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INTRODUCTION

The following Handbook has been produced jointly by the four European
Partners involved in a three year EQUAL I Disability Project.  The trans-
national work of the Project was defined by the Transrede Agreement
which the partners signed up to at the inception of the project in 2002.

The Partners in the Transrede Agreement are:
1] Diversity and Development, Province of Macerata, Italy
2] Diversity in Västernorrland, County of Västernorrland, Sweden
3] IMPACT, CEDRIS, The Netherlands
4] ROSEQUAL, County Roscommon, Ireland

Over the three years the project in the four countries has concentrated
primarily on increasing employment opportunities for people with disabi-
lities through the identification, development, implementation and main-
streaming of innovative projects so that new practices and policies can
emerge within the disability sector.

This Handbook concentrates on three main areas: 
• Methods of Engaging with Employers 
• Coaching 
• Competencies/Education

Within these three areas, the Handbook focuses on the activities of the
various partners, seeking to identify best practice methods that could be
applied in any project involving work with people with disabilities across
Europe.

The Handbook also contains a comprehensive contact list if readers wish
to find out more about the work that has been completed.

As such the Handbook is a valuable reference tool for organisations.  It
also represents a unique insight in to the way innovative ideas can be
transferred, adapted or applied through the sharing of ideas across four
very different parts of Europe.

www.transrede.projectinfo.org.
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METHODS OF ENGAGING 
WITH EMPLOYERS

This Handbook is the end result of three years of hard work in various
EQUAL Disability Projects in regions of four European countries – Ireland,
Italy, Sweden and the Netherlands.

These projects have been developed by members of an EQUAL I transna-
tional partnership. One of the main aims of EQUAL as developed through
these projects has been the identification of models of best practice in
terms of creating employment opportunities for people with disabilities.

One vital aspect of this has been the development of a whole range of
initiatives to engage with potential employers, i.e. the development of
meaningful working relationships and linkages with employers in order to
increase employment opportunities for people with disabilities.  

This Handbook reviews these innovations and identifies the range of tes-
ted options available for this central aspect of work within the disability
sector.

This Handbook can therefore serve as a guide for agencies interested in
developing this type of work within the disability sector as it demonstra-
tes various models which have been extensively tested within the labour
market.
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The methods of engaging with employers
– a summary

The following represent the range of methods employed variously by the
partners in engaging with employers over the last three years.  

Inevitably, these methods have been developed and implemented by the
four partners in different ways due to the differing circumstances in each
project area.  

Disability Awareness Training for Employers
The development of specific training programmes for employers to raise
awareness regarding disability issues particularly in terms of challenging
negative perceptions, promoting accessibility and workplace adaptation
and identifying the range of employment support options available to
employers.

The Breakfast/Lunch Club Model
The development of information seminars and meetings for invited
groups of employers at suitable times, in recognition of the difficulties in
meeting employers due to their existing work commitments.

Dissemination through Websites
The creation of websites aimed at raising awareness and promoting emp-
loyment opportunities for people with disabilities.

Employers Network
The establishment of networks of both employers and potential employ-
ers of people with disabilities, to foster a culture of peer support and
shared learning.  Networks can be developed on a geographical basis or
sectoral basis as appropriate.

Employers Conferences
The running of conferences for employers which, through careful selec-
tion of speakers and subjects, can attract employers and allow disability
organisations to ‘get the message across.’ 

Employers Information Packs
The publication of specific Employers packs with up to date information
regarding the supports available to potential employers, the types of
back up provided by organisations and the legislative and financial fram-
eworks for the employment of people with disabilities. 



The Ombudsman for the disabled
The creation of a dedicated Ombudsman’s Office through which disability
related initiatives can be developed.  The Ombudsman acts as an advo-
cate on behalf of people with disabilities in addition to having a vital
information and dissemination role around disability awareness.

‘One on One’ with potential employers
The holding of direct contact meetings with potential employers of people
with disabilities to provide the necessary information, answer any ques-
tions and explore potential employment options.

Employer Pairing
Establishing links between employers who have recruited people with
disabilities with other employers who have the potential to employ peop-
le with disabilities.

8 Methods of Engaging with Employers
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Some examples of innovative 
engagement programmes:

This section looks in detail at how some of these methods have been
applied in different situations.  

Disability Awareness Training for Employers
Disability awareness raising and training underpin all other methods of
engagement with employers.  Without concerted efforts to challenge
negative perceptions within the labour market, other initiatives with
employers are less likely to succeed.

It is important to recognise that the outcomes of Disability Awareness
related work are intangible to a large degree, i.e. they cannot be specifi-
cally measured in terms of for example numbers of jobs gained for peop-
le with disabilities.  However, such work undoubtedly helps to challenge
negative perceptions and increases the receptiveness of potential emp-
loyers to employing people with disabilities.

This section looks at the experience gained within the ROSEQUAL
Programme in County Roscommon, Ireland.

Ireland

Aim:
ROSEQUAL identified the need for trained Disability Awareness Trainers
in County Roscommon through research, meetings with employers and
community groups. A group of people with a range of disabilities were
trained by the Open Training College to deliver disability awareness trai-
ning to employers, employees, community and voluntary groups. The
main objective of the group is to raise awareness of disability issues and
the abilities of people with a disability.

Method: 
The training was delivered over a three month period by the Open
Training College. Ten people participated in the training programme. The
group consisted of people with physical, sensory, intellectual disabilities
and mental health disabilities.
The group attended a total of six one-day workshops facilitated by the
Open Training College. During these workshops the group were facilitated
to discuss their own personal experiences of living with a disability and
the assistance they received in accessing employment and services. The
sessions centred around exploring the barriers in society for people with
disabilities and the changes that are taking place in society to accommo-
date and provide equal opportunities for people with disabilities.



Outcomes: 
The disability awareness group completed the training programme in
August 2004 and received certification to become Disability Awareness
Trainers. Throughout the training programme, the participants collective-
ly developed a disability awareness training programme. This programme
identified four key messages to deliver when providing the training to
employers, employees and community and voluntary groups.

The key messages in the training programme are:
• Remove the Barriers and Remove the Disability!
• Don’t ask me what I can’t do; ask me what I can do….
• We LABEL jars, not people!
• Nothing about us, without us….

In addition to these key messages, the training programme describes the
social and medical models of disability and explains how employers and
services can reasonably accommodate people with disabilities. This trai-
ning is enriched by the personal experiences of people with disabilities
and the practical solutions they offer to assist in creating an enabling
environment for people with disabilities.

This group of trainers are now delivering ‘Disability Awareness Training’
to employers, service providers, employees and community and volunta-
ry groups in County Roscommon.

The Breakfast/Lunch Club Model
This aspect of engagement formed a central feature of many of the
transnational partners’ work within the EQUAL Projects.  The idea came
initially from Sweden and was later adapted by both Italy and Ireland.  

This section reviews the experiences of this model in Sweden and Italy.

Sweden

Aim:
The idea for an ‘Employer Breakfast’ was borrowed from the practice in
Sweden of many Fountain House Clubhouses of organizing a regular
employment dinner. 

These dinners are intended to provide individuals experiencing disabilities
who are working in transitional or supported employment situations the
opportunity to meet, socialize and exchange experiences and support
each other. 

At times, employers, board members for the club, agency representati-
ves and even politicians may be invited to these dinners to broaden the
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awareness and support for the process involved in developing opportuni-
ties for real work. 

The concept of job accommodation / adaptation is central to these mee-
tings as it is evident that accommodation develops as the employee,
employer and job coach work together to identify practical solutions.
This developing competence in workplace accommodation is best furthe-
red by dialogue and the sharing of experiences, an important function for
supported employment programs. 

At the same time, recognition of this competence and of the social and
economic value of supporting the employment of individuals experiencing
disabilities in real jobs must be “marketed” as a means of developing
employer and political support.  Working on the individual level alone
cannot ensure the long term security, funding and employment opportu-
nities that are essential to a supported employment programme.  

Employers Breakfast Meetings therefore provided the opportunity for
these elements to be recognised and incorporated within the project in
Sweden in order to:

• Publicly acknowledge the contributions of employers to the deve-
lopment of opportunities for individuals experiencing disabilities. 

• To inform the employers, politicians and employees of develop-
ment issues in the supported employment program. i.e. new pro-
jects, funding issues, update on methods, identification of com-
mon barriers, etc.

• To give employers a chance to review and reflect on the process
of participating in employment programmes. 

• To provide a forum where employers can meet each other and
develop contacts for mutual support. 

• To listen to and “collect” the experiences of the employers as a
means of developing knowledge regarding job environments and
accommodations, and as a means of assuring quality in the conti-
nuing development of employment programmes. 

Method:
No one method can be recommended in all situations, but from the
experience in Sweden there are a few considerations that can contribute
to a successful experience.

• The aim of the meeting should be explicit. As is described above,
these gatherings can sometimes be aimed at the employees or
users of the program in order to share experiences they have had
with their disability and employment. Such a meeting would not
be appropriate for a public marketing event obviously and therefo-
re those employees/users that do choose to attend marketing or
employer events should be clear as to their participation in the
meeting.  



• Many employers and employees are willing to share their experi-
ences and this can really add to the dialogue, but no one should
be asked to participate who is not comfortable with the situation. 

• Employers and politicians do not often have a lot of time.
Therefore, the event should be short, focused, and employers
should be given adequate notice of the meeting. If there is a key
politician or business leader who you hope will be present, begin
the planning with a date that works for them.

• Dinners, lunches and breakfasts seem to have worked best becau-
se they become a tangible way of thanking the employers for their
participation and willingness to join in the rehabilitation process. 

• Some events may prioritize a nice environment with good food,
and others, especially when funding is tight, might prioritize
“home cooking” and the involvement of users and staff as a
means of expressing appreciation. 

• Press releases, invitations to the press, and personal contacts can
help to publicize the event. One of the target groups who have to
be reached are the employers in town who have not yet worked
with the particular employment project. It is important that they
read about the value of these partnerships, not only to the indi-
vidual experiencing a disability, but to the whole community. The
role of the media should not therefore be underestimated.

• Recognition of employers who participate in supported employ-
ment shows them as good community members. Their experien-
ces with a projects client can also dispel myths about disabilities,
especially psychiatric disabilities. This can reduce stigma, one of
the main barriers to job development. 

• There is a social aspect to the event as well, and time should be
allowed for a little networking. Research has shown that people
meeting one another is the best way to affect attitudes.
Employers meeting other employers, meeting politicians, and
meeting other users with disabilities help them feel part of a com-
munity of people who see this diversity and integration as healthy. 

Outcomes:
While there are certainly some short term outcomes from such an event
in terms of new job opportunities, the intention is longer term and is
aimed at building a “community of support” over time. Every event can
nevertheless have a distinctive focus. Some might be more public and
marketing oriented, some might be more closed for the purpose of sup-
porting employees and employers. The combination of various events
can contribute to a structure that will create stability in the supported
employment programme and build a structure of support in the political
and business community. Another factor in seeing these events as a long
term process is the opportunity to build knowledge and competence
regarding the supported employment process. Knowledge of methods,
accommodations/adaptations, the nature of relationships between emp-
loyers and programmes, are all subjects that can contribute to the rapid-
ly expanding field as well as to the quality of the local programme. 

12 Methods of Engaging with Employers
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Politicians and the public become aware of the possibility of individuals
with disabilities entering the workforce with support. Therefore these
meetings counter much of the stigmatizing, negative publicity often
associated with psychiatric disabilities.

Agency directors and potential funding sources are encouraged to take
notice of the possibilities for employment of people with disabilities.
Events inevitably produce “success stories” that we who work in such
programs live with every day, but many others do not even believe pos-
sible. Changing attitudes about employability and the types of workplace
accommodations that make this possible becomes more public knowled-
ge.

Employers become more aware of the social/political value of their con-
tribution and participation. The meetings reinforce their role and serve to
show the appreciation of the wider community in a more effective man-
ner than the staff involved in the projects can do on their own.

Employers listen to and support each other. They may share experiences,
advice, problems, and may contribute to developing solutions together
with program staff.

Employees/users who attend have the chance to participate in the deve-
lopment of opportunities for others in the future by participating in the
event. For those who feel comfortable with this role it can be very mea-
ningful. 

The experiences of employers as they participate in the supported emp-
loyment process can be gathered. Their perspective on disability and
workplace accommodation / adaptation is extremely important in the
development of knowledge in this field. Researchers may further engage
employers by involving them in research projects that focus on develo-
ping knowledge in this area. Research on methods, benefits and results
will also play a central role in the future development of supported emp-
loyment programs.

There are clearly as many forms of developing and marketing supported
employment programs as there are programs. At the same time, there is
a need to coordinate the presentation of these methods as a means of
building local, national and even international support for opening job
markets to individuals experiencing disabilities.  The Breakfast meeting
model is one vital element of this on going process of engagement. 

Italy

Objectives:
As a result of the exchange of methods and good practices taking place
in the transnational working group, Italy decided to adopt Sweden’s posi-



tive experience with the “employer breakfast” as a discussion forum
amongst employers. The difficulty of reaching out to employers, the low
attendance in meetings/seminars on topics related to disability issues
and the short time available for this target group made the employer
breakfast an interesting model in trying out alternative forms for infor-
mation dissemination, awareness-raising and also, over time, network-
building. 

Method:
The planning and coordination of the employer breakfast took place in
the business working group at local level.   In such a way it was possible
to adapt the meeting as much as possible to the specific target group. 

The following considerations formed part of the over-all strategy and
method for a successful meeting and outcome. 

� To create an informal atmosphere to promote discussion and
exchange. (Organising the meeting in combination with a dinner,
definitely contributed to a friendly and informal ambience thereby
creating good conditions for positive discussions). 

� To find an adequate place for the dinner meeting in consideration
to disposal of tables, acoustics, possible work equipments and
space for the projecting of slides and possible speaker.

� To invite a well-known company, avant-garde with diversity-
management to share its experience with job integration of peop-
le with disabilities. This seemed to be important, both to attract
other enterprises, as well as to explore that companies experien-
ces and motivations.   

� To have a structured programme for the employer dinner with
defined topics to be discussed. Even though the aim was to keep
the event at an informal level, it is important to have well defined
discussion areas and a structured work programme in order to
conduct and generate discussion in the right direction.   

� To place the event at a day and hour suitable for employers. This
is a prerequisite for people being able to come. Thus, in Italy the
employer breakfast turned in to an employer dinner on a Friday
evening.

Outcomes:
Over twenty people attended the first event including trade associa-
tions, trade unions and fourteen enterprises. This was a very positive
turn out as one of the difficulties is to attract this target group to
attend such meetings. The multinational company IKEA participated in
the meeting by presenting the company’s diversity management policy.
The discussion took place in groups of three tables, one topic to disc-
uss for each course. After each course, a person from each table made
a summary in order to share with the other tables the outcome of the
discussion. This grouping was deliberately made to promote active par-
ticipation, team work spirit and smaller “discussion forums”. The topics

14 Methods of Engaging with Employers
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chosen for the first event focused on the importance of promoting
diversity in businesses, on the definition of the concept “diversity”, and
on how to benefit from a diversity management policy in companies.

Even though this outcome is partial, as the type of event must be tested
several times to enable making any final conclusions, this form of mee-
ting has been a very positive experience. It will therefore be further tried
out in various contexts, adapted to the specific objectives of the event,
as an important way of engaging and building networks with the busi-
ness sector in the process of integrating people with disabilities in the
labour market.  

Ireland

As with Italy, Ireland decided to adapt the model as developed in
Sweden, to the particular situation in County Roscommon a rural county
with small urban pockets.

Objectives:
The idea for an Employer Breakfast is borrowed from the practice of
ROSEQUAL’s Swedish Partners. These breakfast meetings are intended to
provide employers and employees who have a disability with the oppor-
tunity to meet, socialise and exchange experiences and support each
other. At times, employers, agency representatives and even politicians
may have been invited to these breakfast meetings to broaden the awa-
reness and support for the process involved in developing opportunities
for people with disabilities in mainstream employment.
The concept of job opportunities is central to these meetings as it is
clear that accommodations develop as the employee, employer and
agency representative work together to identify practical solutions. 

• To publicly acknowledge the contributions of employers in a parti-
cular area and to increase opportunities for individuals experien-
cing disabilities. (Employers, people with a disability, Politicians,
agency representatives, Chamber of commerce representatives,
and the media are some examples of the public that should be
invited).

• To inform the employers, politicians, employees of the contribution
that people with disabilities make to the workplace and to provide
information on assistance and support available to employers at
National and local level. 

• To give employers a chance to review and reflect on the process
of participating employers in the employment program. 

• To provide a forum where employers can meet each other and
develop contacts for mutual support. (Without such an opportunity
they are more dependent on the job coach for all support).

• To listen to and “collect” the experiences of the employers as a
means of developing knowledge regarding job environments and



accommodations, and as a means of assuring quality in the conti-
nuing development of the employment program. 

Method: 
ROSEQUAL used the Breakfast meeting method. A series of breakfast
meetings were organised throughout the main towns in County
Roscommon. There were five meetings organised in total. Breakfast
meetings were held in Boyle, Castlerea, Roscommon, Strokestown and a
lunch meeting in Ballaghadereen.

• These meetings were aimed at employers, agency representatives
and people with disabilities. Therefore, the events were used to
raise awareness of the capabilities of people with disabilities, the
contribution that people make to the workplace and the supports
and financial assistance that is available to employers if needed.

• The events took place between 8.20 – 9.30 a.m. to allow employ-
ers to listen to the presentations, ask questions, and return to
work before opening hours of business. These events were over a
short period of time and it focused on the ‘Grants and Supports
available to Employers’. Also key employers in the area were invi-
ted to speak about their experience.

• A speaker from the National Organisation providing grants to
employers was present to make a presentation on the grants avai-
lable and how to access them. Also speaking at the meetings were
people from the support agencies of Supported Employment and
the National Training and Development Institute to inform employ-
ers of the service they provide to assist people with disabilities in
accessing employment.

• The meetings worked well because they gave recognition to emp-
loyers for their participation in employing people with a disability
and willingness to attend the event.

• Employers were contacted initially with an explanatory letter about
the event and then they received a phone call or one-to-one visit
to create interest in the event. Also key employers were contacted
to make presentations on their experience of employing people
with disabilities. This gave recognition to the employer as an equal
opportunities employer and their shared experience also dispels the
myths or preconceptions of other employers and thus reduces the
attitudinal barriers experienced by people with disabilities.

• The employers had an opportunity to network among themselves
and also to ask questions from the service providers who atten-
ded. This creates real links between agencies seeking employment
for people with disabilities and potential employers. 
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Outcomes: 
While there are certainly some short term outcomes from such an event,
regarding the attendance and level of interaction. Over 20 employers
attended each breakfast meeting in addition to service providers and
people with disabilities.

• Employers have access to information on the financial assistance
and support services that have been put in place to assist them in
increasing employment opportunities for people with disabilities.

• Employers become more aware of the social and economic value
people with disabilities contribute to the workplace. 

• Employers listen to and support each other. They may share expe-
riences, advice, problems, and may contribute to developing solu-
tions together with support staff.

• Employees who have a disability attending the event have the
chance to give their experience in employment and to participate
in the development of opportunities for others in the future by
participating in the event. For those who feel comfortable with this
role it can be very meaningful. 

• We can collect the experience of employers as they participate in
the employment process. Their perspective on disability and
workplace accommodation is extremely important in the develop-
ment of knowledge in this field. 

Dissemination through Websites
This section looks at the experience of ROSEQUAL the Irish EQUAL
Project in Co. Roscommon, Ireland.

Ireland

www.rosequal.ie was designed to be a key feature of the ROSEQUAL
Programme to act as a central ‘one stop shop’ for people with disabilities
and employers, providing them with all the information and links needed
to ‘navigate’ through the various services offered by the various concer-
ned agencies in Roscommon.  
As such it was intended through the website to:

• Simplify access to information for people with disabilities
• Provide an on line forum for ROSEQUAL to explain its work
• Provide an interesting enjoyable website service for people with

disabilities
• Provide clear links to related services
• Identify and provide the information necessary for employers wis-

hing to employ people with disabilities.

The key design features of the site included the following:

• Design – the design of the Website needed to be very simple.
The first version of the website was over complex and as a con-



sequence was little used.  It also had little interactive capacity
a feature that was incorporated during the review of the web-
site.  

• Updating - it is essential that all elements of the site can be upda-
teable by staff working within the programme.  Websites are only
successful if they are current in terms of their content.  In ROSE-
QUAL staff received training by the website designer as part of the
design contract.

• Accessibility – site accessibility needs to be very high to ensure
that people with disabilities can use the site.  As a minimum it
needs to be BOBBY approved to render it accessible for people
with visual impairments and it should be fully disability proofed by
existing service users to test its accessibility. 

• Hit counters – hit counters can be useful to indicate numbers of
users, however they can have a negative effect if the number of
users is low as it may discourage new users from searching for
information.  

• Links – The site should be linked to search engines so that the
chances of finding the site are increased.  Just as important the
site needs to be linked to national, regional and local disability
related sites.  Similarly, the site should be linked to sites which
are local to the project.  In the case of Roscommon this means
creating links with the County Council site, the Roscommon
Partnership Company site and others such as the Citizens
Information Centre, etc. 

The question of content is obviously vital as the information contained
within the site is the basis on which the site will be accessed.  The follo-
wing were the criteria used for the ROSEQUAL Website.

• As a priority the site needs to be highly informative about disabili-
ty issues.  The exact content is at the discretion of ROSEQUAL
staff.  However the content always includes regular information
about the three ROSEQUAL Strands: the Community Radio, the
Marketing and the Career Guidance.

• The site needs a section for ROSEQUAL Volunteers and a section
giving contact information for the project.

• There is also a section which profiles ROSEQUAL staff – core staff,
Community Employment Staff and Volunteers.

• The site contains a disability related news section and a section
dealing with the specific services provided by the various agencies
with an appropriate link button to allow users to navigate through
to other sites should they need to.

• The site contains a general news section with good photographs
and graphics.

• A vacancy board is included for employment opportunities.
• The site also contains e-versions of ROSEQUAL Newsletters and

reports.
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The promotion of the website is very important in the short, medium and
long term given that it is only through promotion that the site will be
accessed.  
The aim of the promotion is to attract a wide audience, particularly from
people with disabilities and potential employers. 

The promotion work was the responsibility of the ROSEQUAL Marketing
Officer and included the following key elements:

• The Official Launch of the Website
• Promotional advertisements placed on local Radio, in the local

papers and continued promotional work over the life of the project

The main output was a fully functioning, readily accessible, disability
proofed, updateable, fully linked, interesting website for people with
disabilities.

Employers Network
This section looks at the experience of Italy in the creation and develop-
ment of an employers’ network.

Italy

As mentioned, one
of the most impor-
tant and challenging
aspects of the Equal
project is to engage
the business indust-
ry in the integration
process of people
with disabilities. The
action “Network of
Enterprises” laun-
ched by the Italian
DP Diversity &
Development, is an attempt to actively involve businesses through the
building of a network to be used as a platform for mutual support, infor-
mation exchange, sharing of experience and good practices.

The coordination and development of the network takes place in the
framework of an established permanent working group at local level
which meets regularly to analyse, discuss and develop innovative
actions. This working group consists of representatives from the business
sector, the employment centre, the trade union, social cooperatives, the
Ombudsman as well as representatives from enterprises subject to the
Italian compulsory law of employing disabled people (law 68/99). 



The network of enterprises has a quite flexible structure, with the aim of
enlarging the network to other enterprises and relevant actors over time,
also by involving them in various activities.   

Objectives:
The objective is to create a network of enterprises involved in promoting
the integration of people with disabilities into the business world.  In par-
ticular, the following objectives are set out:

• To develop a platform for collecting, exchanging and sharing expe-
riences, good practices, problems and possible solutions.

• To raise the awareness of enterprises on the issue of job integra-
tion of disabled people and to give visibility to enterprises which
already have integrated disabled people in order to create a posi-
tive image through real experience and success stories.

• To develop knowledge and to disseminate various methods regar-
ding job integration both among entrepreneurs and those agencies
involved in promoting the integration of people with disabilities. 

Activities:
The working group has met every month since September 2003 to disc-
uss the various issues as described and to analyse the critical elements
regarding job accommodation in the hope of contributing to a process of
innovation. 

The group has analysed
how concepts such as
corporate social respon-
sibility and ethical valu-
es can be used as they
are becoming factors of
importance for compa-
nies in line with an ever
increasing knowledge
driven economy and
society. This has for
example resulted in the
annual “ethical award”,
an initiative launched in
December 2003 by the
working group, to
award three enterprises

of excellence having distinguished themselves during the year both
quantitatively and qualitatively regarding the integration of people with
disability. This initiative has continued also in 2004 and, as a result of
the introduction of the ethical award the working group is currently
developing standards for a quality label, in collaboration with the trans-
national partnership, to “label” enterprises which are positively contribu-
ting, according to a series of set qualitative standards, to the integration
process. 
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This group has furthermore given their input to the development of other
activities in the framework of the Equal project, also through the opening
of the working group and its network to transnational work. 
For example, the “employer breakfast”, which has been developed by
Italy was initially realised through the sharing of methods and experience
with the transnational Equal partners in Sweden. Similarly, a practical
guide targeted at enterprises has also been developed in collaboration
with the working group through its transnational contacts, this time with
Ireland. This guide contains useful information to support enterprises
which are to integrate or employ people with disabilities.  

Results:
Network building is a process over-time and much of the result is expec-
ted in the long-term, therefore it is difficult to give any measurable out-
put indicators yet. However, concrete results of the working group and
its network building activity to date can be summarised as follows: 

• Greater coordination and synergies between various on-going acti-
vities in the sector.  

• Better information flow as the network enables more rapid, direct
and wider information dissemination

• A greater interest and engagement in these issues, since the
actors are able to discuss and confront with, and get feedback
from each others, both regarding their own activities as well as
those to be planned and realised in the Equal project. 

• Feedback obtained directly from the businesses through their par-
ticipation in the network

This activity is contributing to new patterns of interaction between local
actors and bodies, built on informal ways for communicating and meeting
with each others, outside the mainstream, institutional and formal fram-
eworks. The informal character is part of the strength of the network as it
allows for better confidence building, more flexible procedures and more
opportunities to brainstorm and thus to innovate. This activity is of consi-
derable importance having the capacity to speed up the pace and to give
new impetus in processes aimed at changes at institution level.   

Information Packs/Handbooks for Employers
The idea for an Employers Information Pack came from ROSEQUAL, the
Irish transnational partner.  This section therefore looks at their experi-
ence first.  The experience of the Italian partner in this sector is looked
at following this.

Ireland

Aim:
ROSEQUAL produced a comprehensive information resource for employ-
ers. The purpose of producing this information pack was to reduce confu-



sion amongst employers on the support services available and to provide
employers with information on the government grants and services avai-
lable to allow employers to create an enabling atmosphere for people
with a disability in the workplace.

Method:
The information pack was produced by ROSEQUAL in conjunction with:

• the agencies that provide a service to people with disabilities in
Co. Roscommon 

• employers who have employed people with a disability
• People who have physical, sensory, intellectual and mental health

disabilities. 

Each of the agencies involved provided a description of the service they
offer to assist employers in employing people who have a disability in
Co. Roscommon. Employers and employees with a disability also provi-
ded a comment on their experience in employment.
The information pack also contained practical guidelines for employers on
how to attract and involve people with disabilities in the recruitment pro-
cess and guidelines on the existing legislation in Ireland which aims to
promote equality in the workplace. The pack gives the employer an over-
view of each of the grants and support services available and a practical
guide on how to access these grants and services.

The information pack is divided into the following sections:
• Services available to employers
• Comments from employers and employees
• Employers why take action?
• Guidelines for employers
• Accessibility checklist for employers
• Preferred terminology
• Employment checklist – Do’s & Don’ts
• Legislation
• Grants  available:    

- Employment Support Scheme
- Employers PRSI Exemption Scheme
- Disability Awareness Training Grant Scheme
- Workplace Equipment Adaptation Grant
- Employee Retention Grant Scheme
- FÁS Workplace Programme
- FÁS Supported Employment Programme
- FÁS Employer Based Training Programme
- Job Interview Interpreter Grant & Personal Reader Grant

Outcomes: 
This information pack was launched by An Tanáiste, Mary Harney, T.D.
and the event was well attended by employers throughout County
Roscommon. People with disabilities and employers discussed their expe-
rience of employment during the launch. 
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The information pack was disseminated throughout the series of
Breakfast meetings and other events organised by Ros EQUAL throug-
hout County Roscommon.
During the one-to-one meetings with employers by the Employment
Marketing Officer, the information pack was also disseminated to guide
employers in their recruitment process.

Italy

Aim: 
One of the awareness raising tools foreseen by the DIVERSITY & DEVE-
LOPMENT partnership is the creation of a practical guide to provide busi-
nesses with information and support regarding employment of people
with disabilities. The purpose of the guide is to diffuse information to
companies in a very accessible and concise way. 

Method:
The guide has been developed within the framework of a working group,
consisting of amongst others the employment centre, trade associations
and enterprises, in order to get important input from the target group
itself as to the content and shaping of the guide. As a result, the guide
talks for example about major worries of employers, existing opportuni-
ties and benefits, different types of barriers and how to remove them, as
well as supported employment in a step by step format. Some ‘employ-
ment stories’ are also included where enterprises share their experiences
of having employed people with disabilities.

Much attention has been put on aspects such as a clear and concise
style, colour pictures, layout and design in order to make the guide as
attractive as possible, enabling also quick and easy reference. This mix
of nice design, accessible writing style and employers’ input and stories,
combined with practical information on formal procedures and practices
will contribute to a more efficient information dissemination.  

The practical guide is divided into the following main sections: 
• Work integration of people with disabilities - the legislative framework 
• Guidelines for employers
• Work integration in enterprises
• Selecting the right resource
• Creating a good business environment
• Supporting the integration 
• Integration step by step
•  Final evaluations 

Outcomes:
The guide is currently being finalised and is foreseen to be printed out in
the beginning of 2005. It will be widely diffused both through the various
specific events foreseen (e.g. the employer dinner and the assignment of



the ethical award), the already established network of enterprises, and
through the Diversity & Development partnership (employment centres,
trade associations/unions, municipalities, etc.).

The role of an Ombudsman
This element of the work of engaging with employers has been develo-
ped by Italy.  It is based on the Swedish experience and it is currently
being analysed by the other transnational partners to assess its suitabili-
ty/adaptability to their particular project situations.

Italy

Another innovative product has been the introduction of the Ombudsman
for the disabled in the Province of Macerata. 

The Ombudsman as a professional concept originates from the Swedish
system where there exist several Ombudsman representing different tar-
get groups acting at various levels. 
The Province of Macerata has through the project “Diversity &
Development” imported this important position into the Italian local sys-
tem, adapting it to Italian culture and focusing particularly on the integ-
ration of people with disabilities on the labour market.

The creation of this new position in the Province of Macerata has taken
place through a close collaboration between above-all Sweden and Italy,
through sharing and transferring the Swedish experience, knowledge and
practices in relation to the selection, competencies, role, function and
development of the Ombudsman.

Fundamental concepts governing the Ombudsman is independence and
political impartiality, determinant characteristics for contributing to the
respect, strength and credibility of the Ombudsman and his/her capacity
to act and build relations between public institutions, business represen-
tatives and the social parties.

The main functions of the Ombudsman have been to:
� Listen to people with disabilities and their families;
� Mediate between citizens and local institutions in case of

conflicts;
� Monitor the functioning of various public and private institutions

and organisations;
� Build relations with enterprises to promote employment of

disabled people;
� Monitor policies and actions in favour of people with disabilities at

a local, national and European level and promote the adaptation
of local policies in favour of disabled;
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� Promote innovative instruments to eliminate discrimination;  
� Set up information and communication activities to increase the

civic conscience of both citizens and professionals.

The Ombudsman is accessible through
individual appointments, e-mail and
through a toll-free number. Moreover,
twice a week his office is open to the
public for information, counselling and
support. 
This public access to the Ombudsman
allows citizens to be supported in improving
their situation and to report issues of diffe-

rent types. Statistics shows that 50 % of cases dealt with regards
demands for placement made by disabled job-seekers, 25 % concern
requests for protection of rights in various fields, 10 % refers to notifica-
tions about existing physical accessibility barriers and 10 % more generally
relates to needs for change.

Therefore, the Ombudsman works both at a general and structural level
and also at an individual level allowing the Ombudsman to be in direct
contact with citizens.  This unique role, of working both within horizon-
tal/vertical mainstreaming (institutional empowerment) as well as with
individual empowerment, has contributed to support network building
and the promotion of different forms of collaboration (both at institutio-
nal and informal level) among various local actors (public institutions,
social services, employment centres, disabled associations, business
representatives and enterprises). 

Experience shows that this has resulted in better coordination of, and
insight into existing needs, and, as a consequence, to more efficient and
concrete problem solving. In fact, after one year of taking office statistics
shows that of about 167 cases dealt with, 46% of these cases have been
resolved directly by the intervention of the Ombudsman, 30% have,
through the support of the Ombudsman, been forwarded to other com-
petent organisations or institutions, 18% percent are in the process of
being dealt with, 4 % have been registered to various vocational training
courses and finally 2% have been registered as job-seekers at the emp-
loyment centre.

When the Equal project ends, the office of the Ombudsman will remain
as a legacy of the Province of Macerata and its territory to be further
developed and anchored. The Province of Macerata is showing this inten-
tion as the Ombudsman office will continue its work after the project. 

Also the Marches Region has taken action to ensure that the positive
results will not be lost by introducing the Ombudsman concept into a
proposal for Regional Law concerning “regional laws for employment,
protection and quality of work”.



Employment Transition

This final section looks at the experiences of the Netherlands in this sec-
tor.  The Netherlands have adopted a different model of engagement due
to the differing circumstances in their project.  Nevertheless their experi-
ences provide a valuable insight into the specific sector of transitional
work for people with disabilities in their pursuit of mainstream employ-
ment.  The Netherlands experience illustrates the importance of transitio-
nal and sheltered employment as a lead in to mainstream employment
and demonstrates how vital the design and delivery of transitional emp-
loyment is in managing the transition to mainstream employment.

The Netherlands

In order to facilitate transition to work in the regular labour market, a
large number of measures, at various levels in the (re)integration pro-
cess are and have been taken: 

• Industry driven and demand-focussed people development is a funda-
mental idea in the development and defining of new professions, voca-
tional training & education.

• The Netherlands have ensured that quality is a central theme:
• continuous effort is put in to improving the relationship between voca-

tional training & education and business;
• both business and trainees are regarded as a customer of vocational

training & education:
• decisions are based on data, facts and analysis.
• Barriers between systems are regarded as irrelevant (i.e. segregated

versus regular education): co-operation is sought between the vocatio-
nal / educational fields and business in order to be complementary to
each other. In the Dutch situation there is and has been a strong co-
operation between knowledge centres, unions and the vocational field
(both regular and sheltered)

• Decision making is regarded as the shared responsibility of trainee,
training institute and business.

• Saturday classes and summer school facilities are offered in order to
pursue in-depth work site experience.

• Employers are and have been included on regular advisory boards.
• Curricula are and have been continuously kept up to date and adapted

to reflect best practice and business needs in the most effective way.
• Regional business and community advisory boards review and have

been reviewing and commenting on curricula and strategies, both in
the fields of vocational training & education and in terms of business
demands.

• Professional service providers (counsellors, physiotherapists, ergo-thera-
pists, psychologists, etc.) are and have been regularly visiting work sites
to monitor, advise and coach trainees, employers and management.
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• New vocational training & education on assistant level is and has been
developed. 

• In-training integrated work experiences are and have been organised,
which has two sides: offering work experiences within the study pro-
gram (in ‘school’ training), but and perhaps far more important, offe-
ring on-the-job training to the trainees within the real work situation of
an employer (the ‘dual’ road). 

• Trainers and teachers are and have been teaching and educating regu-
larly at worksites.

• Companies that ensure a presence of a tutor in the work place are
rewarded with official, government based recognition as a ‘training
company’.

• Job ‘tours’ and internships are and have been organised to allow opti-
mal confrontation and experience with the job (site). Afterwards traine-
es report about their findings and experience about jobs, discuss the
outcome with business representatives, other trainees and teachers.

• Team work is and has been practiced as an essential part of workabili-
ty.

• Careers/job fairs, seminars, conferences and breakfast, lunch or dinner
meetings are and have been organised for which business representati-
ves (executives, management and workers) are and have been invited. 

• Business representatives (executives, management and workers) are
and have been invited to vocational education & training in order to
develop meetings in which an employer can speak about the work site
and meet with future employees.

• Skills-building is and has been accentuated in order to improve adapta-
tions for particular jobs.

• Each trainee is regarded as unique; the exploration of special skills is
encouraged and efforts are made to locate business opportunities and
further development of skills. 

• Therefore it is regarded as important to allow release time for trainers
with ‘a mission’ in order to let them develop their branch directed net-
work. Private initiative is and has been encouraged, aimed at strengt-
hening the network.

• Family and friends are and have been invited to share job experiences;
the more motivation from social support the better the opportunity to
learn.

• Websites are and have been created in order to: 
- inform both business and vocational fields about ongoing develop-
ments in relation to the (respective) sectors and branches, 
- trigger discussions between business and vocational fields, 
- enhance communication between business and vocational fields.

All activities as listed above have and still do require careful organisation
and planning. Appropriate timing is essential, as is being and keeping in
touch with the relevant persons and organisations necessary for the suc-
cess of the steps to be followed.



Summary of lessons learned

The previous section looked at a whole range of methods of engagement
with employers.  This review has also illustrated the value of transnatio-
nal cooperation as many of the ideas and developments have arisen from
the dynamic of project exchange and adaptation through ongoing consul-
tation and discussion between the partners.  This process is not yet
complete, many new developments are still emerging from the transna-
tional relationships.  The Ombudsman option is being explored by ROSE-
QUAL, the Awards Scheme is being assessed by all the partners and it is
hoped that a standard template for this scheme will be developed and
applied by all four partners.

The following section reviews briefly some of the key factors to take in to
consideration when engaging with employers, pointing to some of the
issues to be conscious of in the design planning and deliver of such ini-
tiatives.

• Businesses, by the very nature of economics are primarily concerned
with profit and productivity.  It is therefore unrealistic to expect too
much from employers in terms of the disability agenda.  It is ultimately
incumbent on the agencies to research issues thoroughly, ensure that
programmes are specifically tailored to employers needs and that the
information supplied is succinct, specific, factual and up to date.

• Employers are also inevitably ‘very busy’ and time constraints are a
huge factor in identifying methods of engaging with employers.
Therefore methods of engagement need to be tightly controlled and
focussed.

• Raising awareness is a key concept.  Employers may view the emp-
loyment of people with disabilities in a negative light whereas in fact
through awareness raising employers will begin to see the recruit-
ment of people with disabilities as a positive aspect to their compa-
ny’s social and economic development.  Particularly in today’s world
of diversity.

• Research is a vital component of engaging with employers.  Research
into the supports available to employers, research in terms of the com-
panies profiles and employment needs and also research in terms of
clients suitability and readiness has to be of the highest standard.

• Marketing and Promotion of initiatives are fundamental in engaging
with employers.  Agencies should adopt the business model of marke-
ting to ensure that the various methods are reaching the target audi-
ence.  All marketing tools should be analysed and applied where app-
ropriate as it is uncommon for employers to ‘push themselves forward’
in terms of creating and developing dialogue with disability related
organisations.
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• Variety is a key concept in terms of engagement.  Simply meeting
employers and seeking vacancies for people with disabilities is unlikely
to be successful.  Employers need to be facilitated and supported and
developing a whole range of methods of engagement will ensure a
greater chance of success.

• Networking is also fundamental – particularly in terms of working with
established disability organisations, with employer organisations and
employers.

• Recognition is also very important as it is necessary to recognise the
contribution employers make.  Other employers are more likely to fol-
low suit if they can see other companies running successful businesses
who are rewarded for their positive recruitment practices.

• On going support and continuity will ensure that problems should they
emerge can be resolved.  Employers need to know that there is always
support available when problems inevitably emerge.

Conclusion 

This Handbook of Methods and Examples of Engaging with Employers
has been developed as one of the key products of the transnational part-
nerships Business Sector Working Group.

It is designed as a reference guide for the partners as they come to the
end of the three year EQUAL I Project cycle.

The importance of this type of work cannot be under estimated in the
context of increasing labour market opportunities for people with disabili-
ties.

As such it is hoped that this Handbook will serve as a useful guide to the
various Development Partners involved in the EQUAL I Projects and as a
wider resource for agencies working in this vital area of engaging with
employers.
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The European Coaching
Instructor (ECI)

Coaching for disadvantaged target groups

One of the main aims of EQUAL as developed through these projects has
been the identification of models of best practice in terms of creating
employment opportunities for people with disabilities.

One vital aspect of this is the development of tools for training and sup-
porting personnel working as job coaches for disadvantaged target
groups. As an initial step in this the working group Job Coaching brain-
stormed some common elements of the function of Job Coach. From the
discussion it was possible to differentiate between the characteristics of
the job coaching process, and the characteristics of the role of Job
Coach. These two points of view may be summarized in a profile for the
Job Coach in which the process of coaching and the content of the role
are combined: the profile of the European Coaching Instructor (ECI)!

The document was written from the perspective of the current situation
in the Netherlands. The other countries - Ireland, Italy and Sweden
–gave feedback and recommendations from their national perspective
and the current situation in their own country. Their contributions can be
found in the appendices.

Job positioning
This chapter covers the position of the European Coaching Instructor
within an organisation.
Studies show that the tasks relating to training and coaching can be divi-
ded into three levels: the organisational level, the business unit level and
the individual level.
In this profile, the three levels are associated with the following three job
titles:

Level Title
Organisational level Training Co-ordinator
Business unit level European Coaching Instructor
Individual level Supervisor
In order to clarify the position of the European Coaching Instructor, a
brief description of all three jobs is presented below.

Training Co-ordinator
We refer to the person who is primarily responsible for tasks at the orga-
nisational level in the training field as a ‘training co-ordinator’.



This is a job with a poli-
cy-making character. It
is often associated with
a management or
executive position. Such
an official can be
expected to have gene-
ral competencies in the
field of policy-making
work and the ability to
translate key issues in
the organisation into
training questions.

European Coaching Instructor (ECI)
The defining characteristic of a European Coaching Instructor is that he
or she works at the implementing and facilitating level, with responsibili-
ty for the entire training and coaching process in his/her field of work
(department, location or field of expertise).
These officials are expected to be able to assist supervisors in the perfor-
mance of their work. They must also be able to draw up and (arrange to)
implement a training/ coaching plan for the disabled person, as well as a
working plan for all those involved in the training and coaching process.
The officials are responsible for supervision and lastly, will make the final
assessment on the basis of practical performance. The required compe-
tencies are not automatically embedded in the professional qualifications.
They include specific organisational, teaching/ coaching and supervisory
skills.
In smaller organisations, or if the number of coaching placements and
other coaching activities is low, the position of European Coaching
Instructor will often be combined with a job in the primary process
(executive or management), or with the position of supervisor.

Supervisor
We refer to a person who is primarily responsible for tasks relating to
coaching, supervision and assessment of one or more persons or course
participants on the shop floor as a ‘supervisor’. This direct supervisory
position involves tasks and responsibilities that can be expected of a
qualified employee. In present vocational coaching courses, this is con-
sistent with the standard competencies of the professional practitioner in
relation to company trainees and trainees on placement who are follo-
wing courses with the same or similar content, at the same or a lower
qualification level. It involves tasks such as supervising the performance
of assignments, the ability to assess whether such assignments can be
performed correctly and providing trainees with feedback.
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Depending on the size of the organisation, the number of company trai-
neeships, coaching placements and the other coaching activities, the
tasks on the three different levels will be performed by one or more
people. The number of practical coaching places that an organisation
offers and the question of whether an organisation works mainly with
company traineeships or with coaching placements are the other most
important factors for the positioning of this job within the organisation.
Generally speaking, the differentiation of jobs in the coaching field is
most common in organisations and sectors with a tradition in the field of
on-the-job coaching, through the in-service or apprenticeship models.
The same applies for sectors that only recently began offering practical
coaching for students on a large scale.

In organisations with no coaching executive or coaching co-ordinator, the
policy tasks at the organisational level are performed by the European
Coaching Instructor(s), the personnel officer or a line official. Small orga-
nisations or organisations that work primarily with coaching placements
and with very few, if any company trainees often only have supervisors,
while a line official who performs the tasks at the business unit and
organisational levels.

This concludes the comments on the functional position of the European
Coaching Instructor. The next chapter covers the working fields of the
European Coaching Instructor in more detail.

The working fields of the European Coaching
Instructor (ECI)

This profile distinguishes the following six working fields:

Field Description
Field 1 Implementing the organisation’s coaching/ training policy
Field 2 Creating conditions for the realisation of the coaching activities
Field 3 Coaching supervisors
Field 4 (Arranging for) performance of training and coaching activities
Field 5 Evaluating the coaching/ training process
Field 6 Maintenance and development of personal professionalism and

expertise

Working fields 1 to 5 are consistent with the working process relating to
coaching/ training at the business unit level. This working process starts
with developing the organisation’s coaching / training policy at the busi-
ness unit level.
The second field involves creating the right conditions for a successful
coaching period. This ranges from finding the right approach to coaching
within the business unit to the selection of the appropriate teaching /
coaching methods. Field 3 relates to coaching of supervisors, Field 4 to



the coaching and training period itself and Field 5 then focuses on eva-
luation of the performance of the coaching / training process. Field 6 is
of a different order from the working process, and concerns the mainte-
nance and development of personal professionalism and expertise.

Field 1: Implementing the organisation’s 
coaching/training policy 

- Development of a working plan for the preparation, implementation
and evaluation of coaching/ training processes that is consistent with
the organisation’s coaching/ training policy and that can be implemen-
ted on the shop floor

- Making a correct assessment of the organisation’s core tasks and the
individual’s learning process, in the field of tension between working
and learning

Trends/developments:
- The interest of organisations in human development on the working

floor is increasing. Production (increasing production) and other prima-
ry goals for organisations need growing attention as a consequence of
the current and expected economic situation. The European Coaching
Instructor (ECI) will therefore increasingly be confronted with the
dilemma of production versus human development. This development
is especially important in Italy, because a lot of small organizations
exist there. In these small organizations the emphasis will be on pro-
duction instead of on human development.

- Older trainees and shorter training courses:
The number of people who are gaining (new) professional qualifica-
tions at a later age is growing. This is related to the tight labour mar-
ket and to the importance that institutions attach to qualified person-
nel. In many cases, these older trainees qualify for exemptions, pos-
sibly on the basis of an RAC procedure. Many also have to combine
training with care duties at home. Together with the training institute,
therefore, European Coaching Instructor (ECI) must be prepared to
search for flexible solutions or to negotiate on these situations, in
relation to both the content and the organisational design of practical
training.

- The European companies shows an increasing interest to be recognised
as an “Investor in People” organisation. Investors in People is a natio-
nal standard which sets out a level of good practice for training and
development of people to achieve business goals.

Field 2: Creating conditions for the realisation 
of coaching activities

- Creating conditions for the realisation of the coaching and training acti-
vities within the business unit

- Building and maintaining internal and external contacts that can help to
create good conditions
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- Finding a suitable training location
- Effectively co-ordinating objectives, actions, time and resources for the

realisation of the coaching situation and the individual coaching targets
- Negotiations on the necessary conditions for realising the planning coa-

ching/ training situations within the business unit
- Planning individual processes at the workplace level, together with the

supervisor
- Providing for the co-ordination of theory and practice in the content of

the training/ coaching programme, and maintaining contacts with the
training institute in this respect

- Contributing towards the development and adjustment of tools and
protocols for planning, supervision and assessment

- Drawing up a development plan for the individual participant.

Trends/developments:
- In a growing number of cases the European Coaching Instructor (ECI)

is required to work with Individial / Personal Development Plans. This
means, among other things:

� Drawing up Individial / Personal Development Plans
� Leading and managing development talks with the participant /

client
� Monitoring the agreements made in the development talks

- Growing importance of sustainable employability:
The emphasis on life-long learning and employability, coupled with the
introduction of Recognition of Acquired Competencies (RAC), mean that
work experience placements will form an increasingly important part of
vocational training courses. This repositioning of practical training justi-
fies a reassessment of the role of the European Coaching Instructor
(ECI). Organisations will have a growing need for officials who can play
a role in training processes at work, for both existing employees and
those who already hold vocational qualifications. In many cases, this
trend means that European Coaching Instructors (ECI) will no longer
confine themselves to tasks in the field of practical vocational training
for beginners. It is a development that calls for broader employability
and flexibility on the part of European Coaching Instructors (ECI) in
comparison with a situation in which their tasks are confined purely to
supervising work experience placements 

Field 3: Coaching supervisors “Train the trainer” 
- Providing information, support, motivation and steering for supervisors

in the performance of their tasks - Providing supervisors with professio-
nal support

- Providing supervisors with a broad repertoire of activating teaching
and coaching skills

- Demonstrating personal skills in the supervision of company trainees,
trainees on placement and/or training course participants to the super-
visors



- Supporting supervisors in the choice and presentation of the correct
training/ coaching situation for the performance of the assignments -
Providing individual and group supervision for the supervisors - Co-
ordinating and delegating the supervisory tasks

- Informing supervisors of working methods in practical training and coa-
ching

- Informing supervisors of developments in practical training and coa-
ching

- Conducting supervisory meetings on individual participants
- Providing feedback to supervisors on their performance
- Identifying and reporting points for improvement in the expertise of the

supervisors
In Sweden besides supervisors, employers also need coaching.

Trends/developments:
- Quality of work experience training higher on the agenda:

Although the reasons vary, the quality of work experience training is
moving up the agenda of more and more employment organisations.
The reasons may include the need to maintain recognition as a training
company, or the increased importance of recruiting and keeping traine-
es in the face of labour market shortages. This may have consequences
for the position and significance of the work of a European Coaching
Instructor (ECI).

Field 4: Implementing training and coaching activities
4a. General
- Building and maintaining internal and external contacts that are rele-

vant to (arrangement of the) implementation of training and coaching
activities.

4b. Training and coaching
- Formulating appropriate training/ coaching targets, in consultation with

the person following the programme, the supervisors and the training
institute

- Providing for co-ordination of theory and practice in the content of the
programme, and maintaining contacts on this with the training institute.

- Differentiating the performance of assignments appropriate to the level
of the training/ coaching targets.

- Integrating professional and methodical knowledge
- Operationalising the correct professional attitude in measurable conduct
- Individual co-ordination of training theory and methods for the person

following the programme, the training situation and the training path.

4c. Supervision
- Introduction of company trainees, trainees on placement and course

participants at the organisational level
- Preparing and conducting introductory and supervisory meetings
- Conducting individual and group supervisory meetings.
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4d. Assessment
- Monitoring the training level and attainment of the training targets
- Monitoring the progress of the training process and results in relation

to the qualification and/or training targets
- Conducting assessment meetings with participants
- Making final assessments, in consultation with the training institute
- Assigning a score to the training performance
- Taking part in talks on assessments
- Identifying and reporting on the quality of the training process within

the business unit.

Trends/developments:
- Demand-driven rather than supply-driven working processes:

In most settings, demand-driven working processes are high on the
agenda. This method of working requires professional practitioners to
be able to provide custom services in a flexible manner. European
Coaching Instructors (ECI) should anticipate this during the training
process.

Field 5: Evaluation of the training/coaching process
- Evaluating and reporting on the training/ coaching process
- Evaluating the individual process, together with the person concerned

and the supervisor.
- Identifying and providing advice on policy issues.

Trends/developments:
- More qualifications with work experience:
- Through introduction of new educational laws throughout the European

Union an increasing number of qualifications now includes practical
work experience. The number of higher professional training courses
that include practical placements is also growing. As a result, a growing
number of different organisations are dealing with students on courses
that consist primarily of training placements. The importance and scale
of tasks relating to practical vocational training in the employment
organisation is therefore growing, and more and more organisations
are explicitly allocating tasks and/or structuring jobs in the field of
practical training

Field 6: Maintaining and developing 
personal professionalism

- Monitoring developments within the professional field.
- Contributing towards the professionalisation and profiling of European

Coaching Instructors.
- Evaluating and advancing personal expertise.
- Monitoring limits to personal possibilities for intervention.
- Playing a role in identifying innovations in practice and reporting these

to training institutes, and vice versa.



Trends/developments:
- Growing importance of practical vocational training:

Practical training is receiving more emphasis in the design of secondary
and higher vocational training courses. Not only do final examinations
include a growing number of qualifications or competencies aimed at
vocational skills, but ideas on learning are shifting strongly towards
practical training. This is shown by various forms of education, such as
problem-driven education and ‘learning by doing’. The introduction of
new educational laws throughout the European Union has meant that,
in practice, responsibility for supervision of trainees in secondary voca-
tional education has come to rest with the training company. The trai-
ning company also has a role to play in the assessment of trainees.
Training is increasingly becoming part of working practice, while practi-
cal training is becoming an increasingly important part of education.
This means that training companies, in particular those with no tradi-
tion of apprenticeships or in-service training, are facing new supervi-
sion and organisational issues.

- Number of qualification levels growing within organisations:
With the introduction of new educational laws throughout the
European Union, the number of qualification levels has increased in
most sectors. This is in line with the growing differentiation of jobs in
practice. It means that European Coaching Instructors (ECI) are dea-
ling more and more frequently with students at a growing number of
different levels.

Appendix 1 SWEDEN

Coordinated Rehabilitation for individuals 
with menthal disabilities

As an initial step in beginning to develop and recommend tools for trai-
ning and supporting personnel who work as job coaches, the group was
asked to brainstorm some common elements of this function. In general,
there was good agreement as to many of the functions and especially as
to the nature of the relationship that a coach must have the ability to
develop with the client. The consensus of the group was that these rela-
tionship issues are fundamental in building a good job coaching process
and should not be ignored in order to develop a competency-based trai-
ning. This point was challenging to advocate for as the group from
Holland had already developed such a detailed proposal. A conclusion of
this process might be that this is a natural tension in the work of job
coaching. Governments and large organizations have the need for a
detailed and concrete plan for delivering services. Job coaches who have
developed their skills in the field emphasize relationship, flexibility and a
client-centered approach over particular methods. This latter approach is
actually well-grounded in the research and literature as participation in
the process, an ability to express one´s own choices, empowerment, and
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a mutual/equal relationship between client and coach are most often
seen by clients themselves as keys to their success.

The discussion may be summarized with some of the following points.
From the discussion it was possible to differentiate between the charac-
teristics of the job coaching process, and the characteristics of the role of
job coach.

Job Coaching:
• Coaches the individual to develop their interests and find supports for

a process of integration in the work force. Not an assessment
function. Assessment can often lead to a withdrawal of opportunities
for rehabilitation, a process not consistent with the coaching process.

• Pathways, not programs. The role of the coach is to help the person
find their unique path to the best possible work functioning in the com-
munity. Predefined programs have not worked for all and the role of
the coach must be seen in contrast to these standard models. The
coach helps the individual find their own path.

• See the whole person. Organizations and government agencies that
provide support services have a tendency to “split” the needs of the
person based on that agencies focus, their methods and their culture.
The Job coaching process sees the person as the client, and coaches
with a view to their identity in the community, rather than their identi-
ty as a client.

• Avoidance of institutionalizing programs. Coaching is a community
oriented activity and should be clear in it´s goals of integration.
Solutions built on institutionalizing structures should be avoided.
Contact with community members, employers, organizations and other
resources should be prioritized.

• Empowerment/Participation. As reflected in many policy documents
in various countries, the goal of empowering the client and allowing
them to take responsibility and participate in the rehabilitation process
is seen as primary. The coaching process may be seen as a partnership
between the client and the coach, a relationship in which both partners
bring knowledge, competency and interest to a process that is the right
of the client in most societies.

• Community enterprises as client. The job coach can be said to have
two clients, requiring a double competency. Not only must they
understand, listen to and act upon the needs of the person seeking
employment, they must display the same qualities in their relationship
with the community enterprises. Developing and supporting resources
in the community might be seen as a separate expertise, job develop-
ment, but often falls to the job coach as well, since they are the ones
working in the field with the client.

Job Coach:
• Double Competence. As described above the coach must be skilled in

developing relationships with both clients and employers in the com-



munity. This is a competence in building relationships, not often seen
in traditional educations. Many personnel in the social services do not
have the language and relationship skills needed to develop partners-
hips with employers in the business world.

• Flexibility and Change-oriented. The coaching process itself is often a
continual process of adaptation top the needs of the client and the needs
of the employment situation. A willingness and ability to continually reas-
sess your own methods and approach is therefore an important quality.

• Motivation/Interest. As reflected in more and more research with
clients, the hopefulness and interest of the coach is seen as a central
factor in the eventual success of the coaching partnership.

• Ability to support clients participation in the process –
Empowering approach. Many staff trained in the field of care-giving
or with experience in institutionalized structures such as sheltered
workshops, do not have a preparedness for seeing and working with
the client as an expert in their own rehabilitation process.

• Communication skills. Clear goals and expectations must be commu-
nicated to the client, the helping system and to the employers and
other community partners involved in the practical experience. Various
perspectives, cultures and rules must be made understandable as a
foundation for a working partnership.

• Relationship and listening skills. In all phases of the rehabilitation
process and coaching role, relationship abilities are crucial. People
experiencing disabilities express the need to be listened to and to trust
the staff member that will be working as a coach.

• Facilitation and negotiation skills. A significant ingredient in the
coaching role is the ability to define and find solutions to problems in
the system. Research and literature point to the desire of clients to
enter the work force, and to the obstacles that exist in the government
and private systems. Finding “pathways” to employment that minimize
the obstacles to the client´s desire to work becomes a crucial skill for
the job coach.

• Ability to support clients coping skills. Knowledge of the coping
skills of the disabled individual is increasingly seen as an important fac-
tor in the rehabilitation process. The social model of disability points to
the abilities of the disabled individual as well as the community´s abili-
ty to adapt to their strengths and needs as primary in avoiding handi-
cap. Older models of “repairing” the individual have given way to more
enlightened models of adapting the environment.

• Awareness of and ability to inform client of relevant rules, regu-
lations, etc. In order to coach the client in pursuing their goals in the
community, the coach must be aware of how the system functions in
practice. An awareness of the rules but also of the reality is necessary
to help the client “navigate” the system

• Guidance and planning skills. Skills in supporting the developing
interests and abilities of the clients is important. It is crucial as well
that the coach can support a realistic planning process that will be
accepted by the authorities and community partners that will economi-
cally and socially support the client.
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Job Coaching –Alternative models

While guidance and support may be seen as central to all job coaching
models, the use of the term in practice is likely determined by the type
of structure or program in which the coaching will take place. It might be
said that the tendency in most countries today is to move away from
costly and somewhat ineffective (research has not supported a good
result in terms of integration in the community workforce) models of
work training and sheltered work. Research and economic considerations
seem to point towards a form of work rehabilitation in the community,
where the coaching process occurs in the environment where the client
will attempt to work as a community member. Job coaching in this struc-
ture involves a view of the client as community member and a flexibility
in providing services in the natural community. (workplaces, schools,
etc.)

Feedback on earlier profile of Practical Training Officer
Following are our viewpoints/thoughts on your coaching process which is
described in the document entitled, Practical Training Officer. The docu-
ment was translated into Swedish and shown to a number of people
involved in the Equal project and with Coordinated rehabilitation in
Sundsvall.

The new law (WEB) has in practice contributed to the fact that training
has taken on an increasingly central role in the vocational practice, while

Guidance
• Awareness &

Planning
• Developing

pathways

Coaching in the
work training
system
* Client as trainee

Coaching in the
community
* Client as
community
member



practical training becomes increasingly important in education. From
what is written in the last paragraph on page five, we understand that a
company trainee is a person in their working career while training place-
ments are for the purpose of vocational rehabilitation. 

In the first paragraph on page two it is stated that organisations will
have an increased need for employees who can play a role in the training
process on the job, both for those already employed and for those who
have work qualifications. At the same time it is noted that this is a deve-
lopment that will require a broader employability and flexibility with the
practical training officers compared with the situation where tasks were
limited to only supervising the work placements.
Our comment is that we see it as extremely difficult, from a coaching
perspective, to translate or imagine this role in Swedish conditions. The
reason is that according to the PTO model, as we understand it, these
staff would have to possess a very thorough knowledge of the company,
the service offer, products and services, at the same time that they must
possess a high degree of competence in their work with people experien-
cing a wide range of disabilities. Another difficulty in the work role of
PTO as we see it, is the demand that they can get and maintain a com-
petence for working with both company trainees in their work careers, at
the same time that they must be competent in working with vocational
rehabilitation through training placements.

Appendix 2 Sweden

Coaching method for individuals 
with physical disabilities

Experience has shown that it can be very difficult for those who have
had little contact with a work environment for an extended period to
return to work. The feeling of not finding one’s proper place in working
life or of a lack of sufficient support in a new work situation causes many
to give up the prospect of ever achieving meaningful, long-term employ-
ment or belonging to working life again.

When people who have been recuperating from illness have completed
their course of treatment and are cleared for work, the Employment
Agency is responsible for employment rehabilitation if they are unemp-
loyed. On the basis of experiences received from employees, casewor-
kers and our own work, our project has shown that it is not always easy
for the individuals concerned. They can, in fact, end up ‘on the fence’
–that is to say, too well to remain in recuperation but not yet ready to
enter the Employment Agency system. Naturally, there are various rea-
sons for this, including differing views regarding the concept of ‘ready
and able’ for work, differing personal and financial resources, etc. We
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believe another reason to be that there are often no bridges between the
various statutory authorities and the individual, who can suddenly feel
abandoned on the road back to working life.
The sooner people who have been recuperating from illness and/or
unemployed receive adequate support in the process of returning to
work, the less likely they are to develop the ‘sick as a dog’ syndrome,
which is very common after a lengthy period of recuperation.
If it is possible, instead, to have contact with your own personal coach at
an early stage after the end of the recuperation period, this can be of
great help when the time comes to begin the search for a suitable, mea-
ningful and long-term job prospect.

Method:
The Social Insurance Office, Employment Agency or Local Authority
appoints a coach or share the responsibility of the employment. Personal
support may be necessary when individuals are actually involved with
one or more of these bodies, and this can be obtained through a coach.

The individual’s motivation, skill history, resources and potential are set
in perspective, whilst the initiative to work must stem from the individual
concerned.

Close contact is maintained between the individual and coach (at least
once a week) to examine the individual’s resources, experiences, career
development, etc.; that is, the resources of the surrounding network and
society. This happens with the help of specially designed work material.
An action plan is devised which builds on the individual’s own ambition,
experiences, interests and assumptions. Within about three months, this
co-operation between the individual and coach should result in a road-
map/action plan. Planning for trial work experience is then begun as part
of the next stage. When it is time to attempt a trial work period, support
is given to the individual in obtaining a suitable position. The contact and
support of the coach are offered for as long as necessary.

When the individuals work abilities and work objectives are assessed in
order to obtain employment which the individual enjoys and can sustain,
it is important to find suitable workplaces for this type of assessment.
This can be achieved through the creation of a local network of employ-
ers and supervisors who are committed and sympathetic, and whom the
individual can trust.

The trial work period is closely monitored, with the coach, supervisor and
individual making assessments of how work duties, punctuality, relations
with work colleagues and other aspects are handled. The best mutual
solutions are sought for any problems that arise. The trial work period
can eventually lead to a permanent position or assist the individual in
clarifying the type of work he/she enjoys and can sustain. This can then
be developed externally to find a position that may be open to the indi-
vidual.



Another important aspect of this approach is the mutual and regular
feedback between the individual’s coach and the authorities, which set
up the coaching service. This is partly to ensure that the authorities sup-
port the investments made in the individual’s work process in the form of
resources, but also to make sure that the individual does not lose con-
tact with the authorities. The participation of the doctor who wrote the
individual off sick is also important in feedback discussions with the
Social Insurance Fund.

Organised groups and associations, with their specific knowledge regar-
ding the target groups needs and ambitions, and the local labour market
can be viewed as a worthwhile part of the process for the individual. The
individual may also obtain trial work periods with some of these organi-
sations. Some organisations, moreover, may share their competence and
experiences regarding problems at work with others on the outside, rec-
ruiting new and active members thereby. Another result might be that
the individual begins some form of physical activity or sport instead of
maintaining the sedentary lifestyle adopted during the period of recupe-
ration/unemployment.

Support for the individual is provided throughout the process in the form
of liaison with the authorities, employers and any other parties the indi-
vidual feels the need for.

The basis of the co-operation between coach and individual is that the
individual has primary responsibility for the achievement of his/her emp-
loyment ambitions. The task of the coach is to offer personal support and
backup, as well as providing a sounding board for the individuals thoughts
and reflections, being able to point out solutions should the individual
become stuck in a ‘bottleneck’. Where the individual feels the need, help
can also be provided in the form of a perspective and structure for his/her
thoughts and ideas. In times of difficulty, the coach provides ‘alternative
inspiration’ and encourages the individual to take his/her own initiatives.

Desirable qualities and working methods for a coach
There are no specific training requirements for coaches; most important
are the person’s own attributes, experiences and attitudes. They must
have a positive attitude towards their own life experiences in terms of
the problems shared by the target group but, importantly, also be able
to take a detached view of the central problems therein. The supervisory
role is crucial for the coach.

It is essential for a coach to be a person who can get others to grow; to
have an holistic view of the individual and his/her development, being
sensitive to whether the individual’s efforts are really desired and needed
by the individual. Having a genuine interest in becoming involved in the
development of the person, and the skill and understanding to see how
that development process is functioning is also important.
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The coach must understand and work with the fact that although a two-
way relationship exists between coach and individual, the individuals
themselves play the main role and have the primary responsibility. The
individual must at all times be a participant in the process and, at the
correct moments, follow through various aspects of the development
project. The coach must have an ability to listen and be sensitive to the
needs of the individual. It is important to be flexible in your thinking,
ready to reconsider a position in a spirit of co-operation with the indi-
vidual.

Coaches must have the ability to stimulate the principle of autonomy,
encouraging actions, which increase the individual self-esteem and belief
that they can control their lives and personal development. Coaches do
not play the role of ‘fire-fighters’ but rather that of supporters of initiati-
ves and activities. They ‘shadow’ the individual during the development
process without jumping ahead or falling behind, and they have the pati-
ence to await the individual’s own decisions on further development.
They must be prepared to work in the long term and with patience, as
change and development often take place slowly.

Working methods for coaches vis-à-vis employers
The information provided to an employer is extremely important, and it
is delivered both verbally and in writing. It shall be clear, containing
information on the coaching method as well as the conditions and expec-
tations surrounding the trial work period. The approach must be open,
aimed at building a network of good employers and supervisors who can
offer the individual opportunities for trial work periods or employment.

Employers and supervisors must receive feedback and appraisals during
and after the trial work period, so they understand that somebody is
monitoring the trial and that there is someone with whom they can liai-
se. This is also a bonus for the individual, who can retain a network of
good employers. If a positive atmosphere and good relations with emp-
loyers and supervisors have been created at the trial work location, you
can rest assured that a good working environment exists for the indi-
vidual. Then, should problems occur during the trial work period, they
will be much easier to resolve.

Regular follow-up meetings and a final review interview are organised in
which the employer gives the individual verbal and written feedback.
Preferably, they will present a work certificate or testimonial and referen-
ce. It is also important to ask the employer’s opinions through a question-
naire and/or meetings, in order to improve the trial work period process.

Working methods for coaches vis-à-vis the authorities
It is important to invest a large amount of time and work in training all
those involved in the coaching process, as experience has shown that it



takes some time before interest in the method is aroused and work can
begin. It is also important to cement this at all levels within the authori-
tystructure to ensure that everyone has the same information.

Key personnel must exist at management and supervisory levels within
authorities such as the Employment Agency or the Social Insurance
Office, in order to create the necessary contact channels.

It is also essential that doctors be informed early enough about the
opportunities offered by the coaching process so that they can make pro-
posals for such an option to the Social Insurance Office at an early stage
in the compilation of a health certificate.

Regular meetings should take place with the authorities and other reha-
bilitation bodies to discuss the effectiveness and operation of the pro-
cess.

Follow-up meetings take place between coach, individual and supervisor
so that co-operation is maintained continuously throughout the develop-
ment process.

Coaches must be professional and maintain clear boundaries in their
work duties, to avoid encroaching on the areas of other professionals
such as therapists or social welfare officers.
It is extremely important to create and maintain trusting and good rela-
tions with the authorities and others who can speed up the decisionma-
king process regarding an individual.

A broad understanding of society – particularly of the workings of the
various authorities –and being up to speed on the various insurance and
relief payment systems are vital skills.

Any problems and obstacles encountered by the individual en route to
returning to work must be cleared away, and it is here that the coach
plays a key role. Faults in the system and other such issues must be fol-
lowed through to the highest level of decision-making. Intermediate
levels can often act as a brake instead of pushing through changes and
improvements.
In addition to all this, coaches should have contacts with and knowledge
of business life and activities, which can encourage and energise the
individuals concerned, to avoid rendering them inactive and isolated
during their period of recuperation/unemployment.
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Appendix 3 Ireland

Overview of the work used in RosEqual in relation 
to coaching with clients/service users

Working with small groups or on an individual basis, we build up a profi-
le of each individual referred to us. Then we put in place a programme
to help build the clients self confidence and identify ways that will
enable them achieve his/her full potential, with the aim of getting them
to identify suitable employment to meet their interests, and satisfy their
values.

As RosEqual has established it’s own community radio station, many of
the disabled participants involved train in radio skills and towards emp-
loyment.They do this training to specific standards which are nationally
recognized, which are called the National Council For Vocational Awards,
(or FETAC awards ). All the awards are made up of various modules and
the service user must be compotent in these modules, to reach the
national standard in the required number of modules,subjects or skills.
Certificate are issued on level 1,2,or 3, with level 3 being the superior,
and all NCVA standards being above second level standard. The good
thing about these awards are the service user can resit any module more
than once until he/she achieves the national vocational standard or
accreditation. The service users are then awarded credits for their achie-
vements on each individual module, and these credits can stand alone,
or build towards the achievement of a certificate.The credits can be used
to gain entry towards third level college’swhich are recognized in some
Europeen countries.

We are also involved in a peer support programme in mental wellness
with Sweden. Some of our service users will travel with me to Sweden in
the New Year to learn the peer support programme the Swiss use when
patients are in recovery from mental illness. After studying this program-
me we hope to use it in Ireland in the future.

We avail of various training coursers offered in support of our work as
coaches, many of these courses are ran by our health system, and
others by private or public bodies.



Appendix 4 Italy

Career Guidance in Italy
National Level
The present Italian situation of career guidance is characterized by two
main aspects:

- On the one hand as in the rest of the European Union, the concept
of guidance, together with all its related activities and services,
has undergone a substantial evolution and has acquired a new
centrality due to the ongoing social and economical changes and
to the advent of the knowledge society.

- On the other hand, the Italian specificity is characterized by the
absence both of a legal frame and of defined professional profiles.
This has determined a specific evolution characterized by the
implementation of diffuse guidance practices by various services
and by various types of professionals who often have acquired
their professionalism directly by practice.

Therefore, the development of the guidance system is following 2 parallel
directions:

While the service was formerly provided in a discontinuous and noninteg-
rated way, it is now built up on the customer, coaching her/him on all
levels up to the achievement of work placement. This is the result of an
evolution of guidance service from being considered as a procedure to be
implemented by educational/training organisms to being a real service
built up on the real needs of the user.

Meantime, services are being reorganised in order to rationalise them
both from the providers’ viewpoint, paying attention to quality standards,
and from the viewpoint of professional profiles, already existing and to
be either validated or built up through vocational training.

Presently, the structures providing career guidance services are employ-
ment centres, as well as educational institutions such as schools, univer-
sities, training centres and private training companies. In some territo-
ries there are also services such as “informagiovani” (a general informa-
tion service specifically oriented towards young people). All these orga-
nisms have never made use yet of a coordinated approach.

Generally speaking, the provided services are:
- front desk
- information
- counselling on training and working choices and individual place-

ment projects
- coaching/tutoring/monitoring during the placement phase
- networking mediation among the individual, the hosting organisa-

tion and contextual conditions.
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The professional guidance structures employ also coordination and orga-
nisational professional figures.

Due to the lack of specific professional profiles, different tasks are per-
formed by the same professional.

The service is still paying too much attention to the choices the client
has to make, while the attention paid to contextual problems (i.e. school
problems) or to functional coaching is not sufficient.
As a response to this situation two main facts should lead towards a
functional reorganisation of the service: the issuing of rules for the
accreditation of guidance and training structures (D.M.
166/2001) and the proposal for the definition of some professio-
nal profiles made by ISFOL (an agency of the Italian Ministry of Labour
and Social Affairs), elaborated by a technical and scientific working group
which included national experts.

DM 166/2001 (a ministerial decree) defines the minimum requirements
for the accreditation, letting Regions and Provinces adapt these criteria
to local realities and issue accreditations. Accredited guidance services
must always include information, training and guidance activities.

The ISFOL working group has issued a document concerning professional
figures. Below you find reported some of the main points.

The ISFOL working group proposal aims at contributing to the defini-
tion of professional profiles providing support to self-coaching processes
in different kinds of organisations (schools, universities, vocational trai-
ning, job services, information and guidance desks).
Taking into consideration the variety of guidance actions presently imple-
mented by different structures, each one with its own characteristics, it
is preferable not to have a single coaching professional profile, since it
wouldn’t correctly correspond to the different needs of the client in diffe-
rent times and different contexts.

Although a single guidance figure is more likely expected, it seems more
appropriate to identify four different profiles. Those would correspond to
the different types of guidance activities performed by the different terri-
torial structures (schools, universities, vocational training structures and
job services).

More specifically, three of these functions are tightly related to services
provided to the user, while the fourth one has more to do with analyses
and project designing functions.

These professional profiles have to be designed in detail and promoted
among services and clients.

Hereafter is a short description of these four profiles.



Here are the identified profiles:
1) information operator: this profile has already been experien-

ced and partly defined in different Italian situations.
Its functions are related to:

- Front desk and filter (through short interviews and services pre-
sentation), in order to avoid dispersion and to make services
more efficient.

- Information providing (either through self-consultation or through
operators’ mediation), in order to assure the same opportunities
of reaching the various training and working possibilities

- Teaching of social abilities (through focused training, i.e. active
job search) to facilitate the achievement of goals.

These activities should empower the target group’s ability to activate
themselves, to have confrontation with other points of view, to decode
new acknowledges and to learn to socially interact in critical transitional
moments.

2. The operator providing guidance over running processes, works
at different levels (education, qualification, job search, work induction,…).
This function, often considered as part of the guidance activity, is actually
involved in the tutoring/monitoring of an ongoing experience (in schools
or universities) or in a transitional phase (i.e. transition from the school
system to the world of work). It meets the need of a coaching activity
able to avoid inefficient attitudes and promoting optimal personal pro-
jects.

This kind of operator has a guidance profile, operates in a specific cont-
ext (i.e. school system, vocational training system, ….) and perfectly
knows his/her goals and working mechanisms.

The best practices defining the function have been identified.

At school it can:
- monitor training pathways either during the implementation of

entry procedures or in order to avoid school failures;
- monitor the adjustment of courses by using the possibility of

changing them;
- monitor transitions between different education channels (i.e. the

integrated guidance procedure leading to the achievement of
educational or formative obligation).

In the vocational training system it can:
- tutor the passage from educational to vocational training sys-

tems;
- monitoring the accomplishment of formative obligation within the

vocational training system;
- prepare and take beneficiaries to professional stages as an alter-

nance training procedure or as a work induction procedure.
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In job services it can:
- monitor the unemployment situation and related procedures
- sustain work induction as a social mediation for overcoming wor-

king integration difficulties
- prevent formative obligation evasion and/or bring clients back to

it through individual monitoring of young people not inserted in
educational or formative channels.

These interventions have the aim of empowering target group’s abilities to
activate themselves, look for opportunities, analyse and plan integration
pathways, challenge her/himself, verify or re-plan alternative courses.

The operator, closely connected to the system he/she works in, must
also be able to interact in the network of different services available in
the territory.

3. An operator supporting decisional making about school/trai-
ning and career projects. This figure should be able to sustain clients
in projecting personal career starting from their own educational and
professional history.

The best practices collected about this profile are related with:
- guidance counselling, suggesting training pathways able to susta-

in personal decisions;
- career counselling and competencies validation, by designing

career projects able to support decisions which can satisfying the
individual and compatible with the labour market.

This profile can operate:
- in educational and formative structures, to support educational

and professional guidance
- in job services (public and private), to support the career pro-

jects of the unemployed or those looking for a new occupation.
- in enterprises, in order to sustain reorganisation processes or

individual career development projects.

This aim of this intervention is to empower the clients’ ability to evaluate
their own experience, interpret different contexts, give a sense to new
opportunities, mediate/negotiate wishes and reality, be able to choose
between different alternatives, identify goals, invest in new experiences.

This profile cares about individualities operating alone or in collaboration.
A differentiation within the profile definition can be made according to
the sector in which it operates (educational or career guidance)

4) Analyst of guidance policies and services, mainly involved in:
- technical support to institutions in guidance policy making
- marketing and development of territorial networks
- building operation plans (objectives, projects, actions, evaluation)
- services coordination



- project design (needs, resources and strategies evaluation)
- training/updating the evaluation of needs
- consultancy on the management of economical resources for guidance

projects
- evaluation and monitoring of interventions

This profile should be able to
- analyse complex systems
- put policy making and technical levels in contact
- build and negotiate relations within and between institutions

To make the proposal clearer we highlight the following points:
1) The different profiles are not hierarchically structured; rather,

they operate together to support the guidance process of diffe-
rent targets.

2) Guidance services do not have to include all the different profiles
3) The different profiles can be present in a same coaching system

or in structures able to interact with the different systems. For
example:

a. Besides the guidance activity connected to its institutional
duties, the school system could run a coaching action to
prevent school failures through specifically trained teachers.
If a guidance action is needed to accompany people from
the educational to the vocational training system it could
use resources of the latter system, while if the school sys-
tem has to provide specific counselling on educational/for-
mative projects it could hire external professional guidance
consultants.

b. The University could use run its own resources to run all
the services related to information, choice counselling and
tutoring, while it should resort to external services to provi-
de counselling specifically related to career guidance.

c. As far as information, tutoring, and work induction are con-
cerned, the vocational training system could run the service
internally, while it could act in coordination with the educa-
tional system for guidance through different educational
systems, with universities for the passage to vocational trai-
ning, with job centres for work induction coaching.

d. The job services have to/can provide both information and
guidance services either using internal resources and/or
certified external ones or in collaboration with accredited
external services.

4) The definition of new professional profiles must take into consi-
deration the problem of validating the competencies of the alrea-
dy incumbent professionals as well as the integration of compe-
tencies for workers whose qualification cannot be immediately
validated.

5) The definition of professional profiles must be related to the
organisation of guidance structures. As a matter of fact, the
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definition of service quality must be tightly correlated to the
validation of the operators’ competencies, since both of them
are related to a proposal for a macro-functional organisation
(…)”

Regional level
At regional level the system is based upon 2 reference documents:

- the guidelines for the first starting of the services of the job cen-
tres included in the March 2000 Working Plan together with ser-
vice quality standards

- the recent Regional Master Plan for Job Centre Services (2003-
2006)

The standards definition document is the main reference for running job
centres. It defines general principles and requirements and describes in
detail the services that have to be activated, allowing to correctly build
up these services, as well as to provide them to the user.

The services provided for are:
- Front desk
- Information
- Matching of supply and demand, counselling to enterprises
- Job guidance counselling
- Work induction support
- Training planning

Purposes and advantages for the final user as well as service providing,
material resources, general requirements and operators’ competencies
are defined in the standards definition document. The document also
provides all the necessary elements for building up and supplying the
service.

With reference to guidance services, as intended by the Ministerial
Decree (DM) 166/2001, the service to be supplied is defined as follows:

- front desk: request analysis and need definition, evaluation of fit-
ting services, dispatch to internal/external services, support to
documents consultation, services marketing, users monitoring,
evaluation reports.

- Information: request analysis, information supply (either directly
or through public meetings, paper and electronic documentation),
finding, elaboration and dissemination of local information, ser-
vice monitoring, dispatch to other services.

- Career guidance: request analysis, critical situation definition,
individual data collection/specific information supply, project defi-
nition, dispatch if necessary, individual file preparation, outcomes
monitoring.

- Work induction support: request analysis and need definition,
supply of information on local labour market, support to individu-
al or group self-marketing (active techniques of information and



job search), work induction actions (i.e. usage of incentives) and
stage activities, tutoring if necessary, context monitoring and
mediation, outcomes monitoring.

The same document describes in details competencies and capabilities
required of the operators of each service. It is interesting to note that
some competencies are required to all of the profiles. These are:

- communication and relational abilities
- diagnosis and troubleshooting abilities
- information usage and elaboration abilities
- network cooperation

The Regional Master plan allows to evaluate the way in which guidelines
have been implemented. It also defines the action plan for the next three
years and lays out indicators, reference standards and time planning. In
particular, starting from 2003/2004, it plans the implementation of the
following aspects:

-  Starting of front desk and information activities in all central and
decentralized offices through development of materials, informa-
tion strategies and marketing for specific targets;

-  Setting up of guidance counselling tools and outcomes monito-
ring.

-  Marketing towards enterprises and networking with other struc-
tures in relation with work induction support actions through
tutoring and monitoring work experience and stage activities.

- Achievement of 100% of the youth informative obligation target
through coaching actions.

Specific actions are planned for people with disabilities:
- the development of specific tools for users and enterprises
- accompanying actions (mediation operators)
- monitoring action (on all the reached insertions)
- Service tailoring through the developed tools

Finally, the Master Plan provides for no less than 10 professional upda-
ting days a year for each human resource variously involved (tutoring,
working groups, transfer of the best practices, …).

Feedback on earlier profile of Practical Training Officer
The present document describes our opinions about the figure of the
Practical Training Officer on the basis of the observations proposed by
the Swedish partner.

With regards to page 5 of the last paragraph, in our opinion company
trainee stands for a (likely young) person doing his/her apprenticeship,
while training placements may mean the recruitment of people by a
company so that they can learn a job, therefore said recruitment is not
necessarily aimed at vocational rehabilitation of disabled people.
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In Italy too, particularly within the companies of the Marches Region, it
seems difficult, at the moment, to employ a figure like the PTO for two
reasons. There is neither a well-established tradition of companies opera-
ting as training subjects (even the concept of investing in human resour-
ces is rather new) nor there is within subjects like schools, training agen-
cies, social parties, etc., a structured and integrated system of services
employing professional figures of guidance/counselling at any level.
Furthermore, the companies of the Marches Region are mainly of small
and micro-small size, therefore the employment of specific figures within
their organization chart would be too expensive and specific solutions
should be devised.

On the other hand, the general picture described in the Dutch document
corresponds to the needs currently emerging in Italy both within compa-
nies (initial and on the job training, working roles flexibilization, etc.) and
within services (needs of integration of training and guidance services,
flexibilization and tailor-made training projects). This is even clearer if
we refer to the local companies; to them the necessity of a change in
this direction is of vital importance for the present competitiveness of the
production system. Therefore, the spread of such concepts and practices
can be considered, though not exclusively, a prerequisite for the employ-
ment of starkly oriented professional figures for personnel training. As
far as we know, there is no figure comparable to the PTO within the local
companies.

We agree with the Irish partner’s position, stressing the huge knowledge
and competences required of the PTO, which makes it difficult to find
people fitting to this role completely, while training new personnel for
this profession is even more difficult. On the basis of its description, it
seems that this role can only be held by personnel employed since a long
time, who have acquired appropriate knowledge and practices in different
working-fields and –levels directly by moving within different structures
and by operating not only with people but also in the framework of plan-
ning and co-ordination of guidance/training pathways, as well as in
assessment matters. This makes questions arise about the employment
of new personnel such as: what training pathway should be chosen? and
how long should it last, in order to become a PTO?
The explanations reported in the last paragraph of the Dutch document
on page 5 make one think that, the work practices of, various activities
followed by one person or more in a real working situation is very much
linked on the differences among contexts (size of the organisation, pre-
viously acquired experience in its field, typologies and number of recruit-
ments, etc.). To sum up, it seems that the reported description corre-
sponds more to the ideal professional figure and the competences such a
resource should have in order to carry out all the expected functions.
Actually, the situation is much more articulate and differentiated.



Feedback on profile of European Coaching Instructor
The present contribution follows from what was indicated in the docu-
ment of the European Coaching Instructor (ECI); it goes back to the con-
siderations made about the specific situation in the provincial territory
and to the hypothesis of introducing the ECI figure in such a context. At
the same time it proposes a possible development of the work on this
professional figure which would allow its gradual introduction. This would
contribute to the systematization of activities which have anyway been
done, therefore it would contribute also to the development of the local
socio-economical system.

The document refers to some specific characteristics of the local system
and of the ECI figure, which are shown below:

• there’s no well-established tradition that considers companies as
training subjects (even the concept of investing in human resour-
ces is rather new).

• Companies of the Marches Region are in most cases small, if not
very small; the employment of specific guidance and training figu-
res would be too expensive.

• There is no structured and integrated system of services employ-
ing guidance professional figures at any level within subjects like
schools, training agencies, social parties, etc..

• Innovation needs are clearly emerging in the territory both in
relation to companies (initial and on the job training, flexibilization
of working roles, etc.) and to services (need to integrate training
and guidance, to flexibilize and customized training pathways).

• The necessity to change in this direction is of crucial importance
for the present competitiveness of the local productive system.

• As it appears, to be an ECI figure demands pretty high knowledge
and professional competencies in complex and rather differentia-
ted working fields. It is difficult to imagine that these characteris-
tics would be possessed by one single person. These requirements
are also difficult to find in this local territory, especially if young.

• Concerning new employed people, what training pathway is
requested for such a figure? and how long should it last?

To this it is necessary to add two further information.

Although there is no structured system for guidance services capable of
integrating the work of various educational and training actors and for
work foreseeing different figures working on various organizational
levels, guidance experiences have been taking place in the local territory
since long. Within organizations there are figures having specific compe-
tences at different levels (information, counselling, guidance, tutoring,
organization). They are employed neither organically nor systematically,
but they should be valorised anyway.

The Marches Region has just finished the works of an integrated labora-
tory for the accreditation of training structures that has dealt with the
issue of the certification of trainers’ competencies.
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It should be noticed that the training and the guidance sectors are cur-
rently facing the same problems: they have a lot of work-experience,
mainly acquired in the field, therefore they need completion and syste-
matization. The “tavolo regionale”, composed of numerous actors belon-
ging to institutions, educational and training system, working system,
social parts, etc., hasn’t defined as yet specific professional figures sha-
ring a common basis but with different specializations. On the contrary
they have hypothesized a package of competencies (such as, among
others, those relating to competences of identification of needs, compe-
tences for managing the didactical process, competences of setting up
training projects) which must be possessed by the organisation supplying
training. This can be given by one person or more and can be combined
according to the different realities and needs. A general competence is
required as entry precondition. As soon as the mechanism is approved,
both people already giving training and those who would like to do so it
can make a request for a certification of the competencies they have in
each one of the eight typologies set out. (This certification is valid only
for the regional accreditation system.)

The identified method allows to improve the quality of the local training
system, to guarantee the professionalism and gradual development of
new employed people, to valorise and systematize (put into the system)
these professional figures trained in the field and nevertheless operative.

The structure of the areas of activities of the ECI (European Coaching
Instructor), subdivided in work areas and detailed in its different ele-
ments, looks already close to the method for trainers just described. A
possible development could be to imagine from the perspective of a sing-
le professional figure endowed with the competencies relating to the dif-
ferent activity areas, to that of a work placement and development
structure or more working in cooperation endowed with said competen-
cies for correct orientating actions, work socialization,
apprenticeship/training?, work placement. We suggest the identification
of the essential entry basic competency/-ies and a new subdivision of the
others in areas of activities. This new subdivision would make it possible
to use the same competencies packages in territories presenting very
different structural characteristics and development levels, though ensu-
ring a shared development model.

The feasibility of the method proposed should be verified, since, such
method would meet the existing problems and the new emerging needs
in the local territory. Thus, it could represent a model to replicate into
other national realities at European level.
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COMPETENCIES/EDUCATION

Introduction

The transnational working group on competencies/education has started
its activities during the Transrede transnational meeting run in
Västernorrland in June 2003. Its aim was to compare methods and pro-
ducts existing in all the partner countries in order to exchange them
according to the local needs. Lead by the Italian partner, it included part-
nerships’ members coming from various local partners involved in educa-
tion and competencies empowerment in their own local project.

When the group made the first exchange of information on local professio-
nal training systems and on projects targets and methods, it appeared
clear that it would have been quite difficult to create a common model of
intervention on defining and improving competencies. That is why it has
been decided to focuson common interests, rather than on differences,
looking for the best practices of each one that coul be assimilated by the
others. That brought to the identification of some products and methods
related with competencies creation or improvement being innovative and
effectively experimented by the local partnerships. The aim was to create a
knowledge base shared by all the transnational partners that could bring to
local adaptation of some product as well as to new innovation at local level

This publication will present the results of the common work.

The Group
The group included a total of eight persons:
-  Three persons from Italy, coming from

the local project coordination structure
and from the disabled association and the
rehabilitation institute in charge for
disabled vocational training within the
project

-  Three persons from the Swedish flexible
learning centre and from the “5 to 12”
association.

-  Two persons from the Irish partnership member in charge for training
in the local project

-  One member from the Dutch coordination structure the different back-
ground of the components was an important source of confrontation
during the discussion.

Working tools
Due to the distance between the different components of the group, dif-
ferent ways of communicating and discussing has been set up:



-  mailing list: an email with automatic forwarding to all group members
has been activated. It has been used to exchange working papers and
products, and to keep regularly in contact.

-  conference calls: some calls has been made to exchange information
about working progress

-  meetings: meetings has been held during the transnational meetings
organised within the TRANSREDE activities.

Working method
The group has adopted a step by step approach to its scope.
-  the first step consisted in exchanging general information about the

local vocational training systems.
-  Then each of the partners presented the competencies related activi-

ties in its own project
-  The next step was to identify the methods and products of each pro-

ject to be exchanged tanks to presentation papers made available by
the partners and through discussion

-  Finally the partners exchanged the products and methods.

Due to the important differences existing between the various vocational
training systems and the projects targets, it has been decided not to look
after a common model but rather to explore what each project could
offer to the others. This offered of course a wide variety of issues to
discuss about. To avoid too much dispersion, each partner have been
asked to identify which method or product was of some interest for the
local project.
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This lead to the identification of few issues as follows:

Table 1

Product/method Original partner Interested partners

NEW PROFESSIONS The Netherlands - Ireland
Sweden

COMPETENCIES ACQUIRED The Netherlands Italy
EARLIER/ELSEWHERE

AUDIO-VISUAL DICTIONNARY The Netherlands Ireland - Sweden

SAFIR WEB BASED LANGUAGE Sweden Italy –Ireland –
COURSE The Netherlands

ROSEQUAL FM Ireland Italy –Sweden –
The Netherlands

Additionally, Italy could count on group members to organise transnatio-
nal internships for some of its beneficiaries who could experiment wor-
king experiences in companies selected by the TRANSREDE partnerships.



Exchanged methods and products

New professions
Under the title “New professions”, the group have been discussing about
the opportunity to identify low level, well defined professions that could
allow disadvantaged categories to get into the labour market with a short
training period. The Dutch partner have been working on this by creating
new professional profiles which, for example, train people on a specific
part of a profession (i.e.: instead of training a policeman, you will train a
person just on how to control the traffic in front of a school, so that
pupils can cross the road safely). The Swedish partner, on its side, have
presented a project to implement thinking that immigrants could be
integrated into the labour market by supporting other immigrants integ-
rations. That lead to the so called MCC (Multi-linguistic Project Centre)
where immigrants run a call centre for other immigrants and provide
support in dealing with all administrative issues on behalf of “clients” as
well as by providing them a real-time on the phone translation service.
These two examples have been discussed in order to find out how the
ideas could be replicated in other situations and have been transmitted
to each partner local partnership.

Competencies validation/accreditation
At the beginning of the group work, the Dutch partner presented its
Validation of Prior Learning (VPL) Project, it was running within the
IMPACT project for lower level professions. Its aim was to assure a pro-
fessional career although the worker had no certificated competencies.
That is made through a VPL process that practically validate the compe-
tencies and, in the Dutch system, allow the worker to a regular study
certification. That appeared interesting to the Italian partner as a tool to
guarantee a better position for people with disabilities inserted in compa-
nies through the national law on disabled working integration. These
working insertions, as a matter of fact, face a problem of sustainability,
given that it often happens that neither the workers with disabilities nor
the companies are able to find a right balance, pushing the worker to
resign. A VPL process was seen as a way of valorising the professional
competencies beyond the disability sustaining the company in finding the
right job for the right person.

The Italian partner was invited to a meeting organised by the Dutch
partner together with the Dutch national agency in charge to the compe-
tencies validation procedures. The acquired acknowledge about the vali-
dation of competencies, a process not very much used in Italy, has been
transferred locally within the Employment Centres of the Province, and
has become the base of discussion for the project presented in the
EQUAL second phase.
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Audio-Visual Dictionary
The Dutch partner has develo-
ped, within its project, a tool
for on site training especially
designed for immigrants and
for people with learning disabi-
lities who have to learn techni-
cal words in Dutch. This met-
hod, of creating training and
supporting tools to be used on
the working site looked interes-
ting to the other partners.
Discussion have been made on
how, thanks to ICT-knowledge could be brought directly to those needing
to fill a professional or other gap. Irish and Swedish partner have trans-
mitted the product to their local partners in order to insert it in the pro-
ject knowledge base as a tool to be locally developed.

Safir
The main idea behind the creation of the product by the Swedish Center
for Flexible Learning (CFL) is to speed up the introduction of immigrants
on the labour market, by using ICT methods for language training.
The web based SAFIR, can be used in traditional education and in E-lear-
ning studies. It facilitates flexible course starts for the provider. SAFIR is

produced within
an Equal project
and in the Trans
National Work
there are
requests to trans-
late the SAFIR
into English and
Dutch. October
2004, we estima-
te that SAFIR has
a couple of thou-
sand participants
all over Sweden
and also many in
other countries.
The Italian part-
ner is presently

working on the translation and cultural adaptation of the product to be
used as a web based English course to be used remotely English
Language Distance learning courses. The tool will be used by the
Province of Macerata and ANMIC training agency, with particular regard
to the needs of disabled persons who could so attend courses without
having to move from their cities and villages up the training centres.



RadiorosFM
The project of the Irish partner has focused its action on the creation of
a community radio and on the training of those working in it, belonging
to disadvantaged categories, especially disabled. This method has been
discussed within the group as a way of creating practical training work-
shops and, in the mean time, setting up working places. As a matter of
fact, the beneficiaries of the action, beside benefiting of the training, had
to deal with all the technical and administrative issues having to do with
a broadcasting service. That was indeed a real working experience they
could use in continuing the activity within the radiorosFM or in other wor-
king situations. The experience was exchanged with all the partners pro-
viding them with practical information on how it worked.

Transnational internships
The Italian partner has asked the collaboration of the TRANSREDE net-
work in organising internships for the Italian final beneficiaries. This had
been proposed as a way to contribute to the creation of an European
curriculum for the persons with disabilities attending the training courses
organised within the project. So far, a total of six beneficiaries could use
this opportunity. Two of them spent two weeks in Roscommon-Ireland,
practicing their skills and foreign language by working within organisa-
tions selected by the Irish partner.
Four more persons suffering of intellectual and emotional disabilities,
could experiment on their side the work in a Dutch sheltered workshop
located in Emmeloord being involved for a few days in the preparation of
plants for the commercial distribution.

Link to the other TRANSREDE working groups

The group, while running, tried to put attention on what the other
TRANSREDE working groups were doing. That was a need due to the fact
that the vocational training as well as the competencies empowerment
cannot avoid to take in consideration from one side the coaching action
provided to vocational trainees, from the other side, the business sector
in which the trainee is supposed to work. Moreover, some of the identi-
fied products/methods, such as the validation of prior learning/compe-
tencies, is a competencies empowerment action, straight connected with
coaching actions.

That’s why the group took care, first of all not to overlap with other
groups discussions, in order to rationalize available time and resources,
and besides, to be able to follow the other groups’ discussed issues, so
to be able to find answers to questions or additional inputs.
This happened thanks to the action of the steering committee, as well as
of the good level of communication existing among each of the transna-
tional partners.
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Conclusion

As mentioned above, the working group aims were:
-  to create a common knowledge base
-  to locally adapt some of the exchanged products or methods

As a fact of matter, the network created by the working group members,
allowed to directly intervene on beneficiaries competencies, by letting
project’s final beneficiaries make transnational internships in partners
countries. Additionally, members of the local partnership from of different
countries used the occasion to create contacts to be developed after the
end of the project.

These were additional results of a process oriented to look for common
points on a sector as education and competencies which present so
many differences at European level. The collaboration among the part-
ners allowed to identify the best practices and apply them at local level
thanks to a common work made on some basic points:
-  the need of filling the gap between beneficiaries competencies and

labour market requests;
-  the need of looking for flexible tools allowing to train workers fast and

efficiently, taking in consideration the learning difficulties (due to lan-
guage, disability, etc…) as well as the impossibility to keep people out
from the work for long times;

-  the opportunities given by new technologies, allowing training proce-
dures made on distance (from home) or directly on the working place;

-  The need to implement, as much as possible, learning by doing
actions, preferring practical training on site to class learning.

The products and methods discussed matched with the above mentioned
points and thus were considered useful to provide answers to the ques-
tion raised by each of the local partnerships.

The mere exchange within the transnational working group would have
had no utility if it wouldn’t have been followed by a transfer to local
situations. That was the duty of each of the group members and as an
example of the results brought by this process, we could mention the
fact that several of the issues discussed in the group became a funda-
mental component of the project presented by the Italian partnership for
the EQUAL second round, in witch a member of the Dutch local partners-
hip is involved as local partner.
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RadiorosFM staff from Ireland.

Visit in the High Coast World Heritage, Västernorrland Sweden. 
June 2003.
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Two examples of media interest in the framework of the transnational
cooperation. 



The Transnational collaboration has also brought us to higher levels.
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18. Municipality of Urbisaglia
19. Mountain Community of the High Valleys of Potenza and of Esino
20. Mountain Community of Camerino
21. Mountain Community of San Vicino 
22. Mountain Community of Monti Azzurri 
23. Italian Artisan Confederation – Macerata (Confartigianato Macerata)
24. Italian Cooperatives Confederation - Macerata (Confcooperative Macerata)
25. Confederation of Italian Farmers - Macerata (Confederazione Italiana

Agricoltori - CIA Macerata)
26. National Confederation of Crafts and SME - Macerata (Confederazione

Nazionale dell’Artigianato e delle PMI – CNA Macerata)
27. Confederation of Italian Industry - Macerata (Confindustria Macerata)
28. Italian Union of Cooperatives – Marche (Unione Nazionale Cooperative Italiane

-UNCI Marche)
29. National Association of the Families with Children having Intellectual and

Relational Disabilities – Macerata (Associazione Nazionale Famiglie di Fanciulli
e Adulti Disabili Intellettivi e Relazionali - ANFFAS Macerata)

30. National Association of Mutilates and Invalid Civilians - Macerata (Associazione
Nazionale ed Mutilati e Invalidi Civili - ANMIC Macerata)

31. National Association of Mutilated and Invalids by Work – Macerata
(Associazione Nazionale Mutilati ed Invalidi del Lavoro – ANMIL Macerata)

32. The National body for Deaf and Mute People – Macerata (Ente Nazionale per la
Protezione e l’ Assistenza dei Sordomuti - ENS Macerata)

33. Italian Union of the Blind – ONLUS Macerata (Unione Italiana Ciechi ONLUS -
UIC Macerata)

34. Local Health Authority 8 Civitanova Marche (AUSL N.8 Civitanova Marche)
35. Local Health Authority 10 Camerino (AUSL N.10 Camerino)
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36. Italian General Labour Confederation - Macerata (Confederazione Generale
Italiana Lavoratori - CGIL Macerata)

37. Italian Confederation of Labour Unions - Macerata (Confederazione Italiana
Sindacati Lavoratori - CISL Macerata)

38. Centre for Documentation on Handicap - Macerata (Centro Documentazione
Handicap - CDH Macerata)

39. Centre for Commercial and Tourism Services of Pesaro - (Centro Servizi
Commercio e Turismo di Pesaro - CE.S.CO.T.)

40. EuroCentro S.r.l.
41. Rehabilitation Santo Stefano (Riabilitazione Santo Stefano S.r.l.)

SWEDISH DP PARTNERS

1. The County Administrative Board
2. County Labour Board
3. Regional Social Insurance Office
4. Swedish Association of Local Authorities
5. Swedish Trade Union Confederation
6. City of Sundsvall
7. Municipality of Härnösand
8. Federation of Private Enterprises on a local level
9. Swedish Agency for Flexible Learning

10. Swedish Sports Organisation for the Disabled
11. 5 minutes to 12 Movement

DUTCH DP PARTNERS

1. Cedris 
2. Kenteq 
3. Aequor 
4. Ecabo 
5. OVDB 
6. EVC-Kenniscentrum 
7. KREW 
8. GGZ Nederland 
9. Vluchtelingenwerk Nederland

IRISH DP  PARTNERS 

1. Roscommon Partnership
2. Brothers of Charity, Boyle and Roscommon
3. National Training and Development Institute, Longford
4. Irish Wheelchair Association, Roscommon
5. Roscommon County Development Board
6. Roscommon Support Group
7. Roscommon Supported Employment Services
8. Western Health Executive
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Transnational Meeting in Västernorrland, Sweden. June 2003. 
Welcome speach by the County Governor of Västernorrland.

Hosts at the Transnational Meeting in Roscommon, Ireland. 
November 2004.



Through observations and insights gained in four European projects with-
in the Equal initiative in Ireland, Italy, The Netherlands and Sweden this
Handbook concentrates on three main areas: 

• Methods of Engaging with Employers 
• Coaching 
• Competencies/Education

Within these three areas, the Handbook focuses on the activities of the
various partners, seeking to identify best practice methods that could be
applied in any project involving work with people with disabilities across
Europe.

As such the Handbook is a valuable reference tool for organisations. It
also represents a unique insight in to the way innovative ideas can be
transferred, adapted or applied through the sharing of ideas across four
very different parts of Europe.
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