information, training and employment insertion services

Where trade unions are organised at a more territorial level, local branches have started to manage reintegration programmes. This type of activity tends to arise from trade unions or trade union-related organisations that are willing to develop joint work with voluntary organisations to help tackle unemployment. Their involvement in projects is often based on a long-term collaboration with the voluntary sector in a specialised field such as the integration of ex-offenders (A,IT), young second generation migrants (A), or the training and guidance of young trainees (DK). 

ADAPT projects also provide opportunities for trade unions to participate, alongside employers and training institutions, in the management of sectoral or territorial projects with a broad range of focuses: introduction of ICTs, local SME development networks, development of quality management and quality standards, workforce training partnerships, transition programmes for redundant workers, skill need anticipation, etc.


NON GOVERNMENTAL ORGANISATIONS

NGOs are becoming substantial employers in their own right with 6% of total employment. There has been a trend towards their involvement in direct service provision in the fields of information, guidance, training and employment, on an increasingly professional basis. Both these factors improve their legitimacy as a third social partner. EMPLOYMENT projects have shown their added value in service provision and assisted in developing their capacity to participate in decision-making as representatives of the interests of groups excluded from the labour market. 

The NGO sector is also affected by rapid changes in the social and economic environment., NGOs involved in active measures for employment offer a professional service. As other sectors, the NGO sector (voluntary sector or secteur associatif) includes very large, intermediate and smaller organisations with different needs and capacities. Support to small groups is essential to maintain the sector’s dynamic. Of particular relevance to employment measures are the more informal community groups set up by members of EMPLOYMENT target groups, as they can claim greater legitimacy in a representative role. Although the use unpaid workers is a continuing tradition, there is a steady trend towards professionalisation. There is also a noticeable trend towards organisations engaging in trade of goods and services, thus becoming less dependent on the public sector and entering the third sector (see section New Jobs in the Third Sector).

The NGO sector brings special expertise and a capacity to innovate

·	NGOs’ experience give them a special insight into the needs and aspirations of the most excluded

Projects have shown the capacity of informal groups, community groups and NGOs to ‘reach out’ to those that are not able or willing to enter the ‘deal’ offered by standard services. They can be an essential bridge to isolated young mothers (“Moving On Up” I-1995-IRL-511), disaffected young people (“Insol” Y-1995-ESP-091), immigrants with limited knowledge of the local culture and language, homeless young people and recovering substance abusers. The French project “Habiter au quotidien” (N-1997-F-558) is led by an association with a long-standing experience in social action. It is working towards the improvement of the housing and living conditions in La Goutte-d’Or, working with migrant women who have long missed out on learning opportunities and developing adapted long-lasting pathways to employment.

·	NGOs build long- term relationships, based on trust, with excluded groups

The voluntary sector succeeds where other would fail because it is capable of establishing trust, based on their own experience of employment and exclusion, and have the know-how necessary to build mutual support, self-help and solidarity groups. In other words, NGOs and informal groups have insider knowledge of the current needs of the target groups and can challenge the preconceived ideas of other agents. The Irish training agency FAS has recognised this and developed a project in co-operation with the National Youth Federation (Y-1997-IRL-511) to help track school drop outs and establish mentoring schemes managed by local associations. When they have built enough capacity to deliver services themselves, the nature of NGO commitment allows it to assist in developing longer-term strategies than those funded by most programmes. The German Red Cross and Caritas are typical of large NGOs that have a long-term commitment to better opportunities for all and have led many ADAPT and EMPLOYMENT projects across the EU, promoting excellence in employment promotion services. 

Professionalisation of the NGO sector brings dividends 

·	The NGO sector can organise to offer research and development support to its members

Strategies vary according to the stage of development of the voluntary sector in a specific Member State and region. Intermediate agencies, often themselves large NGOs, play a role of research and development support for the voluntary sector. EMPLOYMENT projects have create such functions where they did not exist, or have complemented existing support agencies to help focus voluntary organisations work on employment integration as opposed to purely social and cultural activities. An Italian CARITAS project has been instrumental in setting up an international network of trainers in intercultural skills. (HD-1995-IT-003). The VISTA project in Dublin has started the process of creating a community alliance for urban regeneration community development and access to training and employment, in which grass-roots organisations are involved (I-1997-IRL-506).

·	Training in organisational and management skills develops the capacity of target group organisations
 
Projects have provided management skills, communication skills, guidance and training skills to volunteers and staff from local organisations in the NGO sector. The Youthcert project (Y-1997-IRL-514) addressed the issue of the professionalisation within the youth work sector by developing a recognised certification process for youth work volunteers undergoing formal training. The Community Access Project in London (I-1997-Ukgb-530) has developed tailor-made management training to small migrant groups who have been able, as a result, to open neighbourhood-based employment advice services. Several projects have focused on developing the skills of identified ‘community leaders’ (S, IRL), already playing a key role in voluntary sector development and acting as role models for other members of the target group. In Portugal and Spain, the emphasis has been on developing the skills of activists and volunteers and their ability to gain the trust of service providers. New recognised qualifications as managers, trainers, cultural mediators or guidance workers have been made accessible to persons previously working on a voluntary basis in Spain, Portugal, Ireland and Germany in particular. In Northern Ireland, a systematic assessment of training needs in the voluntary and community sector has been carried out by the InVesT project (I-1997-Ukni-501) to assist training providers and planners in the province. There is room for further development of intermediate agencies capable of training emerging groups in capacity-building and of fulfilling a research and development function for the sector.

Organisational change in the NGO sector underpins the development of a legitimate role in policy development 

·	Members of NGOs need to learn about the process of policy development in order to participate in the dissemination and mainstreaming of innovations
 
Civil society participation in policy development depends on the voluntary sector learning There is a tradition in many Member States for NGO sector organisations to combine their role of service provider with that of advocacy, i.e. representing the interests of underprivileged groups at every opportunity. To do so, they need to have acquired a certain autonomy in relation to public sector funding agencies. This is facilitated by the increasing need to support activities through a mixture of public and private funding, sometimes including revenues from trade. Project promoters from the NGO sector have developed strategies to enter into the policy-making process. The Austrian project Cinderella (N-1997-A-519) has established co-operation with decision-makers and social partners, via a local network, with a view to gaining recognition to the new qualification of ‘home help’. Others have started a process, preparing NGOs and target group organisations to fulfil their representative roles in existing decision-making structures such as local regeneration partnership, planning groups, and, in Ireland, local socio-economic partnerships. For example, The Tallaght Moving On Up in Ireland (I-1997-IRL-511) worked with over 70 local associations to increase their capacity as local leaders to engage with policy issues and prepare to play an active role in the national development of Social Partnership. It was successful in ensuring that family friendly policies were included in the national policy agenda and that local associations would monitor and support their implementation. Such a process develops over a number of years and there is no single model. 

·	The participation of civil society also depends on the openness of the decision-making process
 
Can civil society be invited to participate in decision-making? Projects have mostly developed the ‘push-factors’ towards NGO participation in policy development, empowering target groups to organise collectively, elaborate their common stance and learn negotiating skills. The necessary ‘pull factor’ is that other agencies need to be open to dialogue and create opportunities new opportunities for mutual trust and collaboration. To be productive, this participation must be recognised by decision-making structures. This recognition may be gradual, starting with recognition of the right to be consulted and culminating in a right to decide. Most of the projects aiming for greater participation have only reached the stages of gaining the trust of key actors and more time is needed to gain consultation and participation rights. Exceptions are found in Ireland where the national model of social partnership involves the voluntary sectors at various levels of decision-making. Yet, a recurrent message from NGO sector project is that people’s perception of ‘success’ are rooted in a broad concept of quality of life, in which employment plays an important but not necessarily a leading role. These perceptions echo the European Union’s priority for integrated social and economic strategies for inclusion and for reconciliation between work and family life.  Participation of NGOs in decision-making related to employment is an area for further development.


CONTRIBUTION TO POLICY AND PRACTICE

EMPLOYMENT projects have contributed to policy formulation promoting the integration of groups experiencing difficulties

Following contributions from two Finnish HORIZON projects ECHO (HH-1995-FIN-001) and STEPS (HH-1995-FIN-003) new legislation was introduced in Finland to overcome problems caused by the so-called benefit trap. The new law makes provision for a special integration subsidy instead of a disability benefit for a period of six months up to two years, starting from the moment a disabled person enters the labour market. If the work placement doesn’t work out the disabled person automatically returns to the benefit system.
 
In 1997, a Thematic Working Group focusing on ‘the role of employers in the integration of people with disabilities into the regular labour market’ was set-up. Employers, trade union representatives, NGO’s, service providers and HORIZON projects have all contributed to the work of the group. Throughout 1999, the group has been focusing on the role that (employer) networks can play in the integration of groups experiencing difficulties. Different types of networks have been set up in the Members States participating in this thematic group.


Supported Employment including job-coaching, has increased employment rates for people with disabilities

Through transnational co-operation, this model has been developed considerably by HORIZON projects in almost all Member States. In NL mainstreaming public support for this concept has already begun. Within the framework of the ‘Supported Employment Nederland’ project (HH-1995-NL-003 & 007), which was promoted by a nation-wide temping agency, the methodology of supported employment has been further developed as a tool for enhancing employment opportunities for people with learning difficulties. The results proved to be so positive that the organisation has included the concept of supported employment in its regular service package. 

Small voluntary organisations that developed a more professional approach have enriched employment services provision and may become actors of policy development

In Central London, a group of migrant organisations are negotiating participation in the local Urban Regeneration Partnership after they successfully developed neighbourhood-based training and guidance provision and organised themselves collectively (I-1997-Ukgb-530).

The professionalisation of the voluntary sector has become embedded in training policy

The Northern Ireland Council for Voluntary Action has piloted new qualifications for trainers and training assessors for workers in the growing section of the voluntary sector involved in training provision. This was accompanied by a full assessment of the training needs in the voluntary sector, a growing sector in the context of impending reforms, and thus contributed to the further planning of training provision for that sector (I-1997-Ukni-501).
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Conf. Sindical de Comisiones Obreras de Cataluña: HD-1995-ESP-036
Job Change Ltd: HD-1995-Ukgb-014
SWAY: Y-1997-IRL-503
[…]
FACADIER: A-1997-F-578
Betriebliche Modernisierung als Handlungsfeld europäischer Stahlgewerkschaften: A-1997-D-566

NGOs

Insol: Y-1995-ESP-091
Moving On Up: I-1995-IRL-511
Habiter au quotidien: N-1997-F-558
Rencontrer l’emploi: HD-1995-ESP-070 
Odissea: HD-1995-IT-003 
VISTA: I-1997-IRL-506
Community Access Project: I-1997-Ukgb-530
InVesT project: I-1997-Ukni-501
Youthcert: Y-1997-IRL-514
Cinderella: N-1997-A-519 


