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Bridging the Gender Gap


Reducing segregation in the Labour Market
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 agreed at the Luxembourg Summit in 1997. Broad priorities for the ees are established annually in the form of European Employment Guidelines. These Guidelines are then 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 effective and successful in helping people obtain, or remain in, employment. It is easy to find a direct relationship between these approaches and most of the current 22 Employment Guidelines.  Similar links also exist with many of the policy orientations established in the naps of the various Member States.  Therefore, it was not surprising that the Commission and the Member States 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 1998-2000. They have taken account of the views and experience of project promoters and also 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 (see list of useful addresses at the end of this publication).



















The work of the European thematic group
'The Desegregation of the Labour > Market'
was co-ordinated by Belgium Flanders in close co-operation with > Ireland, Denmark and Portugal. Finland and Germany also contributed to the work.
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FOREWORD



The subject of this publication is 'the Desegregation of the Labour Market'.  It is the result of an intensive process involving project promoters from Now and Adapt, the European Commission, National Support Structures, key actors and experts.  Flanders was very happy to chair this dynamic focus group together with colleagues from Ireland and Portugal. 

The desegregation of the labour market is one of the major issues for the future. To maintain and strengthen Europe's competitiveness in a global economy, current rigidities must be overcome.  People are Europe's main economic resource.  Making optimal use of them therefore has to be a key objective of policy makers and the business community alike. The European Employment Strategy harnesses this objective in the specific guidelines related to its fourth Pillar on Equal Opportunities. 

The focus group was confronted with the task of breaking down the vast and complex theme of desegregation into manageable aspects. This was considered essential if it was to go beyond theoretical reflection to find practical solutions or parts thereof. All the members agreed that our focal points had to be career development, the development of competencies and the reconciliation of professional and private life.  To ensure an appropriate structure to our work, we invited experts to write discussion papers on the key aspects of desegregation. We would like to thank Ria van Peer and Rien van Meensel (serv, Flanders), Katherine Zappone (National Women's Council of Ireland), Alison Woodward (Vrije Universiteit Brussel), Helle Holt (Denmark) and Maria Das Dores (Portugal) for their invaluable input. 

During the course of four two-day meetings, the focus group discussed various aspects of desegregation and their linkages. The result of these discussions is described in this publication. It is our aim to provide practical suggestions for use in the implementation of National Action Plans for Employment.  We feel that the lessons and examples of good practice can significantly contribute to an effective mainstreaming of measures targeted at strengthening equal opportunities policies for women and men and, more specifically, the desegregation of the labour market. 

Finally, the intensity of the debate and the emerging complexities of desegregation have shown that much still needs to be done. Many dimensions require further investigation. The Equal Community Initiative provides opportunities to explore these. We hope that this publication will be a guide for those drafting selection criteria as well as for those designing projects.  In that way, our efforts can serve as a stepping stone towards future innovations. 

Louis Vervloet
Head of European Social Fund mission
Belgium - Flanders

IN A NUTSHELL



If Europe is to enjoy continued economic growth and remain a world player alongside the US and Japan, it must make optimal use of its workforce.  Women have been entering the labour market in unprecedented numbers during the past decade, though they remain under-represented in some economic sectors and are still under-represented at the higher end of the job hierarchy.  This segregation of the labour market reduces its efficiency. Only by using the potential offered by all workers can European productivity be maximised. While many employers face skills shortages that they cannot meet, potential women employees are in jobs that may not fully utilise their abilities.  Europe cannot afford to let this situation persist.

In drawing up a European Employment Strategy http://europa.eu.int/comm/dg05/empl&esf/ees_en.htm, the Member States agreed that Equal Opportunities should be one of four priority areas for action.  The desegregation of the labour market and the reconciliation of work and family life are prime focal points.

Desegregation has also been a priority within the ADAPT and EMPLOYMENT Community Initiatives.  Under the leadership of Flanders, with support from Ireland, Portugal, Denmark, Finland and Germany, a Focus Group was set up to identify good practice and to draw lessons from the projects funded particularly under EMPLOYMENT-NOW and ADAPT.  The Group comprised representatives of projects, National Support Structures and the European Commission, and key actors and experts in the field. 

Four urgent messages emerged.

·	If women are to reach their full potential and make a maximum contribution in the workplace, the working environment must be one that values their skills and allows them to do their job on an equal footing with men.  This requires the review and perhaps modification of policies, practices, behaviour and attitudes that have evolved over a considerable period of time.  Recruitment, training, promotion and working conditions are just some areas requiring scrutiny.  
·	Changes due to technological advances and to increased concern about environmental issues are resulting in new and different skill requirements in traditional sectors.  By combining technical know-how with, for example, skills in ICT, eco-technologies or communication, many women are well qualified to fill these new occupational profiles. 
·	At senior levels, women can bring a different perspective on new markets or a complementary management style.  Some evidence suggests that companies which tap this potential gain tangible economic benefits or a competitive advantage.
·	Responsibility for the care of children and other dependants continues to lie mainly with women, and the traditional workplace may be unfamiliar with the needs of women employees and managers trying to combine work with family responsibilities.  Family-friendly policies help women and, increasingly, men to meet their commitments regarding work and family life.

The good practice, lessons and innovative solutions derived from the projects are described in the following sections of this publication.  The Focus Group believes that they will be of benefit to employers, trade unions, professional organisations, trainers and careers guidance counsellors.  The outcomes may offer new approaches to people responsible for the design and implementation of training and employment policies, particularly as part of the European Employment Strategy.  They can also serve as building blocks for the development of projects funded under the new EQUAL Community Initiative.

A SEGREGATED LABOUR MARKET : FACT & FIGURES Data: European Commission: Employment in Europe 1999 (ISBN 92-828-7574-1) and 1998 (ISBN 92-828-4911-2); Key data on education in the European Union (ISBN 92-828-1884-5); Trends and prospects for women's employment in the 1990s (V/2002/96-EN); draft Joint Employment Report 1999
 


·	Women do different work to men
Women have entered the labour market in unprecedented numbers during the past 10 years and now represent 42% of Europe's working population.  Whilst the activity rate for men has fallen to 78%, the activity rate for women has risen to 58%.  Despite their increasing participation in the labour market, women remain concentrated in a limited range of economic sectors.  Employment rates for women are high in Denmark, Finland and Sweden, yet the labour market in these countries continues to be highly segregated.  Around 50% of women work in areas where women fill 80% or more of the jobs.  On the other hand, countries with low female employment, such as Greece and Italy, have a less segregated market.  The exception is Spain, where low rates of female employment go hand in hand with a highly segregated market.

While women have made some inroads into traditionally male sectors and occupations, this has been more than outweighed by increasing numbers entering traditional female areas.   Women remain clustered in a few economic sectors, such as health, social services, education and retailing.  Meanwhile, men work in a wider range of sectors, but monopolise manufacturing, construction and transport.  Skilled agricultural workers, managers, machine operatives and craft workers are all examples of predominantly male occupations.

Occupations with the highest employment of men or women
relative to the working age population

Women
Men
Secretaries & keyboard clerks
Miners & construction workers
Librarians
Metal workers
Health technicians
Machinery & electrical mechanics
Client information clerks
Agricultural drivers
Domestics & waitresses
Painters & decorators
Shop saleswomen
Textile & garment workers

·	New jobs reinforce segregation
Women have filled over 63% of the new jobs created during the past four years.  Although many are in areas with good growth potential, such as the rapidly expanding service sector, these are also areas already heavily populated by women.  Four out of ten women entering the labour market become sales and service workers.  Women fill more than 80% of new low-skilled non-manual jobs.  

·	Women slow to reach the highest positions
Women in top management are still the exception rather than the rule.  They fill only 3% to 6% of senior executive positions.  In middle management, they are doing better, holding up to 30% of such posts.  However, at this level, women are over-represented among personnel, administrative and financial managers and under-represented as general, technical and line managers.  The recent trend towards leaner structures and flatter hierarchies has had a greater impact on women as many middle management positions have disappeared, particularly those related to the specialised functions that women perform.

More women are entering the professions.  In the UK, between 1986 and 1992, the percentage of women civil engineers rose from 5% to 10% and lawyers from 14% to 25%.  Nevertheless, far greater increases were found in personnel (42% to 60%) and in health service management (39% to 50%).  Here again, the increased representation of women merely reinforced segregation.  

Women make greater career progress in the public sector, compared to the private sector.  In Sweden, for example, women fill 29% of senior positions in the public sector, but only 9% in the private sector.  However, even in areas of the public sector where women form the majority, they are over-represented in the lower level jobs.  In the Netherlands women constitute 74% of primary teachers, yet only 13% of primary headteachers.  In a similar vein, women across Europe fill two-thirds of the jobs in education, yet they make up 79% of kindergarten and primary teachers, 57% of secondary school teachers and only 37% of higher education professionals.  

Finally, studies show that the increasing participation of women in the labour market has had only a slow impact on the number of women progressing to more senior positions.  Their progress is due, instead, to their pursuit of more continuous and full-time careers.

·	The pay gap persists
In every Member State, predominantly female occupations pay less than those that are predominantly male.  Consequently, an average women earns only 76% of an average men's hourly wages but, when overtime and bonus payments are taken into account, the gap increases.  It is even wider for managers, due partially to the higher representation of women in middle management than in higher positions.  In the western German Länder, France, the UK and Luxembourg, women managers earn, on average, approximately two-thirds as much as a male manager. When women enter previously male-dominated areas, reductions in skill requirements and pay levels often follow.  The large percentage of women working in the public sector, increasingly at higher levels, is frequently associated with declining relative pay.  

·	Part-time work - a female domain
Part-time jobs are mostly associated with clerical work, the service sector and unskilled occupations, areas dominated by women.  Although the number of men and women who work part-time is growing, women fill 80% of part-time jobs. Rates vary between Member States but, on average, 32% of women work part-time, compared to 6% of men.  As responsibility for the care of children and other dependants continues to fall mainly on women, part-time work enables them to combine employment with their responsibilities as carers. 

Until recently, part-time work has been characterised by lower rates of pay, minimal skill requirements and less-favourable working conditions.  This situation should improve as each Member State implements the Part-time Working Directive Council Directive 97/81/EC of 15 December 1997 concerning the Framework Agreement on part-time work (http://europa.eu.int/eur-lex/en/lif/dat/1997/en_397L0081.html) .  This new legislation requires the pay and working conditions of part-time workers to be, on a pro-rata basis, the same as those for full-time workers. 

·	Young women are better educated
By 1995, the majority of students attending universities in Europe were women.  In Portugal, for instance, women outnumbered men by 3:2.  As with jobs, women and men tend to choose different fields of study.  Women opt for the humanities, languages and biological sciences whilst men choose natural sciences, mathematics, computing and engineering.  Nevertheless, this trend is gradually changing in many Member States.  Between 1989 and 1993, the number of women studying physical science in the UK increased from 27% to 35%.  In Germany and Italy, the female share in engineering climbed from below 5% to 15% and 23% respectively in the 10 years leading up to 1995. 

·	Women are more likely to be unemployed
Whilst an increasing percentage of women want to work, their unemployment rate remains consistently higher than that for men in all Member States, except Ireland, Sweden and the United Kingdom. 


Female unemployment
Male unemployment
Spain
22.0
10.1
Greece
17.4 3
7.8 3
Italy
15.1 1
8.8 1 
France
12.2
8.5
Finland
11.5
9.7
Belgium
10.1
7.3
EU Average
10.4
7.4
Germany
9.0
7.9
Sweden
6.3
6.7
Ireland
5.0
4.9
Denmark
5.6
4.1
Portugal
4.6
3.8
Austria
4.1
2.9
United Kingdom
5.2 1 
6.4 1 
The Netherlands
3.8 2
2.1 2 
Luxembourg
3.0
1.6
1  January 2000
2  February 2000
3  1999 figures
Figures: Eurostat, March 2000 except where shown otherwise.

Parenthood has a significant impact on the employment rate of men and women.  For example, in 1998, the employment rate for men aged between 20-44 rose from 84% to 91% when they had one or more children, whilst for women in the same age group it fell from 79% to 52%.

Meeting skills shortages in male-dominated sectors


Extensive changes are taking place in many traditional male domains.  In sectors such as heavy industry and security services, new technology has lessened the need for employees with physical strength.  In other sectors, such as electronics, industry cannot meet its demand for highly skilled personnel.  The shortage in skilled staff is exacerbated by the dwindling birth rate across Europe.  Each year, fewer young people enter the labour market.  The changing or unmet skill requirements provide openings for women who can fulfil industry's need for skilled workers in these male-dominated sectors.  However, such opportunities often require a corresponding change in career expectations amongst women.  Furthermore, companies will benefit from women's contribution only if they provide a work environment where women feel able to work on a par with men.

ATTRACTING WOMEN TO NON-TRADITIONAL SECTORS

The earlier the better: ensuring girls make appropriate choices from the start
Some girls dream of becoming surgeons, fire fighters, scientists or train drivers.  A process of 'self-socialisation', however, causes many to modify their earlier ambitions and, like the majority of women, to select from a limited range of training and employment opportunities Hedwig Rudolph, Christine Mayer, Helga Ostendorf, Ursula Rabe-Kleberg (ed.): Berufsverläufe von Frauen, München 1986, p.11;.  Parents, teachers, careers guidance counsellors, peers and society in general all influence girls' choices at crucial stages: when deciding which subjects to study or whether to pursue an academic or vocational route.  Providing unbiased advice and encouraging girls to consider a broad range of vocational options enables them to pursue their real career ambitions and ensures that employers can select from the widest pool of talent.  

All careers advisors in Finland follow modules on Equal Opportunities as part of their training.  Yet evidence suggests that this is not translated into their daily work practice. The BERTA project helped careers advisors in schools and employment offices to develop tools that would truly widen young people's range of career options.  For example, two women designed a game for 13-15 year olds.  Boys and girls drew lots to determine which character they would play, such as hairdresser, engineer or nurse.  As the game progressed, they answered questions about their education, values, career ambitions, etc, according to their assumed character.  The players then discussed the different answers and thus confronted their stereotypical views of certain jobs.  Finally, the teacher corrected any wrong or mistaken ideas that had been expressed about training or job requirements.
University of Helsinki, Finland

Choosing to study arts rather than science subjects at school can severely limit young women's access to a range of vocational courses and jobs, particularly those in traditional male domains.  'Taster' weeks are effective in raising their interest in non-traditional jobs and dispelling any myths they may have about such work.

By targeting girls aged 13-14, the Let's Twist project aimed to influence their choice of subjects studied at school.  Its taster programme began with an introduction to engineering, after which women role models spoke about their jobs.  The girls then made a fuse tester, which gave them hands-on experience.  Finally, each girl visited a different company and, on her return, gave a presentation to the others on her visit.  The programme stimulated the girls' interest in technical subjects and boosted their confidence.  At the same time, male tutors gained a positive experience of teaching young women.
	Bradford and Ilkley Community College, UK

Like 'taster' programmes, pre-training courses increase women's confidence about meeting the requirements for work in traditionally male domains.  Physical strength remains an important criterion for police work, yet pre-training programmes can teach women techniques for using their body weight to satisfy this requirement.  The courses can also stimulate interest by introducing women to topics that whet their appetite for more knowledge. 

ELEKTRA's pre-training course motivated young women to train as electricians or metalworkers by offering them extra modules in eco-technologies.  Practical experience was important.  Participants handled tools and machines, constructed solar chargers and lamps, read electrical wiring diagrams and experimented with wind and water. Participants were also introduced to the theory and application of new information and communication technologies, including software packages used in technical craft occupations.  Revision classes in mathematics, physics, chemistry and German finally prepared the young women for entry to the formal training programme.  Company visits, work experience placements and help with applying for apprenticeships or jobs completed the programme.
					VEREIN SUNWORK, Austria

Mobilising mature women to consider a non-traditional career
Women who have raised a family or who have been unemployed for some time may be daunted by the prospect of returning to work.  They are likely to be unfamiliar with the range of jobs that could offer them good prospects.  Many settle for work that builds on the caring or domestic skills they developed as mothers or wives.  Others accept jobs that fail to match their previous qualifications.  This represents a vast under-utilisation of human potential and inhibits women's access to jobs where salaries reflect the demand for skilled personnel.  Stimulating women's interest in traditionally male jobs is an essential first step.

Ireland's electronics industry is growing fast but has an unmet demand for highly skilled workers.  Despite high rates of pay and predictions of continued growth, women shy away and are significantly under-represented in the industry.  A regional training centre was determined to redress the imbalance and enable women returners to benefit from the booming electronics market.  In collaboration with major companies, it designed a range of courses that required no prior qualifications.  Each course put the learning into a context, illustrating its relevance, application and link to future job prospects.  This approach, combined with company visits where the women saw at first-hand what the jobs entailed, rapidly dispelled any ignorance of technology and encouraged them to learn the appropriate skills.
					INSTITUTE OF TECHNOLOGY, Tallaght, Ireland

Many women realise that their children's understanding and use of new technologies is far greater than their own.  Wanting to catch up and help their children to make progress can motivate women to enrol for a class in science or computing.  Others become curious about the technological developments that are affecting every aspect of their life.

By giving women exciting glimpses into the very latest advances in multimedia, electronics and information and communication technologies, the University of Huddersfield aimed to attract women onto its mainstream science and technology courses. The short preparatory course, designed for mature women without the necessary entry qualifications, was firmly backed up with modules in core science subjects.  This enabled the women to take their interests further by applying for a wide range of scientific courses.
University of Huddersfield, UK

Some women are motivated to acquire new skills in order to improve their own living accommodation.  This can be the first step in gaining qualifications that will subsequently serve them well on the labour market.  

Located in a disadvantaged district in Paris, Habiter au Quotidien helped local women to renovation and repair their run-down apartments.  The training programme included painting, plastering, plumbing, electrics and the kind of maintenance work carried out by caretakers.  It began with a 15-day taster course to give the women an overview of the different types of skills needed.  During the remainder of the programme, practical workshops were combined with work experience placements in local enterprises.	 
Habiter au quotidien, France

Training programmes designed with women in mind
When designing a training programme for women, consideration must be give to specific aspects of organisation, method and content.  First, the course will be accessible to more women if it takes account of the school hours or childcare needs that constrain many women.  Secondly, teachers and trainers must develop gender-fair training methodologies.  This is particularly important in subject areas where trainers have been accustomed to teaching only men. Research shows that women prefer working in a co-operative and collaborative way.  Tutors also report that women tend to ask different, and more, questions than their male counterparts.  By modifying their teaching styles they can pre-empt many of the questions.  Tutors play a crucial role in motivating women to continue pursuing this non-traditional path so it is important that they incorporate teaching styles with which women feel more comfortable.  

Aiming to increase the recruitment and retention of women on science, engineering, construction and technology (SECT) courses, the Let's Twist project offered one-day courses for tutors in higher and further education. The day began with a video in which women talked about the discrimination and sexist behaviour they had experienced during SECT courses.  Many tutors were surprised by their comments, not realising how women felt.  The course went on to help them deal with discriminatory practices in the classroom, and to develop a variety of teaching methods, including those preferred by women. They were given tips for ensuring that men and women had an equal opportunity to contribute to discussions and ideas for project and problem-based learning.  To widen the impact, the project produced a learning pack that includes learning modules, a teacher's guide, student workbooks and handouts. The day ended with each tutor developing an action plan to recruit more women.
Bradford and Ilkley Community College, UK

The third aspect concerns the course content.  Due to their socialisation, women may be less familiar with science and technology,  and may be unwilling to tackle these subjects. Relating new concepts to topics more familiar to women will help them make the linkage.

On the first day, women participating in the Teknikan project were given the task of making curtains. The idea was to show them that they already had basic technical skills, as making curtains required planning, tools and technical production.  The women then had to dissect a computer and put it together again.  This was all it took to awaken their interest in technology.  Computer science, electricity, electronics and mechanics completed the course, plus invention workshops that gave women space to test their technical creativity. 
		Arbetsmarknadsinstitutet i Liljeholmen, Sweden

CONVINCING EMPLOYERS TO MAKE SPACE FOR WOMEN

Matching employers needs with women's skills
Technological and market changes mean employers need workers with new or different skills.  Many women are already qualified to meet these demands.  Others are being trained to meet the specific requirements of a company or sector.  To ensure that training can take account of individual companies' requirements, it is important that they are involved in the design and delivery of relevant training programmes.

Women in Electronics tailored its courses to meet companies' needs.  Hewlett-Packard sponsored the first course aimed at unemployed women with few qualifications. The programme included electronics, maths, computers and personal development.  Although under no obligation to employ the women trainees, Hewlett-Packard had offered the trainees permanent jobs by the end of the 13-week course.  Motorola sponsored the next course.  Meanwhile, IT Tallaght worked with Intel and NEC Semiconductors to develop courses for their women employees.  The aim was to equip them with certified technical training to help them advance rapidly within the sector.  The results led NEC to decide that no employee, male or female, would be eligible for promotion unless they had successfully completed this course. 
					INSTITUTE OF TECHNOLOGY, Tallaght, Ireland

Security services is a booming sector having difficulty recruiting staff who meet its evolving skill requirements.  Relying heavily on advanced information and communication technologies, it has less need for strong men to protect buildings or construction sites or to act as bodyguards.  Diversifying the services they offer, security companies may include reception and catering services tailored to the needs of banks, airports or trade centres. 

Industrie und Handelsschutz (IHS) is a large provider of security services which, as a local partner in DAA's project, offers in-company training and mentoring to the women participants.  DAA's training programme not only qualifies women for the formal 'specialist in plant protection' certificate, it also includes NICT, communication skills, crisis intervention, the customs control of trucks, expertise in weapons and explosives, and English language proficiency.  IHS affirms that the women are providing the kind of service that its customers want.
			 Deutsche Angestellten Akademie, Germany

Women are increasingly qualified to work in traditional male sectors, yet many fail to secure jobs that match their qualifications.  In many Member States, unemployment rates among women architects and engineers are particularly high.  

In the past, men worked their way up from the building site to become Construction Site Managers.  However, the growth of sub-contractors, just-in-time delivery of materials, legal and administrative regulations, and advanced technology means companies now need managers with higher qualifications.  The Kvinder i Byggebranchen project used this change to open up career paths for unemployed women architects and engineers, supplementing their qualifications with the necessary additional skills.  A nine-month work experience placement as Deputy Site Managers consolidated their skills and exposed them to the reality of modern day construction sites. 
			KØbenhavns Byygeteknisk HØjskole, Denmark

The negative image women often have of male-dominated sectors is a major barrier for companies wanting to attracting women to work in these areas.  Sometimes the industry as a whole makes a concerted effort to tackle the problem.  At an individual level, companies can do much to present a more welcoming image to women.  Recruitment posters can feature women bus drivers or construction site workers.  Ensuring that recruitment drives in schools and colleges include women role models is another device, although companies must be sensitive to the burden this can place on the few women already working in the sector.  Simply modifying job titles and placing advertisements in different journals can result in more applications from women.


However, companies may be understandably concerned about introducing women into traditional workplaces, particularly when they have a different skills profile compared to existing workers.  The innovative training programmes developed by NOW and ADAPT combine core competencies in technical areas with analytical and social skills.  Approaches to problem solving, team working and self-management are examples of these crosscutting skills.  Work experience placements provide an opportunity for companies to test the potential of women trainees at little cost.  They also enable women to show employers and male co-workers that they can perform as well as men, whilst deciding whether the work is right for them. 

The computer company, BULL, agreed to offer one-year work experience placements to women who were training to become computer maintenance engineers.  It noticed that the women's presence on the shop floor induced changes in the workplace, with the climate becoming less 'macho'.  The women also promoted technical developments in the job and raised the quality of customer service. 
							SEFIA, France

Employers may nevertheless be reluctant to accept work placements, particularly when they need to supervise or coach the women.  Without this close involvement, however, they will be less conscious of the skills that these women bring.  Projects therefore developed additional measures to support the work placement.  These activities included general awareness-raising, training for the workplace supervisors, and regular monitoring of the women's progress so that any difficulties could be quickly addressed.  Some used mediators to create a bridge between the women and their workplace.

The Acortar Distancias project appointed a mediator to match unemployed women with the job vacancies in an industrial part of Madrid.  Acting as a 'go-between', the mediator ensured that the women were successfully integrated into these male domains.  A manual based on the mediator's experience offered practical advice and guidance to training organisations, trades unions and other actors who were working to widen women's access to male domains.
Organismo Autonomo de Formación y Empleo Ayuntamiento de Getafe, Spain

Ensuring survival in a male work culture
Attracting women to work in traditional male sectors may not be enough.  Having gained the relevant skills and qualifications, many women fail to reach their full potential or leave for other work.  If employers are to gain long-term benefit from employing more women, they must ensure a work environment in which women feel comfortable and able to perform well.  A first step is to review all recruitment, selection, training and promotion procedures to make sure they do not discriminate against women.  Many companies use informal networks and word-of-mouth to recruit new employees but, in some highly segregated sectors, it is unlikely that female candidates will get to hear about any vacancies.  Company training may take place at a time and location that create difficulties for many women with young children.

As part of its NOW project, the Irish police service conducted a gender audit and found that women had a restricted range of duties.  It therefore organised special 'taster' courses to give them experience of the police work to which they did not normally have access, such as riding motor bikes, abseiling, using firearms and driving a patrol car.  The women were pleased to have this hands-on experience and their Chief Superintendents were made aware of their successful performance.  
Garda SÍOCHÁNA, Ireland 

It is crucial that managers learn how their attitudes and behaviour can influence the workplace culture and how they can create an environment that respects and values both men and women.  It is also essential that men on the shop floor and other fellow workers understand how they can contribute to a workplace that is good for all.  Male employees do not always perceive their position as more favourable than that of female employees.  They may therefore resent activities seen to favour women.  Some may feel threatened, prefer the status quo or think that their job is being devalued. They may be unsure about expected modes of behaviour, wanting to avoid allegations of harassment or discrimination.  Gaining an insight into the situation from a woman's perspective helps create a better environment for both women and men.
						
The ‘Women and industrial vocational training’ project identified women who were well rooted in the company and respected by male colleagues.  These women organised awareness raising activities in the departments where young women would be doing summer jobs or spending 'taster weeks'.  They also supported the young women during their time with the company.  
			Economic Information Bureau, Finland

Trade Unions play an important role in stimulating change in the workplace and in seeking formal recognition of new occupational profiles.

Emergences developed a 5-day training programme for trade union representatives in sectors such as chemistry, metallurgy and post and telecommunications.  The course included modules on equality legislation and practical measures that could be implemented in enterprises.
EMERGENCES, France

There are a variety of measures that can help women cope more effectively with a male-dominated work environment.

The London Women and Manual Trades organisation targeted female craft workers, who represented less than 1% of skilled craft workers.  Having conducted a survey that showed little career progression for women, it organised short courses to develop self-confidence and assertiveness skills; reduce wear and tear on the body; and offer practical skills in complementary trades.  It also organised workshops on career progression, inviting craftswomen and managers to speak about different options.  By working closely with the women's employers, the project ensured their support in allowing the women to attend the courses during working time.
				LONDON Women and Manual Trades, UK

Unfortunately, most people working in the crafts or construction sectors have short-term contracts, and therefore employers are therefore less likely to invest in training.  In addition, women working in male-dominated sectors often feel their position is somewhat vulnerable.  For this reason, many want to avoid drawing attention to themselves.  Activities targeting women must be introduced with some sensitivity. This is less of a problem when training offered is made equally available to all members of the workforce.
WOMEN WITH THE RIGHT SKILLS PROFILE FOR NEW GROWTH SECTORS


Booming economic sectors, particularly those involving Information and Communication Technologies (ICT) and environmental protection, have new skill requirements and a growing need for highly trained personnel. The scientific or technical background, which is often a prerequisite for career advancement in these areas, must increasingly be supplemented with additional skills.  This enables companies to adapt to technological change, to meet changing customer demands and to exploit new markets.  The emerging market niches are frequently a 'new approach' to traditional occupations. They offer attractive career opportunities for women who, in turn, can provide the combination of skills that companies increasingly require.  

TEMPTING women WITH 'new APPROACHES' TO traditional occupations

A whole new range of options become available to women when key competencies in IT or eco-techniques are added to their existing qualifications or to a new base of technical skills.  For some women, the specialist skills offer possibilities to set up a business or to supply consultancy services.

Where will the new jobs be? Anticipating labour market needs
Information and Communication Technologies is the fastest growing area in Europe.  This relates not only to the expansion of the ICT sector itself, i.e. the development of hardware, software, telecommunications and services, but also to the penetration of ICT applications in ever more segments of the labour market.  Banking, insurance, publishing and communication - in fact any businesses that are handling ‘information’ - are strongly affected by the growing use of ICT.  Over the next three years, the demand for specialists in both the development and the application of ICT is estimated to double Strategies for jobs in the Information Society,  European Commission, February 2000.. 

Aware of the huge demand for multimedia experts in the field of public relations, advertising and journalism, the FrauenComputerZentrum analysed the training needs of relevant companies to determine the key elements of this new professional profile. Targeting unemployed journalists and university graduates in humanities and social sciences, it designed a training programme that enabled them to master the technology and create the perfect interface between contents and presentation. 
FrauenComputerZentrum Berlin, Germany

More and more enterprises use the telephone to contact clients and to ensure that potential customers link up with the enterprise.  This work is often sub-contracted to Call Centres.  As with ICT experts, the number of people working in these centres in the Benelux area alone is predicted to increase rapidly from 40,000 to 80,000 Study on ‘Call centres in Europe 1996-2001’ by Datamonitor, UK.  Many women are already working in these centres as telephone operators but, as the volume and complexity of work grows, new needs are emerging.

The Cefora project analysed the job vacancies of 30 employment agencies.  This identified a need for Call Centre supervisors who could train and manage teams of operators and ensure a high-quality teleservice.  On the basis of this information, Cefora developed a training programme targeted explicitly at women in order to provide them with opportunities for career development. 
Cefora, Belgium

The growth of ICT can also trigger opportunities for self-employment and business creation. Well-qualified women are setting up small service-oriented companies that respond to companies' needs for expert advice or help with implementing new ways of working. 

The Business Woman project promoted female entrepreneurship in areas such as NICT, services to enterprises and international trade.  Marta Gagliardo participated in the project's training programme and now runs a consultancy firm, Impacto, in the field of Human-Computer Interaction (HCI).  Having analysed the computer skills within a company, measuring the level to which employee's use the computer system and their understanding of its potential, she identifies employees' training needs and helps companies to make more effective use of their NICT systems. 
Business Woman, Sweden 

Environmental protection is another growth sector.  It includes wastewater treatment, waste management, renewable energy and engineering and consulting services.  It also includes ‘softer’ environmental activities, such as recycling, nature conservation, cultural heritage, and the ecological renovation of urban areas.  The European eco-industry in its wider definition currently involves 30,000 companies and provides up to 3.5 million jobs The EU Eco-Industry’s Export Potential, Final report to DGXI of the European Commission, Sept. 1999.  Predictions indicate that the sector will soon be growing at a rate of 1% per annum, thereby offering significant scope for further development. 

Like ICT, development of the environmental sector itself, such as the modification of equipment, instrument engineering and so on, require high level technical skills.  Eco-technologies are also increasingly incorporated in a transversal manner across many segments of the labour market, including agriculture and the construction industry.  As with ICT, this often provides scope for consultancy services. 

Building on Italy's increasing concern with urban renewal and the protection of its architectural heritage, Crasform trained women to set up small businesses specialising in the environmentally-friendly renovation of buildings.  Modules on renovation techniques, energy saving technologies, insulation and occupational safety enabled female architects and engineers to add an ecological dimension to their building and construction work.  Other women without qualifications were trained as electricians, plumbers and decorators, using energy-saving techniques or ecological products. Sixteen participants eventually set up a co-operative in Rome specialising in the renovation of inner city districts.  The co-operative also offers information and advice on personal strategies for environmental protection. 
Crasform, Italy

Environmental audits in companies and the acquisition of the European Eco-label for ‘green products’ is a further example of the wide range of emerging services.

LIFE trained unemployed university graduates to work as consultants helping SMEs to pass the European eco-audit.  During work experience placements, trainees helped companies to design and introduce their own eco-management system. The women assessed the company's use of energy and materials for production and administration; its waste disposal practice; its transportation; and the knowledge and skills levels of management and workers.  They then developed a detailed action plan for improving the company's performance.  As implementation of the plan required the participation of managers and employees alike, all staff were offered training and guidance.  Knowing that SMEs normally seek external specialist advice on environmental issues, the project targeted this niche for female business creation and self-employment.
	LIFE EV, Germany

Many women who already have technical or professional qualifications are attracted to the idea of adding a new dimension to their work through ICT or eco-techniques.  This often provides a closer match with their personal interests, skills and preferred way of working, as well as providing access to sectors with considerable growth potential.  The new topics may also convince women without a scientific or technical background to opt for technical professions. 

Getting the information across to women
In many cases, women are not aware of the employment opportunities in new niches on the labour market. They require clear information on skills shortages and on training programmes that address these labour market needs. 

SEFIA found that a major obstacle to women accessing maintenance jobs in ICT concerned employment agencies and careers guidance centres.  They often had little information on the growing range of occupations in the IT world, and also tended to assume that women would not be interested in this area. SEFIA therefore commissioned a series of interviews with women technicians and trainees in computer maintenance jobs, as well as workplace trainers and managers. The results were used to inform careers counsellors and employment agencies so that they could give women full and up-to-date information on these new jobs.
SEFIA, France

Companies are increasingly looking for technicians and specialists who can apply IT or eco-technologies across a range of functions. Where the jobs require basic or high level qualifications in science and technology, this often represents a serious hurdle for women who have not studied the relevant subjects at school.  A greater awareness of the new job profiles and the favourable career opportunities they offer, particularly to women, would enable them to make a more informed choice when young.  As well as raising teachers', trainers' and careers advisers' awareness of these new areas, attention must be paid to tackling the reticence concerning science and technology amongst some girls and women.

The I+I project organised training of trainers workshops to promote gender-fair methodologies for training women to work as IT consultants.  As many women's preferred learning styles differed to those of men, trainers learnt to present technical and scientific content in a variety of ways.  This placed high demands on their didactic skills.  Above all, they learnt to present technology by explaining concepts in a concrete way, connected to the realities of women's daily life. 
VHTO, The Netherlands

Girls and women are frequently attracted to activities related to ecology, renovation, communication and the Internet.  Teachers can use this fact to make regular science and technology courses more attractive to female students.

The Sunwork project equipped teachers with methodologies and materials that enabled them to introduce an environmental dimension into their regular courses.  The modular training programme was spread over 18 months and comprised seminars, distance learning and on-the-job project work so that teachers could apply their new expertise immediately in the classroom.  The modules included technology for regenerative energy, ecological systems and women-specific teaching methodologies.
VEREIN SUNWORK, Austria

The growth of Internet Cafés provides a less formal environment where women can discover the uses and advantages of the Internet.

NOWA runs an Internet Café in Graz where young women can get information, guidance and hands-on experience.  They can also use the self-directed training modules.  To reach young women in the surrounding mountainous area, NOWA equipped a truck with twelve computers.  Local municipalities could book the truck, thereby enabling NOWA to bring its full programme to the more sparsely populated areas.  
NOWA, Austria 

companies meeting THEIR CHANGING SKILLS NEEDS

Identifying and meeting companies' needs
Rapid technological advances and increased concern for environmental issues are placing new demands on companies.  Some retrain their personnel or recruit people whose combination of skills meet their changing requirements.  Other companies may be taking longer to detect their need for change and could benefit from specialist advice on modernising their business and improving their competitiveness. 

Involving companies at an early stage in any programmes designed to prepare women for new occupational profiles will ensure that the women's skills closely match those required by local companies.  This early involvement will also serve to raise companies' awareness of their changing needs and the ways in which appropriately qualified women can meet them.  

Initially the SEE project organised a 'vision' conference for national and regional actors in the field of environmental protection and sustainable energy management.  The aim was to identify the sector's current and future needs.  Unemployed female architects and civil engineers were then trained in the ecological aspects of building design and construction.  With a targeted strategy of telephone calls and visits, companies were enticed to participate in specialised seminars and to accept women trainees for work experience placements.  The women's individual projects, such as designing a 'zero energy' house or analysing a factory's physical environment, raised the companies' awareness of the sector's changing requirements.   
Centrum för Arbetslivsutveckling, Sweden

Work experience placements not only help companies realise the need to adapt.  They enable companies to assess the woman's skills and the benefits she brings, and offer them an opportunity to recruit the best candidate, regardless of sex.

A Frankfurt-based project trained unemployed women scientists as information brokers. One participant had medical qualifications that were not recognised in Germany.  During a three-month work experience placement in a major cosmetics company, she tested agents used in a new shampoo to determine whether they could cause allergies.  On completing her placement, she was immediately offered a permanent position with a status and salary that reflected both her medical and her new information-broking credentials. Normally the company had recruited scientists for such tasks, but it had taken years before they could master the information management aspects. 
Zentrum für Weiterbildung, Germany

The success of the work experience placements depends greatly on the relationship between the training organisation and the receiving companies.  Employers feel more involved with the placement and able to influence the training package when company personnel are involved as trainers. 


getting the best from human resources, particularly at senior levels


Whilst women have been gradually making inroads into lower and middle management positions, they remain significantly under-represented at the highest levels.  Training programmes and other measures can enhance their business skills, increasing their ability to access senior positions.

Increasing the participation of women at higher managerial levels demands a two-pronged approach.  First, companies and other organisations must engage themselves actively in the process of implementing equal opportunities.  Secondly, a range of activities must be put in place to prepare women for leadership positions.

companies engaging in the process of change

Arguments about equal opportunities and social justice failed in the past to generate instant changes in companies' personnel and human resource development policies.  Only hard data on the business advantages of using untapped female potential have begun to motivate companies large and small to implement a range of measures aimed at reducing barriers to women's progress.

Winning commitment to change

The Business case
Globalisation leads to ever more diverse markets and increased competition.  Flatter hierarchies, mergers and offices in other regions or countries are developments with which many organisations throughout Europe are familiar.  Companies that successfully respond to the changing business environment and that tap into increasingly varied markets have the competitive edge.   When the diversity of customers and markets is reflected in the workforce organisations can better understand, manage and benefit from the changing market place. The skilled manager will use the competencies and experience of people with different backgrounds to enhance the organisation's overall performance.  

Measures to promote equal opportunities are frequently thought to favour women unfairly at the expense of men, resulting in some resistance to the concept amongst both men and women.  Another approach, which recognises and encourages difference, enables every individual, male and female, to feel a part of a 'new value culture' where all employees are valued only for their inherent merits.  Innovation and organisational change can therefore be effected more easily. 

ISTUD organised a series of three workshops during which 20 Italian companies learnt how international corporations, such as the Royal Bank of Canada, ABB and British Telecom, linked an improvement in company performance directly to the creation and management of diversity.  They discovered what motivated these companies, how they sold the idea to their Board of Directors and what practical steps they took to implement change.  Participants discussed how these strategies could be applied to the Italian situation and how to introduce change using tools developed by ISTUD.  Knowing that an equal opportunities label could alienate many organisations, ISTUD deliberately focused on economic factors, such as the need to address diversity in the market place.  However, participating companies themselves raised equal opportunities as a priority issue. 
Istituto Studi Direzionali, Italy

Concrete evidence of the woman manager's potential to contribute to organisational growth is a key element in persuading companies to change their practice.  Many training programmes require women to carry out an individual project.  The topic is normally agreed with the senior manager who is nominated to supervise or mentor the woman during her training.  This ensures that the project is not out of line with the company's developmental policy and also ensures that the senior manager is aware of the woman's skills, competence and potential.

Participants on the 'Integrated Programme for Executives and Women Managers' set ambitious standards for their individual projects. One woman initiated and led a project team on the process of change, which resulted in her company winning a UK quality award. Another woman organised quality teams in her company, which that year won the Honda Worldwide award.  Yet another woman working in an engineering company investigated the possibility of setting up a mail order business, which her company subsequently implemented.  Such projects demonstrate clearly the contribution that the women could make to company performance 
ITS, Northern Ireland

DTI trained highly qualified women in skills related to the management of change.  It also surveyed 200 companies to find out whether they were planning any developmental projects and considering recruiting additional staff to carry out the work.  DTI then negotiated for the women, as part of their work experience placement, to carry out some of the developmental projects.  These included: developing a new marketing strategy; drafting a staff development policy; and proposing a new downsized staffing structure.  The women could consult DTI's experts but carried out the work themselves, for which each company paid DTI a consultancy fee. The companies later offered permanent jobs to nearly all of the women.
DTI-sydjysk teknologisk, Denmark

Using large companies as role models
Large companies can be important role models, particularly for smaller companies who may fear the cost of introducing programmes to support the career development of women managers.  

The Step-Up NOW project initially worked with Volkswagen to establish a model for mentoring women in lower and middle management positions. VW's size and reputation helped to convince other companies to follow suit.
Heimvolkshochschule Stephansstift, Germany

Large companies can encourage others to view human resources as a capital asset that should be monitored and developed, rather than a cost needing to be controlled and curtailed.

The Craigavon project organised breakfast seminars where large companies explained how they had introduced various measures to attract women into non-traditional sectors and occupations.  Participants heard that the costs of introducing new measures were more than offset by the concrete benefits of a stronger recruitment field and the retention of experienced, qualified personnel.  Handouts at each seminar gave practical guidance and tips that enabled managers from other companies to introduce similar changes. 
Brownlow Community Trust, Northern Ireland

Practical Measures to ELIMINATE barriers to women's progress

Once companies make a commitment to change, there is a range of measures that they can introduce to remove barriers to women's progress.  

A holistic framework for change 
To create a workplace that enables both women and men to reach their full potential and to make a maximum contribution, organisations need to develop comprehensive action plans that are appropriate to their own working environment. 

ISTUD developed a five-step framework within which companies could develop their own 360° strategy.  The interdependent steps involved:  
-	commitment and communication; 
-	changing procedures (for recruitment, promotion, reward,  performance appraisal, etc); 
-	education (awareness raising, training, enhancing competencies); 
-	life/work balance (accommodating employee needs)
-	monitoring and modifying policies and practice in the light of progress.
Implementation involved a whole package of measures concerning training, workplace culture and succession planning.
ISTUD, Italy

Highly effective changes can often be implemented easily and at little cost.  Corporate hospitality functions held at sporting events can often discourage women from informal contact with senior managers.  By changing the venue to a theatre or an art museum, companies can make sure that hospitality functions are equally attractive to both women and men.  Similarly, companies can arrange for women to be included, even as observers, on committees, in visiting delegations and in other activities that will expose them to negotiation and decision-making at the highest levels.

Despite its mainly female workforce, a large health insurance company participating in the Optima project had few women occupying senior positions.  In setting up a database on the management potential and qualifications of women employees, it discovered that many had higher qualifications than their current posts warranted.  Managers therefore organised information sessions for women on the work and promotion possibilities within their departments.  They motivated them to apply for internal vacancies, particularly to improve their promotion prospects. The company thus strongly signalled its commitment to including women in middle and senior management ranks. 
INSTITUTO DE LA MUJER, Spain

Measures that focus only on recruiting more women or training them for higher positions will not lead to sustainable change.  Companies and organisations need to take a more holistic approach.  As well as their personnel policies and practice, companies must examine their institutional culture and the attitudes of their employees.

The 'Gateway to Achievement' project conducted cultural audits involving the police force, the medical profession and the construction sector.  Periods spent work shadowing were followed by detailed interviews with selected personnel.  This enabled the project to identify topics for further investigation and to draw up a questionnaire that was circulated widely to civil engineers, doctors and police officers.  The resulting information on gender-related attitudes and behaviour helped the participating organisations to develop action plans to address the most urgent issues.
University of Teesside, UK

Change managers speed up the process 
Identifying and training people to act as change managers can significantly speed up the process of change. Coming from different parts of the organisation, they are selected for their well-developed management and leadership skills and their positive attitude towards change.  Their involvement in drawing up the company's action plan reinforces their commitment.  As a first step, the change managers design and implement pilot activities relevant to their respective areas.  The results of these pilot projects can then be used to persuade others to engage in the overall action plan.  The change managers are role models and can help facilitate subsequent training for other managers and members of staff.

The Irish post office focussed on diversity management as a strategy to strengthen its position in a highly competitive market.  From the outset, it incorporated diversity by involving customer and supply companies, the employers' federation, trade unions and regional organisations in the design and monitoring of its action plan.  A key element was the development of a training programme to give selected male and female managers the skills necessary to value, create and manage diversity.  Increasing their competency in leadership, strategic vision and the management of people and change enhanced their performance as managers, as well as strengthening their role as agents of change.
An Post, Ireland

Women and men working together 
Single-sex and mixed workshops provide an opportunity to explore issues surrounding women and men working together.  They encourage an open discussion on any differences in management styles, in attitudes or behaviour.  The aim is for each to recognise that there are many management styles: there is no longer a standard or 'correct' model.  Neither men nor women should have to adapt to the other's way of working nor to compromise.  They should respect the fact that others may use different management styles, each of which is valid. 

As part of its mentoring programme, the Step Up NOW project organised a gender workshop involving women mentees, their line managers and their mentors. Role-play exercises highlighted the different perceptions of men and women.  The project also used the fishbowl technique, where women sat in an inner circle to discuss an issue, such as the opportunity to job share at senior levels.  Meanwhile, the men sat outside the  'fishbowl' listening to the discussion.  They then changed places so that the men could comment on what they had heard before opening the discussion to all the participants.  As well as helping men and women understand their different viewpoints, together they jointly develops proposals for working together more effectively
Heimvolkshochschule Stephansstift, Germany

The training programme for women managers included a seminar where the participants discussed with male managers differences in management styles.  This gave the women a better understanding of the approach used by many male managers and of their perceptions of women in management.  Armed with this information, the women learnt how to interact more effectively with their male colleagues and gained confidence in their own management style. 
ITS, Northern Ireland


Valuing skills gained outside the workplace
Women's careers often follow a different pattern to those of men.  Interruptions caused by children or a decision to follow the husband's career, imply more changes of direction and a fragmented career.  Although they may be absent from the workplace, many women continue to develop their managerial skills, frequently through voluntary or unpaid work.  Employers who fail to take account of these skills are ignoring a valuable resource.

A project in London developed a competency-based qualification that recognised the managerial skills developed by many women when doing unpaid work for charities.  Typically they chaired committees, managed shops and handled the finances.  By giving visibility to these skills, the qualification enabled the women to seek more senior jobs on their return to the regular labour market.
University of North London, UK

PREPARING WOMEN FOR LEADERSHIP

Training to raise visibility, confidence and ambitions
Large companies increasingly use Assessment Centres to identify people with senior management potential.  Women are sometimes overlooked, either because senior managers are not aware of them or because they do not conform to traditional management styles.  Raising senior managers' awareness of women's skills and potential contribution accelerates women's progress to higher managerial positions, and training programmes that enhance women's leadership skills will raise their ambitions.

Projects targeting women already working at junior and middle management levels normally approach companies for nominations.  Getting the company to agree to the woman participating in the course, and sometimes to contribute towards the cost of the programme, raises the company's awareness of the woman's development and strengthens its commitment to the activity.  

Most courses are modular, enabling the woman more easily to juggle the requirements of the programme and her daily work.  They combine personal development with know-how on business excellence models, leadership for organisational change and strategic management.  The introduction of NICT, especially e-commerce, is also important. 

The programme developed by ITS had assignments that required women to investigate activities in different parts of their company.  This widened the women's perspective, gave them experience of situations they would not normally encounter and increased their visibility with a wide range of senior managers.
ITS, Northern Ireland

An important element of many programmes is a transnational dimension.  It broadens participants' outlook.  Transnational activities frequently involve a study visit to companies in other countries as part of a benchmarking exercise.

The 'Crossing the Boundaries' programme involved participants from all parts of Europe.  It comprised five four-day workshops, each of which was held in a different country.  During the nine-month programme, participants worked in small, international teams on projects that were directly relevant to the future development of their own organisation 
Danmarks Forvaltningshojskole, Denmark


Networking and Mentoring provide access to information, contacts and experience
Some informal channels of communication and information, such as sports clubs, professional networks or business clubs, are often the mechanisms by which information and experience are exchanged and professional contacts made. Women should be encouraged to participate in these networks, and to develop appropriate networking skills. Networking skills are equally important when a woman is required to move to another town or country in order to gain promotion.  They enable her quickly to establish the links and contacts vital for a senior management position.

Mentoring schemes also enable women to have regular contact with experienced people in positions of influence.  Mentors act as a sounding board for new ideas, offer the benefit of their experience, and open doors to important contacts or new professional situations.  Personal chemistry is important, but the success of the mentoring relationship is enhanced when the mentor can help close gaps in the mentee's skills or experience.

Championed by Danmarks Radio's top executives, the Kvinder og Ledelse project aimed to mobilise women's potential for senior management whilst helping the company to compete in an increasingly international market.  Several senior managers, both male and female, agreed to become mentors and to invest time in the preparatory training sessions.  To ensure a good fit between mentor and mentee, consultants organised an assessment centre.  Each person was then given a confidential report describing their strengths and weaknesses in both professional and social/transversal skills. Supported by mentors, participants embarked on project work relevant to the company's transition process and to the needs of individual departments.
	Danmarks Radio, Denmark

Senior women managers acting as mentors can provide important role models for more junior women.  However, given the imbalance at senior levels, mentors are more likely to be male.  This offers the advantage that managers are well placed to introduce women to activities which they may not normally be familiar with, including informal networks. 

Mentoring requires commitment of the part of the senior managers, not only to meet regularly with the more junior person, but also to undertake training to prepare them for their mentoring role.  This commitment is vital as it underlines the value that the company attaches to the promotion of women. 

WITS organised separate training for mentors and mentees.  Whilst the senior managers enhanced their mentoring skills, the women learnt how to ensure that the process met their needs. Together the mentor and mentee agreed the location, frequency and duration of meetings and drew up a professional development plan for the woman.  The women could choose their mentor, but WITS advised them to pick a manager in another part of the company, such as finance or production, to widen the woman's horizon and to gain visibility in other parts of the organisation.  On-going feedback enabled WITS to give additional support if necessary.
WITS, Ireland

Whilst electronic mentoring lacks many of the benefits associated with face-to-face encounters, it offers greater flexibility in terms of time and location.

The Gateway to Achievement project set up a nation-wide electronic mentoring system for women doctors, engineers and police officers.  Suitable mentors were drawn from across the country.  E-mail enabled the mentoring process to take place at a time convenient for each person and the record of their individual comments ensured continuity of the discussion.  If necessary, mentees could be referred easily to other people for specialist advice.
UNIVERSITY OF TEESSIDE, UK

Electronic mentoring has several drawbacks apart from those associated with the lack of personal contact.  When the mentor and mentee work for the same company, the relationship can influence the manager's, and subsequently the company's, perception of the woman's skills and potential.  This can have a significant impact on her future career within the company.  The impact on the manager's attitude or the woman's career progression is far less when mentor and mentee work for different companies.  They may also need to agree a 'code of conduct' to protect their companies against the theft of trade secrets or the poaching of promising female staff.
RECONCILING WORK AND FAMILY LIFE


Responsibility for the care of children and other dependants continues to fall mainly on women.  Many face the difficulty of reconciling home and working life but the challenge is often greater for women working in traditional sectors or occupations.  Employers unaccustomed to the different demands made on women are less likely to have family-friendly policies in place.  They may also be unwilling to bear the additional costs resulting from the introduction of new schemes.

At a meeting of the Equality Forum, a large company told employers about the scheme it had introduced where full-time women employees with children under 4 years of age could have £20 per week towards the cost of childcare.  Out of 2000 staff, only 56 women applied for support.  In terms of the total personnel costs, therefore, the scheme was not expensive.  However, the mere existence of the scheme promoted a more caring image of the company, which resulted in many more women subsequently applying for vacancies.
BROWNLOW COMMUNITY TRUST, Northern Ireland

Work in traditional sectors may be based on short-term contracts or organised in shifts.  This results in women finding it more difficult to make regular arrangements for childcare.  Flexible working hours help them juggle the demands of work and home life but can make it more difficult for employers to structure their businesses efficiently.  Various schemes have therefore been piloted.  When employees were allowed to nominate their working hours, employers found that most chose the traditional pattern.  This enabled them to allow the remaining few to work different hours without harming production.  Other schemes looked at the situation where both parents worked for the same organisation.  In this case, one of them could ask to work fixed hours to fit in with their caring responsibilities.  Elsewhere, local employers subsidised networks of childminders who provided emergency cover for illness, unscheduled meetings and attendance at training events. Not only does this leave parents free to concentrate on their work, employers benefit from reduced absenteeism and unplanned absences.

Journalists, camera crews and other professionals at the Portuguese broadcasting company work in shifts and are frequently required to extend their hours to finish a production or to cover a news story.  This makes it difficult for women with children to work in this predominantly male sector.  Questionnaires were sent to staff with children up to 12 years of age in order to identify parents' needs.  As a result, the project trained and set up a network of childminders and babysitters who could provide childcare around the clock and cover when parents unexpectedly had to work late. 
Radiotelevisão Portuguesa SA, Portugal

Whilst women are the main users of family-friendly policies, men are gradually taking an increasing share of caring responsibilities.  Encouraging them to make similar use of flexible work options and family-friendly policies helps create a less-divided work environment, whilst recognising men's changing roles.

A career need not end with children
The European economy cannot afford to lose the skills and experience of highly qualified women who leave the labour market to raise children or to care for other dependants.  Even when the career break lasts only one or two years, both employers and women managers themselves are concerned that some professional and business skills will have been lost, particularly in an era of rapid technological changes.  Companies that maintain regular contact with such women, inviting them to training and briefing sessions, considerably increase the women's chances of returning to work speedily and without loss of skills.  

The Women Returners Network conducted a survey of women professionals and the organisations that regulate their profession, such as the medical, accounting, legal and engineering bodies. The aim was to identify measures that would enable women to maintain their professional skills during any career break, thus facilitating a successful return to the labour market.  It subsequently collaborated with a small number of organisations to implement the recommendations resulting from the research.  These organisations then acted as role models for other employers and professional bodies. 
Women Returners Network, UK

Women who make it to senior managerial positions are knowledgeable, experienced and resourceful.  Few expect that such women face the same problems of re-adjustment that less well-qualified women experience.

Three universities collaborated in a project that targeted senior professional women who had left work one or two years earlier to care for their young children.  Each university offered a short programme that refreshed the women's managerial and networking skills, stimulated them to update their professional knowledge, and introduced them to the latest information and communication technologies.  This was sufficient to launch the women back on the labour market where their experience and qualifications could again be put to good use.
University of Westminster, UK

Unlike their more junior colleagues, women managers can more often afford full-time childcare, which facilitates their return to the workplace.  Nevertheless, unplanned meetings outside working hours or the sickness of a childminder can throw these arrangements, creating additional pressures. 

The growth of flexible and part-time working can help women to combine a career with raising a family.  However, such arrangements are rarely available at managerial levels.  Many women are therefore forced to accept part-time jobs that do not make full use of their knowledge or skills.  The expanding long-hours culture merely exacerbates this situation.  In a growing number of legal cases, women managers have successfully challenged their employer's refusal to allow them to work part-time.  Judges have ruled that there is no good reason why the women managers could not carry out their responsibilities on a part-time basis and that their employer's refusal contravened equal opportunities legislation.  The rapidly spreading use of distance-working should also make it easier and more acceptable for managers to work flexible hours.

ESSENTIAL FACTORS FOR SUCCESS


Maximising Europe's human resources and gaining the full benefit of women's potential in all domains requires the contribution of all actors - employers, teachers, trainers, parents and the women themselves.  Current employment practice and prevailing cultures influence all and frequently inhibit women's progress in traditional sectors or occupations.

Employers committed to change
·	Employers need to recognise that many women are well-qualified to meet their current and future skills needs.  However, they may not reap maximum benefit from women unless they create a working environment that values women's skills and enables them to carry out their work without impediment.  This will require a review, and maybe change, of workplace policies and practices, including those related to recruitment, training, promotion and working conditions.
·	Training and awareness-raising measures can help employers find new ways of working which ensure a working environment that benefits all.
·	Having created a workplace that respects and values the contribution of all its employees, employers must ensure that this message is conveyed to teachers, trainers, careers advisers and others.  This can be done in a general way, for example through the company's publicity materials, or more directly through links with training and employment agencies.

Teachers, parents and careers advisers supporting different choices
·	Teachers, parents and careers advisers play a key role in influencing young people's early choices regarding education and career.  They need up-to-date and unbiased information on the full range of career options.  This includes skill requirements, job content, work culture, pay and career prospects.  Women considering a career in non-traditional areas - be it in industrial and craft sectors, in future growth areas such as information and communication technologies or in senior management - need to understand what their choice may entail. 
·	Measures that help teachers and careers advisers to integrate equal opportunities effectively into their daily work practice will create a climate in which girls and women can make choices free of prejudice and bias.

Trainers creating an appropriate learning framework
·	Close collaboration with employers and trade organisations will ensure that training programmes closely match the sector's and individual companies' needs.  
·	Particularly where they are used to teaching male students, trainers may need help to identify aspects of their own or their students' behaviour that may discriminate against women.  This can be supported with measures to help them create a learning environment that recognises difference and enables both women and men to succeed.  Women thrive when trainers use a variety of learning methods and build on women's previous experience and knowledge.
·	More women can access training programmes if they are designed to take account of school hours and childcare needs.

Trade unions, employers' associations and professional bodies stimulating change
·	Training targeted at members of trade unions can help to ensure that equal opportunities becomes an integral part of all collective agreements.  Information and guidance on practical measures will help trade unions to promote and implement change.
·	Trade unions, employers' associations and professional bodies play key roles in the promotion,  adoption and acceptance of new occupational profiles.
·	Employers' associations and professional bodies can co-ordinate a range of activities that small companies would have difficulty organising.  These could include developing a network of emergency baby-sitters or offering training designed to help women retain their professional skills during maternity leave.

Breaking down the barriers that limit women's access to certain sectors and occupations has for many years been a priority of governments and of policy-makers in the field of training and employment.  Changing attitudes is a difficult process requiring persistence and long-term commitment on the part of every player.  Projects funded under EMPLOYMENT-NOW and ADAPT have taken the process forward by testing new approaches and developing advanced strategies for reducing barriers.  Examples of their innovative solutions have been described briefly in this publication. It is hoped that these will stimulate and help employers, trainers, trade unions and other actors find ways to release and benefit from women's potential in every aspect of the labour market. The outcomes may offer fresh ideas to those responsible for the design and implementation of training and employment policies as part of the European Employment Strategy.

The new EQUAL Community Initiative sets out to combat all forms of discrimination in the labour market.   In order to generate lasting change, the projects funded under EQUAL will be carried out under the umbrella of partnerships that bring together all the players active in the field.  The lessons and results stemming from EMPLOYMENT-NOW and ADAPT can provide a solid foundation for their future development. 
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Patricia Lee
NWCI, NSS Ireland
E-mail: now@iol.ie

Portugal
Eduarda Kaizeler
GICEA, NSS Portugal
E-mail: eduardakaizeler@mail.telepac.pt

Suomi/Finland
Ritva Hakkarainen
Ministry of Labour, NSS Finland
E-mail: Ritva.Hakkarainen@pt2.tempo.mol.fi

European Commission
Ian Livingstone
DG Employment and Social Affairs 
E-mail: Ian.Livingstone@cec.eu.int
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Penny Spelling
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PROJECTS CONTRIBUTING TO THE WORK
Project identification numbers, in the form N-1997- Bnl-501, can be used to interrogate the project database at: europs.be/equal www.europs.be/equal 

België / Belgique
VDAB 
N-1997-Bnl-501
Tel: 32 9254 11 11
Fax: 32 9254 11 01
E-mail: ivhoecke@vdab.be
Website: www.it-women.org/

Loca Labora
N-1995-Bnl-511
Tel: 32 50 28 00 48
Fax: 32 50 28 02 87
E-mail: griet.pitteljon@localabora.be

CEFORA
N-1997-Bfr -533 & n-1997-bnl-514
Tel: 32 2 734 62 11 
Fax: 32 2 734 52 32 
E-mail: info@cefora.be

Danmark
Københavns Byygeteknisk Højskole
N-1995-DK-001 & N-1997-DK-506
 Tel: 45 35 83786
Fax: 45 35 810880
E-mail: Nib@bth.kts.dk 

DTI - Sydjysk Teknologisk 
N-1997-DK-504 
Tel: 45 75 36 61 11 
Fax: 45 75 36 61 12 
E-mail: mads.vagn.kristensen@dti.dk 

Danmarks Forvaltningshojskole
A-1995-DK-033
Tel: 45 4038 0605
Fax: 45 3296 9628
E-mail: plum@post5.tele.dk
Website: www.crossing.dk or www.dkdfh.dk 

Danmarks Radio - Udviklingsafdelingen 
A-1997-DK-526 
Tel: 45 35 20 54 30
Fax: 45 35 20 54 90
E-mail: lisa@dr.dk 
 
Deutschland
FrauenComputerZentrum Berlin 
N-1995-D-025 & n-1997-d-509/513
Tel: 49 30 61 79 70-0
Fax: 49 30 61 79 70-10
E-mail: wielpuetz@fczb.de
Website: www.fczb.de

ZfW- Zentrum für Weiterbildung 
N-1997-D-514
Tel: 49 69 970 72 330
Fax:  49 69 970 72 344
E-mail: info@zfw.de

Heimvolkshochschule Stephansstift
N-1997-D-520
Tel: 49 511 5353612
Fax: 49 511 5353596
E-mail: nlpb@politische-bildung.de 
Website: www.hvhs.stephansstift.de/NOW1.html

LIFE e.V. Frauennetzwerk Umweltbildung 
N-1997-D-521
Tel: 49 30 30 87 98 17
Fax:  49 30 30 87 98 25
E-mail: life@snafu.de

DAA im Bildungswerk der DAG e.V.
N-1997-D-515
Tel: 49 69 9720020
Fax: 49 69 97200225
E-mail: daa-frankfurt-main.brauns@t-online.de

Ellas
DIMITRA
N-1995-Gr-009
Tel: 30 41 554026/27
Fax: 30 41 554028
E-mail: petrou@dimitra.gr, patsa@dimitra.gr 
Website: www.dimitra.gr/remote/

Hellenic Institute for Occupational Health and Safety
N-1997-GR-509
Tel: 30 1 820010 - 8200124
Fax: 30 1 8200222
E-mail: theoni.koukoulaki@elinyae.gr
Website: www.elinyae.gr 

España
APIP 
N-1997-ESP-569
Tel: 34 93 317 1614
Fax: 34 93 317 1459
E-mail: Apipb@redestb.es

Instituto de la Mujer 
N-1997-ESP-593
Tel: 34 91 3477892
Fax: 34 91 3477995
E-mail: instituto.mujer@mad.servicom.es
Website: www.mtas.es/mujer

LAN EKINTZA-BILBAO 
N-1997-ESP-664
Tel: 34 944205300
Fax: 34 944205313
E-mail: now@lane.bilbao.net

Organismo Autonomo de Formación y Empleo Ayuntamiento 
N-1997-ESP-694
Tel: 34 91 683 53 40 
Fax: 34 91 683 94 13
E-mail: fe-patino@ayto-getafe.org 

France
SEFIA
n-1995-f-077
Tel: 33 1 42 78 41 24
Fax: 33 1 42 78 90 41

Habiter au quotidien
N-1997-F-558
Tel: 33 1 45 42 42 86 
Fax: 33 1 45 45 98 79 

EMERGENCES
N-1997-F-618
Tel: 33 1 48 18 68 37
Fax: 33 1 48 18 68 50
E-mail: emerg@worldnet.fr

GRETA Antipolis 
N-1997-F-642
Tel: 33 4 92 96 52 52
Fax: 33 4 92 96 52 99

Ireland
Institute of Technology, Tallaght 
N-1995-IRL-036
Tel: 353 459 88 88
Fax: 353 459 88 89
E-mail: roisin.sweeney@RTC-Tallaght.ie 

Garda Síochána 
N-1997-IRL-508
Tel: 353 1 677 11 56
Fax: 353 1 679 46 63

WITS 
N-1997-IRL-531
Tel: 353 62 56191 
Fax: 353 62 56286 
E-mail: wits@iol.ie 

An Post 
A-1997-IRL-501		
Tel: 353 1 705 71 79
Fax: 353 1 872 35 53
E-mail: Sheila.Flannery@anpost.ie

Institute of Technology, Tralee
N-1997-IRL-514
Tel: 353 66 24666
Fax: 353 66 25711
E-mail: Valerie.moore@ittralee.ie

Italia
Crasform
N-1995-IT-056
Tel: 39 06 681 36 634
Fax: 39 06 681 30 372
E-mail: crasform@mail.nexus.it

ISTUD
n-1997-it-536
Tel: 39 0323 933801
Fax: 39 0323 933805
E-mail: Bjacobs@istud.it
Website: www.istud.it

Laboratorio di Scienze della Cittadinanza 
N-1997-IT-538
Tel: 39 06 3700438
Fax: 39 06 3723507
E-mail: ccf@pop.pronet.it

Nederland
Stichting VHTO
N-1997-NL-501
Tel: 31 20 652 12 95
Fax: 31 20 652 12 96
E-mail: booy@vhto.nl
Website: www.vhto.nl/ii

Österreich
Verein SUNWORK
N-1995-A-001 & Y-1997-A-502
Tel: 43 1 6672013
Fax: 43 1 6659305 - 75
E-mail: SUNWORK@FEM-WIEN.cl.sub.de

Eltern für Kinder - Verein Initiative Flegefamilien
N-1997-A-519
Tel: 43 1 3687191
Fax: 43 1 3687191/15
E-mail: Vip@xpoint.at

NOWA
N-1997-A-521
Tel: 43 316 482600
Fax: 43 316 482604
E-mail: nowa@styria.co.at

Portugal
Radiotelevisão Portuguesa, SA
n-1997-p-503
Tel: 351 21 794 70 46
Fax: 351 21 794 70 95
E-mail: 	confatra@rtp.pt
Website: www.rtp.pt

Suomi/Finland
Economic Information bureau
N-1995-FIN-005
Tel: 358 9 131 511
Fax: 358 9 605 278
E-mail: maarit.rossi@tat.ttliitot.fi
Website: www.now.tat.fi 

University of Helsinki,
N-1995-FIN-006
Tel: 358 9 191 290 60
Fax: 358 9 191 290 00
E-mail: hillevi.lonn@helsinki.fi

Sverige
Arbetsmarknadsinstitutet i Liljeholmen 
N-1995-S-008 
Tel: 46 8 744 7970
Fax: 46 8 645 2615

Jönköpings läns landsting
N-1997-S-501
Tel: 46 36 124690
Fax: 46 36 126520
E-mail: Fermland@mailbox.calypso.net
Website: home.swipnet.se/empowerment

Business Woman
N-1997-S-514
Tel: 46 40 160528
Fax: 46 40 128256
E-mail: eva.carloni@mlm.sallma.se. 

Centrum för Arbetslivsutveckling, 
N-1997-S-509 / a-1997-s-521
Tel: 46 35 167351
Fax: 46 35 128175
E-mail: ann-mari.makikangas@cau.hh.se 

UK Great Britain
London Women and Manual Trades
N-1995-Ukgb-021
Tel: 44 20 7251 91 92 
Fax: 44 20 7251 91 93

University of North London 
N-1995-UKgb-028
Tel:  44 20 7753 5151/3102
Fax: 44 20 7753 7064/3185
E-mail: c.foster@unl.ac.uk

University of Huddersfield
N-1995-UKgb-048
Tel: 44 1484 435 866 
Fax: 44 1484 435 847 
E-mail: s.gibbs@hud.ac.uk

University of Teesside
N-1997-UKgb-510
Tel: 44 1642 342904
Fax: 44 1642 342889

University of Westminster
N-1997-UKgb-514
Tel: 44 20 7911 50 60
Fax: 44 20 7911 5113
E-mail: blackmc@wmin.ac.uk

Bradford and Ilkley Community College 
N-1997-UKgb-531
Tel: 44 1274 753355
Fax: 44 1274 753345
E-mail: a.williams@bilk.ac.uk
 
Women Returner's Network
N-1997-UKgb-542
Tel: 44 20 7278 2900
Fax: 44 20 7278 2722

UK Northern Ireland
ITS 
N-1997-UKni- 502 & N-1995-UKni-006
Tel: 44 28 90 68 14 44 
Fax: 44 28 90 66 31 22 

Brownlow Community Trust 
N-1997-Ukni-504
Tel: 44 1762 343770
Fax: 44 1762 344066


ESF National Administrations

België
Louis VERVLOET
Ministerie van de Vlaamse Gemeenschap 
Tel: 32.2 507.44.34

Belgique
Guy DE SMEDT
Cellule FSE
Tel: 32.2 207.75.16
 
Danmark
Hans Christian LAURBERG
Arbejdsministeriet - Socialfondssektionen
Tel: 45 33.92.59.00

Deutschland
Kurt BRÜSS
Ministerialrat - Referat VIIa3 
Bundesministerium für Arbeit und Sozialordnung
Tel: 49.228 527.27.16

Ellas
Chrysoula PAPANDREOU
Ministry of Labour - ESF
Tel: 30.1 524.30.68

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

Italia
Annalisa VITTORE
Dirigente Generale UCFOPL
Ministero del Lavoro e della Previdenza Sociale 
Tel: 39.06 46.83.41.81

Luxembourg
Erny DORNSEIFFER
Ministère du Travail 
Tel: 352 478.61.12

Nederland
Jacques VAN BAAL
Ministerie van Sociale Zaken en Werkgelegenheid 
Directie Internationale Zaken
Afdeling Europese Subsidie-Instrumenten
Tel: 31.70 333.49.73

Österreich
Michael FÖRSCHNER
Bundesministerium Arbeit und Soziales 
Abteilung Europäische Integration
Tel: 43 1.711.00.21.76

Portugal
Francisco MELO ALBINO
Director-Geral do D.A.F.S.E.
Tel: 351.21 814.14.50

Ana VALE
GICEA
Tel: 351.21 799.49.30

Suomi
Riitta KANGASHARJU
Ministry of Labour
Tel: 358.9 18.56.90.79

Sverige
Margareta LORENTZI
Ministry of Labour
Tel: 46.8 405.13.43

UK Great Britain
Elaine TREWARTHA
Department for Education and Employment
Tel: 44.20 7273.30.00

UK Northern Ireland
Gerry ROGAN
Training & Employment Agency
Tel: 44.1232 25.76.50

	



ADAPT AND EMPLOYMENT IN BRIEF

 
ADAPT and EMPLOYMENT are two Human Resource Initiatives funded 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. 

These Thematic Activities have also informed the design of EQUAL, the new ESF Community Initiative, which will operate from 2000 to 2006.  Building on the achievements of ADAPT and EMPLOYMENT, this Initiative is intended to promote new practices to fight labour market discrimination and inequality of all types, particularly through transnational co-operation.

