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BACKGROUND TO THEMATIC ACTIVITIES

At the end of 1997, the Commission and the European Social Fund Heads of Mission from all Member States agreed a Common Strategy for Thematic Activities and Visibility which would apply to the final phase of ADAPT and EMPLOYMENT. This strategy was intended to strengthen the role of the two Initiatives in having a policy impact at European and Member State level. One major target for impact is the European Employment Strategy (EES) which was launched at the Luxembourg summit, in 1997. Broad priorities for the EES are established annually in the form of European Employment Guidelines. Then, these Guidelines are incorporated into National Action Plans for Employment (NAPs) that set out what each country intends to do to create more and better quality jobs, during the year in question.

A quick overview of the Initiatives shows that they have much to offer in terms of new approaches that have proved to be effective and successful in stimulating or retaining employment. It is easy to find a direct relationship between these approaches and most of the current 22 Employment Guidelines. Also, similar links exist with many of the policy orientations established in the NAPs of the various Member States. So, it was not surprising that the Commission and the Member Sates were anxious to explore the rich mine of good practice represented by the 3,846 ADAPT and the 6,230 EMPLOYMENT projects that have been supported through the Union. Nine broad priority areas were chosen and on each of these a Thematic Focus Group (TFG) was established. Each TFG involves those Member States which attach a priority to its theme and are committed to exploring and disseminating good practice in that field. The Commission is also represented on each group, which is chaired by a lead Member State, in some cases assisted by other Member States wishing to share this responsibility.
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The TFGs have met on a number of occasions during 1998-1999. They have taken account of the views and experience of project promoters and also of those local people who have benefited directly from the new services and facilities that the projects have introduced. They have also consulted employers including SME managers, trade unionists and experts in the fields of guidance, employment, training, work organisation and local development. Many TFGs have promoted or organised national or European conferences and events. The results of their work have also been reflected in a series of publications of which this is one, and in information contained on a variety of European and national web sites. These sites and the projects referred to in this publication are outlined in the useful addresses at the end of this publication. 
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Foreword

This publication considers the theme of “the Role of Employers vis-à-vis People with Disabilities”.  It is the result of the work of a European Thematic Focus Group involving different actors. This group was chaired by Luxembourg in very close collaboration with Denmark, Ireland and the European Commission. It also brought together the European Social Fund Missions and the National Support Structures from Belgium (French speaking community), Germany, Austria and Finland, EUROPS the European level Technical Assistance Office and, above all, organisers of projects financed by the EMPLOYMENT Initiative, employers and social partners. All of these participants enriched our work by contributing their practical experiences.

The vocational integration of disabled people is a particularly important theme in the framework of a Europe, which has declared itself to be both social and economic. It is none the less important to insist that this vocational integration should take place outside the supported or sheltered economy, namely in the market economy.  This appeared to us to be a particularly ambitious challenge and that explains why our work placed the accent on employers rather than on people with disabilities. 

As we know, the European Employment Strategy underlines the importance of tackling the problems of access to the labour market through a partnership approach that integrates all of the actors and avoids discrimination or even the exclusion of certain categories of less skilled or able workers. In this context, the pillar relating to “Improving Employability” urges, in particular, the social partners to come to agreements that enable the labour market to be opened to all. 

The group investigated several themes such the role of mediation services, the involvement of social partners, the understanding of social responsibility, and the policy for heightening awareness of social issues. However, it identified the networking of employers as one central response that was capable of bringing a qualitative improvement to the dimension of the employment of people with disabilities as much in national as in European level plans. The group decided to develop this theme by adopting a particularly practical approach. It tested the opportunities to create new, or to use existing, employers’ networks to promote the employment of disabled people in the seven participating Member States.

The discussion was enlarged to include other Member States, organisers of EMPLOYMENT projects that had been noted for their good practice, employers and other social partners during two visibility events that took place in an especially encouraging spirit of cooperation. These events were "Partners for Progress" held in December 1998, in Copenhagen and "Networking for EQUALity" in October 1999, in Brussels.  That was how the thoughts and proposals of the Thematic Focus Group were validated and enriched before being presented to policy makers, employers and other actors in related developmental activities through the production of this publication. 

 I hope that this document will attain its objective and will prove to be a useful collection of critical success factors in networking actors to strengthen the employability of people with disabilities. In this way, we will really have built on the knowledge and experience of HORIZON projects from the EMPLOYMENT Community Initiative and have taken the first coherent step towards the EQUAL Community Initiative and national employment policies. If, in addition, we succeed in awakening a conviction amongst employers of the social role that they should play and also in showing them the added value of integrating diversity management into their enterprises, we will have taken an enormous step forward to a Europe with more openness and greater solidarity.
 
Erny Dornseiffer
Head of the European Social Fund Mission
Ministry of Labour and Employment - Luxembourg






INTRODUCTION

GETTING DISABLED PEOPLE INTO WORK

The employer is the main player in the integration of people with disabilities into open employment. In order to enhance employment possibilities for disabled people, it is important to understand what motivates an employer to recruit a disabled person and also to identify the hurdles, which prevent him or her from doing so. The HORIZON thematic work on the role of the employer vis-à-vis people with disabilities began by focusing on these issues.

Findings from the work of the Thematic Focus Group (TFG) show that employers are often more open to the idea of employing disabled people than might have been imagined.  However, this is a complex process, and it is apparent that this openness can only lead to real jobs if support is provided for employers.

During the course of the thematic work, it became apparent that there has been a tendency to leave employers out of the debate on the integration of people with disabilities into employment. It was also evident that there is general lack of awareness among employers about the work potential of disabled people.   Ironically, legislative measures aimed at promoting the employment of disabled people, such as anti-dismissal laws, can sometimes act as a deterrent for employers considering recruiting people with disabilities.  Furthermore, training for people with disabilities often takes place in settings that are somewhat cut off from current labour market movements and this can result in a mismatch between employers’ needs and the qualifications of disabled workers.   The TFG also pinpointed other major hurdles such as the lack of support, and the need to change attitudes in the workplace.  

THE IMPORTANCE OF NETWORKS IN TACKLING THIS ISSUE

Experience shows that the best person to convince an employer about the positive aspects of employing people with disabilities is another employer. The TFG’s findings reveal that employer involvement can be greatly encouraged by creating employer networks, or in cases where networks already exist, by establishing better links with these networks. It was also recognised that although employers should play a central role in any such networks, the participation of other social partners such as trade unions, chambers of commerce and local organisations of, and for, people with disabilities would also have to be encouraged.

But the TFG did not only discuss past experiences within the EMPLOYMENT Initiative.  It also got down to an ambitious programme of creating, or building on, networks to help promote the employment of disabled people.  Throughout the TFG’s work, discussion was based on ongoing practical experience in the seven Member States participating in the group.  National employer networks were set up in Germany and Finland, whereas in Ireland and Austria different forms of networking at regional level were developed. In Luxembourg and Denmark, existing networks were used to enhance employment possibilities for people with disabilities. The different networks served a range of purposes such as raising awareness, providing ‘packaged’ services to employers and exchanging information and experience.  These key outputs from the TFG are further explained in Annex I. Also, Points of View appear at the end of three of the chapters in this publication. These are based on interviews with individuals who have been associated with these new developments. 

In October 1999, a Seminar on “Networking for EQUALity” was organised to test and present the findings of the Thematic Focus Group to experts from all the European Union (EU) Member States. Employers, government representatives, HORIZON project promoters, representatives from Non-Governmental Organisations (NGOs) in the disability arena and other experts were invited.  Participants explored the role and usefulness of networks in the integration of people with disabilities. The specific nature of national, regional and multi-partner networks was discussed in depth, as were the key steps in setting up a network.


Wider application of the findings about networks

While the work of the TFG was clearly focused on the theme of promoting the employment of disabled people, its findings on the concept and practice of networking should be of interest to those concerned with other thematic issues.  For example, some of the findings of the TFG parallel activities within the ADAPT Initiative, where small and medium sized enterprises (SMEs) have come together to learn from each other and also to gain the benefits of size that are enjoyed by large companies. These activities are profiled in a text entitled “Learning Networks: Small firms cooperating to compete”, which may be downloaded from the web site mentioned at the beginning of the list of Useful Addresses.

This current TFG publication concentrates on how a network can be used as a tool to achieve objectives, irrespective of their nature, and so it should be of interest to anyone who is considering the possibility of setting up a Development Partnership under the new EQUAL Initiative.

The importance of networks within EQUAL

The new Community Initiative EQUAL aims to promote new means of combating all forms of discrimination and inequalities in connection with the labour market, through transnational cooperation. One of the most efficient ways of achieving this objective is to bring key actors together in partnerships or in networks. Lessons drawn from the implementation of the ADAPT and EMPLOYMENT Community Initiatives have underlined in particular that: 
·	the involvement of local and regional authorities ensures coherence between the planned activities and the development needs of the territory and increases the likelihood of being able to mainstream results;
·	the participation of businesses has proved essential to the creation of real job opportunities; 
·	those targeted for assistance should take part in the decision-making process and be involved in the implementation of the activities.

EQUAL will therefore operate through "development partnerships", which will bring together relevant actors, in a given geographical territory or within a specific sector.  The partners involved will develop a common project aiming at fighting inequalities and discrimination and will pool their efforts and resources in pursuit of innovative solutions to jointly defined problems and common goals.

At national level, Member States will organise the thematic networking of the partnerships in order to provide benchmarking of best practice and will be expected to include the main conclusions drawn from this networking into their national employment policies. At EU level, the Commission will organise a series of thematic reviews with clusters of Development Partnerships to identify and disseminate the most significant achievements.

Partnerships and networks will thus be the driving forces of the EQUAL Initiative.


WHAT IS A NETWORK?

WHAT IS MEANT BY “NETWORKS” IN THIS PUBLICATION

The complexity of today’s society means that individuals and organisations cannot operate in isolation if they want to achieve as ambitious a goal as the integration of people with disabilities into employment. Formal or informal links have to be created with other actors in the field. This is where the notion of networking or networks comes in. In general, two different types of networking can be identified. 

The first is when an organisation such as a training provider starts building contacts with other key actors in the integration process like the employment service, employers, or rehabilitation services. In this type of networking, the organisation is at the centre of the network and the different contacts are grouped around this focal point.  In general, the links are only with this central point and there are no other links between the individual members.

The second kind of networking, which was the type explored and tested by the TFG, is one where people or organisations are brought together as equal partners in a kind of platform around a certain theme. The added value of this kind of network is the partnership approach and the joint determination of a common objective. This approach helps to overcome the hierarchical, political or societal barriers that might otherwise hinder the tasks to be undertaken in pursuit of the agreed objective. Another characteristic of the kind of network discussed by the TFG is that it is a tool or a vehicle to facilitate a particular process. The raison d’être of the network is to achieve its agreed objective and not to perpetuate its existence. 

THERE MIGHT BE NO NEED TO SET UP A NEW NETWORK

In this publication the advantages of being part of a network will be explained and an attempt will be made to answer the following questions:
·	What is the role of the network?
·	How can a network best function? 
·	What requirements or steps are needed to make it work? 

What is said in the publication does not only apply to new networks, because sometimes it is more efficient to build on an existing network. Developing contacts with, for example, a chamber of commerce or an employers’ organisation may save a lot of time and energy when trying to involve employers in the integration of people with disabilities. 

When they wanted to raise awareness amongst employers about the integration of people with disabilities, the members of the TFG from Luxembourg created a link with the Comité de Liaison Patronale (CLP). The CLP is a well-established network covering most economic sectors and involves employers mainly from small and medium-sized enterprises. 

The Luxembourg employers in the CLP committed themselves to become multipliers vis-à-vis other employers in their respective sectors. It was intended that this should be reinforced by organising round tables at national level to discuss the retention of people with acquired disabilities in employment, and the promotion of the potential of disabled workers who have been trained for jobs on the open labour market. There is a general openness within the CLP to the idea of on-going promotional activities, as the organisation is considering the creation of a social certification label or other suitable award, which will help to raise awareness.




DIFFERENT TYPES OF NETWORKS: GETTING THE MATCH RIGHT

The work of the members of the TFG has shown that there is a close correlation between the type of actors involved in networks, the geographical level of implementation and the aim of the network.

The “higher” the geographical level is at which the network operates, the more difficult it is to involve a wider range of partners. If a network is to be successful, it must meet the needs of all its members and the chances of being able to do so decrease in direct proportion to the number of different interests represented. 

In concrete terms, this means that European and national networks will have a greater chance of achieving their goals if they limit themselves to only one type of actor such as employers.

The European Business Network for Social Cohesion (EBNSC) was launched in October 1996 following the European Declaration of Business against Social Exclusion. It was initiated by Jacques Delors and twenty business leaders.  EBNSC, in partnership with the European Commission, provides a bridge between business, national governments and European policy makers, creating a greater understanding of their respective roles. Through EBNSC, member companies now have the opportunity to define the European Corporate Social Responsibility agenda. 

At a more decentralised or regional level, a greater range of partners can be involved to enhance the employment possibilities of people with disabilities.  This is because all these actors identify with the locality and have a clear role to play in the integration process. 

The THADER project (H-1997-ESP-528) in the Spanish region of Murcia set up a network of companies and other organisations that play a part in the vocational integration of mentally disabled people. Network members signed up to a number of priority areas in which they could make their own specialised contribution to the overall objective. A focused regional approach involved preliminary studies of the needs of Murcia, and a formal cooperation agreement signed between a representative section of the region’s companies and trade unions and FEAPS (Spanish National Confederation of Federations and Associations for People with Learning Disabilities). Political backing was received from the President of the regional government in Murcia. The project has already established 91 employment contracts.

 
A POINT OF VIEW ON A SOCIAL PARTNERSHIP APPROACH 

The Jobnet South East network in Ireland is a social partnership, solidly based on close cooperation between employers, unions, disability service providers and organisations representing disabled people.  Joe Kelly, from Waterford Crystal plc, one of the lead companies involved, and Anne Maria Kennedy from the Irish Trade Union Trust, who is the network facilitator, spoke about how this cooperation works to make it easier for employers to bring disabled people into jobs within their companies.

Both agreed that the employers’ perspective and involvement in the network is a key factor.  “Companies are our clients or customers and obviously it is crucially important that their perspective influences and informs all of our work,” explains Anne Maria Kennedy.  Joe Kelly points to the inspirational role that can be played by an employer who is actively involved.  “The employer can be seen as a role model in demonstrating a willingness to integrate people with disabilities into the workplace. The enthusiasm of a lead employer is a great encouragement to other employers to follow suit. If a lead company is well known and respected it can have even more influence over other employers. The lead company can sow the seeds, show a willingness and an enthusiasm to run with the idea.”  He believes that  “employers won’t want to be left out if new ideas are being taken on board by their counterparts and they are much more likely to trust a lead employer than any other agent. In our experience, employers will make time to talk to each other.  They will usually listen to what a lead employer or lead company has to say.”  He feels that this is more likely to happen within a regional context, where the different employers both live and work in the same area.

Anne Maria Kennedy agreed that it was useful for employers to discuss concrete issues among themselves, such as workplace adaptation, productivity rates and attitudes of co-workers.  She pointed to the wide range of benefits the network can provide to employers such as: 
·	contact and exchange of experience with other employers; 
·	common ground with union representatives on which partnerships can be developed; 
·	help with disability equality legislation; 
·	good PR in their local community; 
·	advice on retention and retraining strategies for staff members who acquire a disability; 
·	support in developing models of good practice.

Joe Kelly feels that a big advantage of the network approach is that it can help overcome employers’ concerns, and that they feel more comfortable about accessing information from a network rather than from official channels. He thinks “employers are wary that making enquiries will lock them into making commitments before they are convinced of the merits of a case”. 

Anne Maria Kennedy has found through her work that employers have a more positive attitude than they are often given credit for, and that the network’s job is to foster and develop this enthusiasm “I believe there is a willingness to engage. The quality of services offered by service providers is crucial in maintaining that interest”.  


NETWORKING AT DIFFERENT LEVELS

Networks differ depending on the level at which they operate. Workshop discussions at the ‘Networking for EQUALity’ Seminar demonstrated that regional networks can be very effective in producing concrete results, whereas by and large the role of national networks can be seen in terms of representation. The characteristics and goals of a network are dictated by the level at which it operates - whether it functions as a community-based grouping in a specific region, or consists of various parties working together towards a national agenda. 

REGIONAL LEVEL

The advantage of a regional network is that it can tap into the natural linkage system that benefits all interest groups in the area. A network operating at this level can afford to ‘think big but start small’. A regional network can keep the number of members to a manageable size but still represent a whole range of local interests such as employers, local authorities, social services and training institutions. It is easier to get the right balance of members in a small, closely-knit network and to identify and establish what network practitioners call ‘the vital triangle’ of  ‘Employers’, ‘other Social Partners’ and ‘Disability Groups’. 

 
IBM France set up an Information Centre for People with Disabilities (CISPH). This centre is involved with three employer networks in France. Between them, the three networks deal with about 80 companies.  These networks could find and take on more members but the experience of IBM suggests that keeping a network relatively small makes it more manageable and produces better quality contacts. Once a network becomes too big, it risks losing its core contact base. 

Even in smaller Member States like Denmark or Ireland, networking at the regional level is viewed as an effective way of activating contacts with employers. It is never easy to get enterprises together at the best of times but a network that is firmly embedded in its own community has a better chance of developing stronger inter-employer connections. There is more likelihood of getting disadvantaged people into work at local level because employers are more open to recruiting disabled or disadvantaged individuals who live in the same community. The close, interpersonal contacts between members at regional level means that the network should be capable of adapting to the needs of both the local employers and the job seekers with disabilities. If a regional system of networking provides a quality, professional service, it will generate its own good publicity, more by word of mouth than anything else. 

NATIONAL LEVEL

Whereas a regional network can respond to local, community development needs, a national network has to operate across a wider spectrum. The principle characteristic of a national network is its representative function. National networks usually involve representatives from employer organisations, trade union groups and disability groups. In the course of their networking activities, the members of a national network could find themselves operating at one step removed from their local context. The more a network has to focus on national issues, the more its members have to distance themselves from local concerns, in the interest of working out common strategies and agreements. 

A national network works more on a representative basis and this means it can act as a bridge between the productive world of business and what is sometimes referred to as ‘the assisted world without power’. And because a national network can operated as a collective voice, in a sense it is in a better position to push the idea of corporate social responsibility onto the political agenda. National networks do not necessarily have to invent or create new policies, but they could test and demonstrate new ways of interpreting policies, experiment with new ways of executing policies and then carry these ideas back to the political decision-making level. For example, national networks could try to have an impact on national employment policies by targeting their messages at the decision-makers who draft the National Action Plans for Employment. 


NATIONAL COORDINATION OF REGIONAL NETWORKS 

HORIZON networking projects demonstrate that more concrete activity tends to occur at the local or regional level, whereas national networks can take longer to produce their results, as they tend to operate on a high-level discussion or consultancy basis.  However, the results of regional networks can be harnessed and this information can be synchronised and evaluated at the national level. A number of Member States are running networks at regional level, the outcomes of which are being filtered through to a national forum or similar structure. 


In Denmark, in 1996, the members of a National Board of Chief Executives helped to set up five regional networks at the request of the Minister for Social Affairs. Now that these networks are up and running, the outcomes are fed back to the National Board on a regular basis. This National Board acts as an advisory body to the Minister of Social Affairs and it meets on a three-monthly basis. 

In Ireland, a national coordinator was appointed to facilitate the work of a number of thematic networks operating in selected regions around the country. The purpose of these networks is to stimulate greater employer demand for disabled employees.

In Finland, successful examples of regional networks have brought results in their own individual way and these results have been coordinated at national level. The “Into Work” project in the Hameelinna region worked in cooperation with a popular ice hockey team to reach a large number of enterprises.  In the same vein, six firms have been networking in the area around the University of Jyvaskyla to integrate people with disabilities into security camera work in large companies. 




THE ROLE OF NETWORKS

The activities of members of the TFG indicate that a surprisingly high number of employers are interested in taking part in a network, provided that the network can meet their expectations. This implies that those responsible for initiating and setting up such a network have to be aware of these initial expectations and should find ways of presenting information that are attractive to employers. 
The Thematic Focus Group tried to identify the key factors that would make an employer decide to join an employer network. A network provides employers with opportunities to gain and to exchange information including swapping experiences, getting to know about ‘Best Practice Models’ and finding out about the problem-solving strategies used by other companies. But besides these more general functions, the delivery of practical services is a major criterion which employers use to evaluate the performance of a network. 

WHAT SERVICES CAN BE DELIVERED?

Taking into account the employment focus of the networks, practical services that can support employers in the integration of disadvantaged or disabled people into jobs are the most important. These services could include: 
·	consultancy and training; 
·	the regular provision of information about job seekers who meet the company requirements;
·	accompanying aids to integration; 
·	the leasing of personnel which reduces the company’s on-going contractual commitments;
·	advice on workplace adaptation for disabled employees;
·	assistance with the social integration of disabled employees into the company; 
·	advice on possibilities of financial support and assistance with the administration of this such incentive measures.


In some Member States, a strategy is being pursued which takes this idea a step further.   The Orchard Trust project (H-1997-UKgb-561) seeks to develop an important confidence base between the employers and the network coordinator, not primarily through specific target-group services, but rather through general company-oriented services such as personnel counselling or the support of SMEs during the introduction of QM instruments. Only after developing a relationship based on mutual trust, is the theme of integrating disadvantaged or disabled people into employment introduced. 

The reference to this example does not mean that this method of operating will lead to success in other Member States, which have completely different socio-economic structures. However, the quantitative success of the British model underlines the basic importance of concrete performance when running an employer network.

In most cases, the network itself does not offer the various services. It tends to play the role of a mediator, bringing the different players in the field into contact with each other. Participation in a network means that an individual company can obtain in a rapid, non-bureaucratic way various types of information on support possibilities and then be immediately referred to those agencies, which offer the services that are required. 

This process can lead to substantial financial advantages for an employer who expresses an interest in employing a person with disabilities. It could for example save the employer personnel search or recruitment costs and the employer may also eligible for various grants or incentive schemes. The process can also lead to an optimised use of human resources through professional "job matching" and a high degree of motivation on the part of the new employee. The performance of the new employee can be enhanced by the provision of a job coach and problems that may result from the recruitment of a disabled person can be avoided by the use of tailor-made crisis intervention techniques or the prior briefing or training of work colleagues. 


WHO OFFERS THE SERVICES? 

Best practice examples from a number of Member States show that the support services should not be offered by the network itself. Rather, the network should build on the existing integration measures and involve the respective organisations that are responsible for their implementation. Networks should be able to offer employers a coordinated and well-functioning support system right from the start. This means that the different service providers need to be involved and their work coordinated during the setting-up phase of a network. 

Offering a tailored package of services

The ILMO project (H-1997-ESP-663/664) aims to get interested Spanish employers involved in employment policies based on equality. The ultimate objectives are to provide real job opportunities for disabled people, to make businesses more aware of the potential of disabled job seekers, to improve training and to provide better information for employers. The project gets employers to define their needs, and then to work in synergy with other agents in their area so that these needs can be met.  

A key part of the project is the supply of services to companies which have expressed some sort of interest. Companies are assisted with their selection processes, the integration of highly motivated, qualified workers, the drafting of employment contracts and workplace adaptations. They are also offered advice on subsidies, legislation, social marketing and publicising ‘good practice’. 


In the course of setting up a network, a package of services should be compiled involving all relevant actors and service providers. This package can then be individually adapted to the needs of the companies and to the needs of the target group to be integrated. The advice and assistance of employers or representatives of social partner organisations should be sought to make the offer of services as practical as possible. 

All existing measures in support of integration should be included in the package of services and the network should also attempt to identify any gaps in the service supply. 

HOW SHOULD THE SERVICE SUPPLY BE STRUCTURED?

The different services offered by the network should meet the following criteria: 

·	they should be applicable on an individual basis both to the person to be integrated, as well as to the employer; 
·	they should be made available in a non-bureaucratic way and complicated licensing procedures for employees and employers should be simplified or standardised in the preparatory phase of the network, in cooperation with the administrative authorities;
·	they should be immediately available, as in certain instances crisis intervention is necessary to avoid workplace problems escalating. 

The best way to meet these requirements is to offer a modular pack or tool-kit to employers and employees and they can then select the most suitable or appropriate service. 

It is not a simple task to set up an employer network to integrate disadvantaged or disabled people into jobs on the open market. Despite the surprisingly high interest of employers in the theme, their readiness to actually employ people from these groups will only come about when they have access to sound information, professional support services and non-bureaucratic procedures. Ensuring this access should be the central goal of any employer network. 

 



A POINT OF VIEW ON REGIONAL NETWORKS AS SERVICE PROVIDERS

Robert Reizer, from the Social Affairs Ministry in the Austrian Land of Syria, has overall responsibility for the Job Allianz project.  He discusses the way the project started in his region, and underlines the importance of the package of services it offers in overcoming initial reluctance from the employers’ side.

The concept of the Job Allianz project was developed by the Ministry of Social Affairs, and GIP (the Austrian National Support Structure), with a view to implementing the outcomes of the TFG, at national level. The aim of the project was to combine the two main themes of the TFG namely ‘networking’ and ‘awareness raising’. The Federal State of Styria volunteered to be the test bed for the project and it was decided to start the process in the two pilot regions of Judenburg/Knittelfeld and Hartberg/Weiz.

Robert Reizer:  “It was intended that Job Allianz would create better cooperation at regional level between the main actors in the disability field. This cooperation would raise awareness about the theme ‘people with disabilities and employment’ notably among employers. The idea was also to develop Job Allianz as a model project for other regions in Austria.” 

One of the major difficulties in getting the network up and running was the fact that it was difficult to make its results visible.  Mr Reizer was responsible for the overall coordination of the project, and once the initial structures had been set up in the two pilot areas, regional coordinators were appointed. While linking the major service providers was not difficult, there was a problem in overcoming employers’ concerns about becoming involved: “The protection against dismissal (“Kündigungsschutz”) that disabled people have by law in Austria frightens employers. They are afraid that once they have hired a disabled person they can’t dismiss him or her without going through difficult administrative procedures. We had to work hard to overcome that fear before we could begin to build the rapport needed to develop good cooperation with employers.”

Results have been impressive and have helped the further promotion of the network:  “13 jobs have been filled and 30 more will soon be created.  Job Allianz has engendered a lot of publicity. Many articles have appeared in the papers, we had an interview on television and a number of interviews on radio. In addition, two videos have been produced to explain and promote Job Allianz.”  Further publicity comes from the ‘Job Oscar’ which is awarded to show that a company is disability friendly from both the architectural and organisational point of view, and that new jobs have been created for people with disabilities.

Mr Reizer finds that the mix of services, which the network offers, is the key to its success.  “Bringing the associations that serve people with disabilities together in a network has worked out well in the sense that the service for employers can be better coordinated. In practical terms, this means that employers will not have three different mediators from various organisations all trying to ‘sell’ them an employee with disabilities.”

After a difficult initial period, Mr Reizer looks back and feels that it is extremely important to decentralise:  “too much of the process was structured around one person,” he says, and “people should not expect overnight success: such a process takes a lot of time, not only setting it up, but also its development. Your expectations should not be too high in the beginning!”

Mr Reizer sees no reason for not extending the approach to other target groups:  “raising awareness and providing practical services are key elements when it comes down to integrating people who are excluded or risk being excluded from the labour market.”

The project is now a model for other regions in Styria, including Graz, and for other Federal States (Länder) within Austria.  A sound base of support from politicians, employers, local administrations has been constructed to get the Graz project off to a good start.
 

5.  KEY ELEMENTS IN NETWORKING  

AN ANALYSIS OF THE SITUATION

A network, particularly a regional one, should be initiated in response to an identified, immediate local need – not a need imposed from the outside. A careful analysis should be made of the situation. The main question to be answered is, “if an employers’ network was established would it help to address the need?” 

It is crucial that the facilitators or coordinators who are setting up networks are able to define what they are hoping to achieve so that they can convey their plans to prospective members. Companies joining a network may not come up with ideas themselves, so taking concrete examples of best practice from other companies could be a good way to start the discussion. Putting prospective members in touch with other employers or social partners to hear their experiences of employing disabled people could help to get the concept of the network across.

Naturally employers and social partners want to find out about the practical advantages of joining a network. Coordinators should be able to explain to employers what a network could offer their company in terms of services. Employers are very likely to seek support from a network, not just in terms of wage subsidies but an intelligent mixture of information, mediation, job coaching, training, awareness-raising and effective job-match facilities.  Sometimes the best way for a network to get companies on board is to focus on the firm’s needs first and foremost and then move onto the subject of networking. This is particularly the case with entrepreneurs in small and medium-sized enterprises who often have heavy workloads and time restrictions. Small employers will probably be selective about participating in a network. They may only join up on the basis of self-interest. But if good personal contacts have been established, small employers may be persuaded of the merits of becoming involved. 

In the initial analysis, coordinators should look at the organisations interested in joining the network and work out what they would have to offer each other. The next stage is to choose the most promising contacts, taking note of the employers that would be of most benefit to the network in terms of employment creation. The coordinator should bear in mind that the key actors joining the network will all have their individual expectations from a network as employers, social partners, public authorities or NGOs. 

TRUST AND TRANSPARENCY 

Throughout the whole development stage, the main objective should be to concentrate on building a common sense of purpose on the part of the companies and social partners involved.  As in all good relationships, there must be a spirit of openness and trust to avoid network partners misunderstanding each other’s agendas and expectations. The network coordinator drives the network forward and ensures that initial members get to know each other and share a commitment to common goals. One of the best ways to bring additional members into the network is through personal contact. It is important to meet the right person in a company, who is not necessarily the general manager. The human resources manager in a company is usually the most appropriate person to approach with the idea of joining a network for the job integration of people with disabilities. 

To keep the lines of communication open, coordinators have to be able to talk to employers and social partners in a language they understand. Network members must be able to explain to potential new members what the network is all about. Building up trust and transparency with employers is usually easier if the lead partner is also an employer. Employers are generally reluctant to look for certain types of information from official channels. They tend to be wary of making enquires that could lock them into making a commitment before they are convinced of the merits of a case.  The advantage of a network led by an employer is that the other employer members are likely to share information on social welfare benefits, grants, tax breaks, work placements, back-to-work allowances and workplace adaptations in a more open fashion, precisely because of the trust dimension.

Another area where building trust is of paramount importance is in forging links between local authorities and business. A network that links enterprises with local authorities and municipalities may have to work hard to foster a sense of trust and transparency. Public authorities and companies have different motives and different styles of working and sometimes it is difficult to open up the lines of communication between them.  An employment network might initially have to operate as a ‘go-between’ in reconciling these two important interests.


The “Mid Jutland” Network in Denmark often has to connect companies with relevant services in local areas. It manages to do this while maintaining a neutral stance. It seems that there will be a real need in the foreseeable future for employment networks to forge linkages between private and public employment services and public authorities, particularly for the reform of the benefit systems.

Trust and transparency are also particularly important when networking with trade unions. Practitioners report that trade unions tend to be concerned at the prospect of a network being set up specifically to integrate special categories or disadvantaged people into the workplace. If trade unions are not brought into the dialogue from the outset, there is always the risk that initial plans will be blocked.

 
The HORIZON project called “Le Céile” (H-1997-IRL-548) works with the “Mentor” network operating in the Midlands region of Ireland.  “Mentor” is a regional Employers’ Forum that wants to change employers’ policies, practice and attitudes vis à vis the employment of people with disabilities. In the experience of “Mentor”, a network has to be prepared to work through the conflicting needs of the major players and this is particularly true when dealing with trade unions. The most progressive way to integrate people with disabilities into the workplace is to encourage an open discussion with trade unions in an ‘official’ capacity right from the initial stages of a network.


POLITICAL BACKING

In some Member States, networks cannot flourish unless support structures have been put in place. Most of the responsibility in this area lies with governments and public authorities. Support from government agencies can go a long way to creating and sustaining networks. However, the degree of political backing depends on the Member State involved. 


In Denmark, in 1996, the Minister for Social Affairs asked a number of chief company executives to join her on a board to discuss corporate social responsibility in companies. Inspiration from this initiative led to companies forming regional networks in specific areas to try and integrate excluded groups into employment. 

In Ireland, several networks were set up under a national thematic networking process in 1999, the objective being to get employers more involved in the issue of employment and disability. These networks are working to influence public policy in relation to labour market integration measures and to change current social welfare policy. It is hoped to keep them running beyond the lifetime of the HORIZON programme with the help of centralised funding and to encourage continued input from trade unions.

This type of supportive background acts as an inspiration to businesses in these Member States but in other countries, there is no political or public debate on the subject of corporate social responsibility. Even where there is political support, it has to be handled carefully. For example, if government agencies try to push small and medium sized business towards networking before the groundwork has been prepared, employers may feel unduly pressurised and pull back from the whole idea. Networking practitioners feel that it is best to try and get companies interested in a voluntary way, not by imposing pressure but through initiating dialogue that will slowly change attitudes.

INFLUENTIAL PARTNERS

It is important to involve influential partners in networks. These could be government agencies, large employers or major NGOs. As national networks tend to operate closer to the decision-making arena, they are in the best position to bring political pressure to bear on government agencies, and to lobby and advise large companies. To be really effective, a national network needs to have a good mix of influential members from both the commercial and social domain. A collective employer influence has great potential for policy change. As employers become more and more involved in networks, the need to change the social welfare or benefit system will become more apparent. At the moment, there is very little incentive for disabled people to come off benefit and to go into work. Employers interacting in networks will eventually have to confront real issues like this and they will be forced to look for solutions. Groups of private companies getting together to address specific social issues that impact on employment could be powerful instruments for policy change.


The ‘Accept’ networking project (H-1997-UKni-501) in Northern Ireland takes the view that that getting employers talking to each other in networks should eventually lead to a harmonisation of social benefits and future job openings. The retention of workers who fall ill or become disabled is another area that could improve with more interaction between employers.

IT WON’T HAPPEN OVERNIGHT 

Planning and setting up a network will not happen overnight. Getting a network off the ground usually takes longer than initially expected. Building up good contacts in a network is a slow process. Some coordinators estimate that it can take one to two years for a network to establish itself and for the outcomes to be able to be properly measured.  To be truly sustainable a network needs to be built up slowly and continuously. Networking is a living process - it is the action of networking that counts. Not all of the objectives can be achieved at once and the core group needs to find ways of maintaining the momentum. Although employer input is vital, particularly at the early stages, no employer can be expected to keep a network going in the long-term. Lead employers in successful networks believe that once a network has been set up, funding from some central source is necessary in order to ensure its sustainability. 


6. THE NETWORK FACILITATOR

One of the most important conclusions reached by the TFG is that a network does not come into being by itself, nor can it run by itself.  It often needs a driving force in the form of a network facilitator or coordinator. 

Ideally this person should combine various skills and competencies. It is essential that facilitators should have some knowledge of the fields in which their network operates. If the network aims at integrating people with disabilities into employment, the facilitator should get to know the needs of employers and be able to speak their language. At the same time he or she should have some awareness of disability. The facilitator should be familiar with both financial and practical support systems and be able to offer employers a concrete service. In addition, it is important to be aware of the heterogeneous nature of any group of people with disabilities - the working capacities of different persons in that group will vary. Thus, the facilitator should be familiar with workplace adaptation methods or other measures aimed at facilitating the integration of disabled employees into employment.

Robert REITZER, coordinator of Job Allianz in Austria:
“We feel that a very important aspect in our approach is the fact that we offer concrete services. For example, the coordinator from Judenburg/Knittelfeld works half time for an organisation that provides mediation services to employers, and they have a database with the names of available candidates. If an employer shows an interest in employing a disabled person, the coordinator can help him within two weeks”.

The ideal facilitator combines this knowledge and competence with so-called soft skills. The network facilitator will often have to develop links between various groups and organisations so he or she will need the flexibility to adapt to different interests, situations and circumstances. For example, the needs of SMEs will differ from those of big companies and so the facilitator will have to take this into account and adjust his or her networking strategy accordingly. 

The facilitator should be aware of the need to keep a balance between the creation of employment for people with disabilities and the business expectations of employers. An employer’s main goal is to run an economically viable firm and the social aspects usually have to fit within that framework. 

Sometimes a network tries to bring together people that are not on the same hierarchical level in their daily working lives. The facilitator will need well-developed communication skills to create an atmosphere of trust and transparency where network members can cooperate on an equal basis. It is preferable for a facilitator to be ‘neutral’, i.e., not linked to any of the groups represented in the network. This can help to persuade representatives from different groups to join the network.

Anne Lemcke, former facilitator of the Mid Jutland Network (DK):

“If you hire a facilitator with a public image, a social worker for example, you can get into trouble, because when you go out to employers, you have to persuade them to go for this project, to inspire them. If you are a facilitator, you should be very much aware that you are a facilitator for the companies and not a person from the public service. In that way, it is a difficult job, because you have to work with the companies on the one hand and with the municipalities and NGOs on the other and you don’t belong anywhere really. “









A POINT OF VIEW ON THE ROLE OF THE FACILITATOR

Political support as a key factor 

In this case, support for the promotion of corporate social responsibility came from the highest ministerial level, and companies channelled the idea through regional networks.  While Denmark has a range of legislative approaches to support the integration of disabled people, there is, says Anne Lemcke, a clear need for other approaches.  Ms Lemcke also stresses the key role a facilitator plays in getting the network going and maintaining its momentum, and draws some conclusions from Mid-Jutland.

In Denmark, there is a political debate going on about how to get companies more involved in the issue of social responsibility. In 1996, the Minister of Social Affairs took a lead in this by inviting sixteen chief executives to join her on a board that she chairs to discuss social responsibility in companies. They took up the challenge, and they are still together as a board and taking initiatives in many ways. It is the companies themselves who set the agenda of the discussion, but in cooperation with the authorities. 

Denmark is weighing up the pros and cons of the different approaches to helping disadvantaged groups into employment.  Contrary to other parts of the government, the Minister is looking to widen the market and is trying to find alternatives to legislation and quotas, which can help increase employment for disadvantaged groups.

“The main aim [of the network] was to increase social responsibility in companies in a voluntary way, not by imposing pressure. So, dialogue - changing attitudes, that was the basic idea’” says Anne Lemcke.

The members of this board of chief executives have formed networks in their own regions, five in total, in which facilitators are employed to promote ideas among local companies. “In the Mid-Jutland area where I was facilitator, we now have seventy companies. We could have had more, but rather than having a very large network where membership doesn't mean very much, it is better to restrict yourself to a core group of committed members.”

Anne Lemcke started by visiting companies who had attended a conference on social responsibility and corporate citizenship, arranged by mid-Jutland members of the Minister’s board.

“I visited those companies and asked why they wanted to join the network, what they wanted from it and what interesting approaches they had to share with other companies? I asked how I could provide them with expertise or be of service to them? I found afterwards that that it was vital to give the other companies ideas, to inspire some companies to do more than they had done before.”

Ms Lemcke found that a crucial issue was the “clout” provided by the reputation of the companies, and the political backing.    

“After the first year, we brought out a booklet that allocated one page to each company, which provided a profile of the company and a description of its activities in terms of fulfilling their social responsibility. We sent it out to all the companies. They said that it was very useful and interesting to see what other companies were doing. The key word was inspiration.”

She found that for this inspiration to be effective, the network needed to be company-owned. “It is very effective if private companies join together and form an opinion on something. People listen to that in Denmark”. Ms Lemcke underlines the need for facilitators to motivate network members:  “there must be someone to push them, to give them ideas and challenge them. In my experience as a facilitator in this network, I was always welcome in the companies, but they don't often take the initiative themselves.”

Besides being a motivator, a facilitator should be a link figure, helping people make the right contacts, and helping to create or improve the links between private and public employment services and public authorities.

Ms Lemcke is already looking to the future uses of networks:  “In my view, these kinds of networks should be linked to 'hot’ topics in society. You can concentrate on them for one to three years, work hard at trying to change things and then change the ‘hot’ topic. In that way the networks can be useful.” 




EXECUTIVE SUMMARY

The best person to convince an employer about the positive points of employing people with disabilities is another employer. Employer involvement can be greatly encouraged by creating employer networks, or, in cases where networks already exist, by establishing better links with these networks. Although employers should play a central role in such networks, the participation of other social partners such as trade unions, chambers of commerce and local organisations of, and for, people with disabilities should also be encouraged.

The type of network explored and tested by the TFG, is one where people or organisations are brought together as equal partners in a kind of platform around a certain theme. The added value of this kind of network is the partnership approach and the joint determination of a common objective.

The “higher” the geographical level at which the network operates, the more difficult it is to involve a wider range of partners. If a network is to be successful, it must meet the needs of all its members and the chances of being able to do so decrease in direct proportion to the number of different interests represented. A regional network can respond to local, community development needs as it can tap into the natural linkages that benefit all interest groups in the area. A national network has to operate across a wider spectrum and its principle characteristic is its representative function. 

The key factors that might make an employer decide to join a network include opportunities to gain and to exchange information including swapping experiences, getting to know about ‘Best Practice Models’ and finding out about the problem-solving strategies used by other companies. Besides these more general information functions, the delivery of practical services is a major criterion which employers will use to evaluate the performance of a network. The network should not offer such services itself, rather, it should build on existing integration measures and involve the respective organisations that are responsible for their implementation.

While setting up a network the following key elements should be kept in mind:
 
·	An analysis of the situation: A network, particularly a regional one, should be initiated in response to an identified, immediate local need – not a need imposed from the outside. A careful analysis should be made of the situation to ensure that the establishment of a network is the most appropriate response to the need; 

·	Trust and transparency: To avoid network partners misunderstanding each other’s agendas and expectations, attention must be paid to the creation of a spirit of openness and trust within the network;

·	Political backing: In some Member States, networks cannot flourish unless support structures have been put in place. Most of the responsibility in this area lies with governments and public authorities;

·	Influential partners: Involving influential partners in a network can enhance its functioning. These could be government agencies, large employers and major NGOs;

·	Time: Planning and setting up a network will not happen overnight. Building up good contacts in a network is a slow process. 

·	A Facilitator: A network does not come into being by itself nor can it run by itself.  It often needs a driving force in the form of a network facilitator or coordinator. Ideally this person should combine various skills and competencies. The facilitator should have some knowledge of the fields in which a network operates. So-called soft skills are important for the effective running of the network. It is essential that the facilitator is aware of the need to keep a balance between the creation of employment for people with disabilities and the business expectations of an employer.


ANNEX 1 - Outputs from the Thematic Focus Group

Luxembourg 

Members of the TFG created a link to the Comité de Liaison Patronale (CLP) in Luxembourg.  Employers within the Comité committed themselves to become multipliers for other employers in retaining people with acquired disabilities in employment, and to promote the potential of disabled workers who have been trained for jobs on the open labour market.  Cooperation continues, and an awareness-raising campaign is to take place later in 2000 to inform employers about employment possibilities for people with disabilities.

Denmark

Close cooperation on the subject of integrating people with disabilities has taken place between the Danish member of TFG and the existing Mid-Jutland network.  This cooperation has been mutually beneficial in the sense that on the one hand it allowed the TFG to learn from practical experiences from an existing network, and on the other it offered the Mid-Jutland network a short-cut to the best-practice outcomes deriving from the HORIZON projects. 

Ireland

The ‘JobNet’ project is based on the thematic work carried out at European level.  A consortium of eight members aims to create and strengthen links between employers, trade unions, co-workers, organisations of people with disabilities and service providers to promote employment opportunities for disabled people.  It does this by collecting and providing information on ‘poverty traps’ encountered by disabled people entering work, by promoting disability equality awareness among employers and co-workers and by developing material promoting a positive image of disabled people in employment. It also pools the expertise and experience of the group to help shape policy development and ensures a targeted approach to disability equality policy.

Belgium Fr

Based on the outcomes of the European thematic work, an awareness-raising week is planned for French-speaking Belgium, in November 2000.The target audience includes employers, intermediary services, public-sector organisations and decision-makers from the relevant political authorities. 

Germany

In Germany a National Employers’ Forum has been established composed of employers who have been involved in EMPLOYMENT projects. A first contact meeting has taken place, with the aim of giving the enterprises that cooperate with EMPLOYMENT projects an opportunity to exchange experience. The recommendations coming from the Employers’ Forum concerning ways of improved involvement of employers in the integration process of disadvantaged groups should be implemented in the planning of future funding programmes. The exchange between employers proved so successful that all parties involved expressed a wish to meet on a regular basis. 

Austria

The Job Allianz project has been created in order to implement the outcomes of European thematic work at national level,. It aims to enhance employment opportunities for people with disabilities through awareness raising and creating or improving links between the different actors involved in the integration of disabled people. The process was piloted in two regions of the federal state of Styria. The model turned out to be so successful that it will be introduced in other regions in Styria and possibly in other Federal States. The Job Allianz approach will be the model for future awareness-raising measures under ESF Objective 3. It will also serve as a model for setting up EQUAL development partnerships and it is mentioned in the Austrian 2000 NAP.



Finland

The Finnish Business Network of large firms is now being set up, based on the work carried out in the TFG. Its aim is to place corporate social responsibility on the political agenda. The network will become part of the European Business Network for Social Cohesion.









USEFUL ADDRESSES


Projects

More details about each project may be found by using the number that appears in brackets after the title to search the database on the following web site: www/europs.be/equal

Some of the projects mentioned in this publication are also featured in the Thematic Activities section of this web site.
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Belgique
Ms Jenny Charlier
ESF/ NSS Unit
E-mail: FSE@skypro.be

Danmark
Mr Peter Sanderhoff
Ministry of Social Affairs
E-mail: dppsa@sm.dk 

Deutschland
Ms Sibylle Honnef
Europabüro für Projektbegleitung
E-mail: honnef@efp-bonn.de

Mr Matthias Mozdzanowski
Europabüro für Projektbegleitung
E-mail: mozdzanowski@efp-bonn.de


Ireland
Mr John Phelen
NRB – National Rehabiliatation Board
E-mail: NRBHDS@iol.ie


Luxembourg
Ms. Anne Marie Kaiser
ACORD International s.a.
E-mail: kasier-acord@vo.lu

Mr Jeannot Berg
Parc Merveilleux s.a.
Fax: +352 524 511
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Österreich
Mr Gernot Reinthaler
G.I.P.- Gemeinschaftsinitiativen und Programme der EU
E-mail: ademploi@gip.at

Mr Alfred Weber
Ministry for Employment, Health and Social Affairs
E-mail: Alfred.Weber@bmags.gv.at




Suomi/Finland
Mr Eino Hietalahti
Ministry of Labour
E-mail: eino.hietalahti@pt2.tempo.mol.fi 


European Commission
Ms Sophie Beernaerts
Employment and Social Affairs Directorate-General 
E-mail: Sophie.Beernaerts@cec.eu.net


EUROPS
Ms Tessa Zaeyen
E-mail: info@europs.be


CONTACT INFORMATION FOR PROJECTS CITED IN THE PUBLICATION

Further information about all of these projects may be found on: www.europs.be/equal


België / Belgique
EBNSC (European Business Network for Social Cohesion)
Ms Ann Vandenhende
E-mail: avdn@ebnsc.org / ebnsc@ebnsc.org

Danmark
DET MIDTJYSKE NETVAERK
Ms Jette Skilvad
E-mail: jskilvad@grundfos.com

Deutschland
EMPLOYERS FORUM
Europabüro für Projektbegleitung
Ms Sibylle Honnef
E-mail: honnef@efp-bonn.de

España
Thader
Ms Helena Días Martínez
E-mail: feaps-murcia@forodigital.es

ILMO
Mr Javier Jiménez, Mr Julián Palomo
E-mail: cocemfe.sil@cocemfe.es

France
IBM
Mr Claude Morlot
E-mail: claude-morlot@fr.ibm.com

Ireland
CODE - Creating Opportunities 
for Disabled Employees (H-1997-IRL-571)
Waterford Crystal plc
Mr Senan Cooke/Joe Kelly
E-mail: Jkelly@waterford.ie

JOBNET
Ms Anne-Maria Kennedy
E-mail: disability@siptu.ie

Le Céile
Mr Adrian Stewart
E-mail: dltmore@iol.ie

Luxembourg
CLP – Le Comité de Liaison Patronale 
Ms Anne Marie Kaiser
E-mail: kaiser-acord@vo.lu

Suomi/Finland
INTO WORK 
Kiipula Foundation
Mr Juha Pääskylä
E-mail : juha.paaskyla@pp.inet.fi
Tel: +358-50-3830816.

‘MAINSTREAMING’ Project 
(H-1997-FIN-517)
Stakes Consortium
Ms Sirpa Juutinen 
E-mail : sirpa.juutinen@dlc.fi

Österreich
JOB ALLIANZ
Bundessozialamt Steiermark
Mr Robert Reitzer
E-mail: bundessozialamt.stmk1@basb.gv.at 

United Kingdom
Orchard Trust
Ms Jane Hart
E-mail: jane@orchard-trust.prestal.co.uk

UK Northern Ireland
ACCEPT
Ms Cecil Graham
E-mail: actionmentalhealth@compuserve.com

ESF NATIONAL ADMINISTRATIONS

België
Mr Louis VERVLOET
Ministerie van de Vlaamse Gemeenschap 
Tel: +(32.2) 507.44.34

Belgique
Mr Guy DE SMEDT
Cellule FSE
Tel: +(32.2) 278.42.44
Danmark
Ms Inge MAERKEDAHL
Arbejdsministeriet – Den Europaeiske Socialfond
Tel: +(45) 35.28.81.00
Deutschland
Mr Kurt BRÜSS
Ministerialrat - Referat VIIa3
Bundesministerium für Arbeit und Sozialordnung
Tel: +(49.228) 527.27.16
Ellas
Ms Chrysoula PAPANDREOU
Ministry of Labour - ESF
Tel: +(30.1) 524.30.68

España
Ms Aurora SAETA DEL CASTILLO
Ministerio de Trabajo y Asuntos Sociales
U.A.F.S.E.
Tel: +(34.91) 409.09.41
France
Ms G. RIALLE-SALABER
Ministère du Travail, de l'Emploi et de la 
Formation Professionnelle - DGEFP
Tel: +(33.1) 44.38.30.36
Ireland
Mr Eugene FORDE
Department of Enterprise & Employment
Tel: +(353.1) 676.58.61 – Ext. 3205 

Italia
Ms Annalisa VITTORE
Ministero del Lavoro e della Previdenza Sociale
Tel: +(39.06) 46.83.41.81
Luxembourg
Mr Erny DORNSEIFFER
Ministère du Travail 
Tel: +(352) 478.61.12
Nederland
Mr Jacques VAN BAAL
Ministerie van Sociale Zaken en Werkgelegenheid
Directie Internationale Zaken
Afdeling Europese Subsidie-Instrumenten
Tel: +(31.70) 333.49.73
Österreich
Mr Michael FÖRSCHNER
Bundesministerium Arbeit und Soziales 
Abteilung Europäische Integration
Tel: +(43) 1.711.00.21.76
Portugal
Mr Francisco MELO ALBINO
D.A.F.S.E.
Tel: +(351.21) 814.14.50

Ms Ana VALE
GICEA
Tel: +(351.21) 799.49.30
Suomi
Ms Riitta KANGASHARJU
Ministry of Labour
Tel: +(358.9) 18.56.90.79
Sverige
Ms Margareta LORENTZI
Ministry of Labour
Tel: +(46.8) 405.13.43
United Kingdom
Ms Elaine TREWARTHA
Department for Education and Employment
Tel: +(44.171) 273.30.00

UK Northern Ireland
Mr Ken GIBSON
Training & Employment Agency
Tel: +(44.1232) 25.76.68
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ADAPT AND EMPLOYMENT IN BRIEF

ADAPT and EMPLOYMENT are two Human Resource Initiatives which are led by the European Social Fund. Both Community Initiatives started in 1995 and some projects will continue until the end of the year 2000. Projects were selected following calls for proposals in 1995 and then again, in 1997. Member States manage these Initiatives in partnership with the European Commission and National Support Structures and EUROPS, the Commission’s technical assistance office, assist in their implementation.

The principles underpinning both Initiatives are:

·	transnationality: projects must be partnered with projects in other Member States which are focused on similar or complementary priorities;
·	innovation:  projects  must experiment with new ideas or methods, or with new combinations of existing ideas, methods or collaborators;
·	local involvement: projects should involve a range of local individuals and organisations and focus this combined resource and experience on developing their innovative ideas;
·	multiplier effect: the experiences should be recorded, evaluated and widely disseminated through expert and professional networks, and to the public.

The ADAPT Community Initiative aims to transform the way in which companies, especially small firms, the organisations which support them, and workers themselves, respond to industrial change. In terms of the methods used, the 1997 projects have placed a greater emphasis on the use of new information and communication technologies and the building of the information society.

Almost 4000 projects have been or are supported under ADAPT, financed jointly by the European Social Fund and public and private sources in their Member State. The total ESF contribution for the five years of the ADAPT Initiative is over 1.6 billion euros.

The EMPLOYMENT Community Initiative targets groups of people who face special difficulties in the labour market. It has four inter-related strands: NOW to improve the situation of women in the labour market; HORIZON for people with disabilities; INTEGRA for socially excluded people; and YOUTHSTART for young people. EMPLOYMENT aims to identity new solutions to the problem of unemployment in the European Union by funding pilot projects: to contribute to the development of human resources; to improve the working of the labour market; and to promote social solidarity and equal opportunities. 

More than 6000 projects have been selected for funding from the EMPLOYMENT Initiative, with a total contribution from the European Union of more than 1.8 billion euros.

The impact of the ADAPT and EMPLOYMENT projects is reinforced by grouping them in transnational partnerships so that the lessons learnt in one Member State can be taken up and used throughout the European Union. This learning across frontiers was further strengthened by the joint strategy for Thematic Activities and Visibility, which is described in the Introduction to this report. In this final phase of the Initiatives, every effort is being made at national and European level to ensure that as many individuals and institutions as possible know about, and can benefit from, the legacy of ADAPT and EMPLOYMENT. 

All of these Thematic Activities have also informed the design of EQUAL, the new ESF Community Initiative, which will operate from 2000 to 2006. This Initiative will build on the achievements of ADAPT and EMPLOYMENT, as it is intended to promote new practices to fight labour market discrimination and inequality of all types, particularly through transnational co-operation.
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The principles underpinning both Initiatives are:

·	transnationality: projects must be partnered with projects in other Member States which are focused on similar or complementary priorities;
·	innovation:  projects  must experiment with new ideas or methods, or with new combinations of existing ideas, methods or collaborators;
·	local involvement: projects should involve a range of local individuals and organisations and focus this combined resource and experience on developing their innovative ideas;
·	multiplier effect: the experiences should be recorded, evaluated and widely disseminated through expert and professional networks, and to the public.

The ADAPT Community Initiative aims to transform the way in which companies, especially small firms, the organisations which support them, and workers themselves, respond to industrial change. In terms of the methods used, the 1997 projects have placed a greater emphasis on the use of new information and communication technologies and the building of the information society.

Almost 4000 projects have been or are being supported under ADAPT, financed jointly by the European Social Fund and public and private sources in their Member State. The total ESF contribution for the five years of the ADAPT Initiative is over 1.6 billion euros.

The EMPLOYMENT Community Initiative targets groups of people who face special difficulties in the labour market. It has four inter-related strands: NOW to improve the situation of women in the labour market; HORIZON for people with disabilities; INTEGRA for socially excluded people; and YOUTHSTART for young people. EMPLOYMENT aims to identity new solutions to the problem of unemployment in the European Union by funding pilot projects: to contribute to the development of human resources; to improve the working of the labour market; and to promote social solidarity and equal opportunities. 

More than 6000 projects have been selected for funding from the EMPLOYMENT Initiative, with a total contribution from the European Union of more than 1.8 billion euros.

The impact of the ADAPT and EMPLOYMENT projects is reinforced by grouping them in transnational partnerships so that the lessons learnt in one Member State can be taken up and used throughout the European Union. This learning across frontiers was further strengthened by the joint strategy for Thematic Activities and Visibility, which is described in the Introduction to this report. In this final phase of the Initiatives, every effort is being made at national and European level to ensure that as many individuals and institutions as possible know about, and can benefit from, the legacy of ADAPT and EMPLOYMENT. 

All of these Thematic Activities have also informed the design of EQUAL, the new ESF Community Initiative, which will operate from 2000 to 2006. This Initiative will build on the achievements of ADAPT and EMPLOYMENT, as it is intended to promote new practices to fight labour market discrimination and inequality of all types, particularly through transnational cooperation.



