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Building Relations with Employers to get Asylum Seekers into Jobs – Background paper

1. Introduction

A key element of the EQUAL theme for the socio-vocational integration of asylum seekers is providing this disadvantaged group with access to employment, or where this is not allowed, to some kind of work experience. However, for many employers and those representing them, hiring an asylum seeker is not a logical or automatic step. Some are unaware that their national legislation offers such opportunities, while others are taken aback by the procedural requirements this implies. Another obstacle to employing asylum seekers, or to providing them with some form of work experience, seems to be the general lack of awareness of the potential and benefits that asylum seekers can bring to the workplace. To address this, EQUAL partnerships have been working on engaging employers by building partnerships, and setting up agreements which bring employers, employer associations, social partners and other actors to the same table. This paper reviews the approaches taken and identifies the key success factors and obstacles.

1.1. Background and scope of the document

The EQUAL Asylum Seekers Theme (ETG5) has held a total of three practice-oriented events in 2003-2004. Such practical events enabled practitioners within the theme to share experiences and explore synergies, as well as to come forward with priorities for work at the European thematic level. The first practice event held in June 2003 addressed transnational cooperation, whilst the other two addressed the ETG5’s priority themes: Advice, Education and Training (November 2003) and Capacity Building (March 2004).

This background paper provides some first insights on how DPs involve employers in their activities and may serve as a basis for discussion at the next practice event.

1.2. Aims and Objectives

This paper aims to:

· Review the EU and national contextual situation with regard to asylum seekers’ access to employment and attitudes towards their vocational integration.

· Provide an overview of approaches taken by DPs to involve employers, employer organisations and other relevant stakeholders (e.g. training institutes, public employment services) into their activities to help asylum seekers to access the labour market (or to benefit from other types of work experience).

· Identify and highlight innovative and good practices, by analysing success factors and challenges (addressing also the awareness-raising and understanding of employers).

· Describe some cases in-depth (those that were selected for case study visits).

· Draw conclusions and recommendations, especially with a view for DPs in Round 2, support structures and other practitioners, on what works well (under what conditions) and what could be transferred. 

The paper is based on in-depth telephone interviews with 14 Development Partnerships (DPs) and case study visits to three DPs (Italy, Spain, UK), thus covering nearly half (17) of the 38 DPs under Round 1. More than 20 DPs were initially selected for the purpose of preparing this paper, on the basis of earlier references to activities in the area of building relations with employers in questionnaires and other project descriptions. They were subsequently invited to take part in the interviews / missions and most were thus pleased to discuss their experiences. The prompt lists used for the discussions both on the phone and during the missions are attached as Annex A to this document. The missions to the three DPs included, in all cases, meetings with DP managers, employers and other actors relevant to the labour market, asylum seekers and local / regional authorities.

1.3. The ETG5

For each EQUAL theme, a European Thematic Group was established to enhance learning through transfer and dissemination at an operational level between actors, to encourage mainstreaming of good practice to impact at European policy level, and to match good practice supply to policy demand. The European Thematic Group established for the Asylum Seekers Theme (ETG5) aims to identify good practice and capture new ideas and lessons emerging from EQUAL that are having a positive impact on the social and vocational integration of asylum seekers in the EU. The thematic group looks at practices which help asylum seekers to access employment or that enable them to receive pre-vocational and vocational training and that have the potential to influence practitioners and policy-makers at EU and national level. The ETG5 is led by representatives of the governments of Sweden and the Netherlands. In addition there has been close co-operation between DG Employment and Social Affairs, DG Justice, Freedom and Security within the European Commission, and the European Council on Refugees and Exiles (ECRE) to ensure that the work focuses on the issues which are most relevant at EU level.
During the first round of EQUAL, the ETG5’s policy priorities were:

· Advice, education and training (covering issues related to training for integration, language and cultural training and motivation)

· Employment (including employer relations and working conditions, recognition of the skills and qualifications of asylum seekers)

· Capacity building (including the interface with the local community, influencing systems of “service providers”, and “feedback from users” mechanisms).

ETG5’s work has been taken forward through a series of events, the production of reports and by drawing together relevant research and good practice. The group also acts as a resource by providing links to other work and activities relevant to the theme. More information can be accessed on the EQUAL website
. 

1.4. Contents

The remainder of this background paper is divided into the following sections:

Section 2
Sets the context in terms of EU policy on integration and social exclusion, as well as references to access to employment for asylum seekers in various Directives adopted under the Common European Asylum System. The national contexts of the 25 EU Member States relating to the employment of asylum seekers are also examined.

Section 3
Provides an overview of DP activities in the field of employment and employer relations as well as their results and outcomes. 

Section 4
Describes some of the good practices in building relations with employers in depth and outlines the success factors and obstacles faced.

Section 5
Provides a summary of the key conclusions and recommendations for involving employers as well as practical recommendations on how to best organise this, with a particular focus on the transferability of some of the lessons into Round 2.

Asylum seekers and employment  – an overview

Asylum seekers leave their countries of origin to escape persecution and find refuge in a country which is considered to be safe. From the moment an asylum application is lodged to the time a decision is made, the asylum application process can take several months or even years. During this time, the asylum seeker is eager to learn about the host society and make the most of his or her time while waiting for a decision. Many asylum seekers also bring valuable qualifications and skills with them and often have relevant work experience which could be put to use in the host country. 

One of the best ways to promote the integration of asylum seekers is to allow them access to the labour market. This gives them an opportunity to make a contribution to the economy and society of the host country while developing new skills and gaining relevant experience which prepares them for future employment or reintegration. The employment of asylum seekers also promotes their self-sufficiency and prevents social exclusion. However, in most EU Member States, access to the labour market is forbidden or severely restricted for asylum seekers. As a result, asylum seekers often find themselves without gainful employment and dependent on social assistance while waiting for their asylum applications to be processed.

At EU level, several policy developments within the areas of Employment and Social Affairs and Justice, Freedom and Security are showing an increased tendency to promote access to employment, drawing attention to the rising importance of migration as a way of tackling the EU’s changing economic and social context which increasingly is characterised by skills and labour shortages, competition for the highly skilled and accelerated ageing.

2.1
EU policy context

2.1.1
Integration and Social Inclusion

The European Employment Strategy (EES) was launched at the Luxembourg Jobs Summit in 1997 following the introduction of a new title on employment in the Amsterdam Treaty. The EES addresses the need to integrate disadvantaged groups into the labour market, including ethnic minorities, and to combat discrimination. Asylum seekers are not explicitly mentioned in the EES, but can certainly be considered as a disadvantaged group
 and could also fall under the category of ethnic minorities. The Thessaloniki European Council of June 2003 also emphasised the importance of successful integration as a contributing factor to social cohesion and economic welfare. It declared that integration policy should cover a range of areas, including employment and economic participation, and should take into account the “particularities” of different groups of third country nationals, including refugees and persons enjoying international protection. In response to this, the European Council of 19 November 2004 adopted common basic principles on immigrant immigration policy in the EU and identified employment as a key part of the integration process. 

The European Commission’s Communication on Immigration, Integration and Employment (June 2003) recognised that “non-economic types of immigration” will always continue and that “it is important to acknowledge and develop the aptitudes and skills of migrants coming through these channels”. The Communication describes asylum seekers as a “special group of third country nationals who do not have an ordinary status as legal residents and whose stay is neither permanent nor stable”. For this reason, although the Communication advocates policies aiming to provide asylum seekers with an introduction to the host country, it considers this target group to be outside its scope. At the same time, the Communication acknowledges that refugees and persons enjoying international protection may need additional integration assistance and to access mainstream activities “at the earliest possible opportunity” (i.e. as asylum seekers).

The Commission recently published a Green Paper on an EU approach to managing economic migration (January 2005). The aim of the Green Paper is to stimulate public debate on the development of a EU strategy to manage economic migration. The Paper highlights the need to review immigration policies in the light of falling employment levels due to demographic change. It proposes that the development of an economic migration strategy could have a positive impact on competitiveness and as a result, on the fulfilment of the Lisbon employment targets. The Paper draw attention to the fact that a decline in the EU’s working age population would have serious impacts on the economic growth, the functioning of the internal market and the competitiveness of EU enterprises. Although refugees and asylum seekers would not be included in such an economic migration strategy, if allowed to work they could relieve the impending labour shortage and therefore contribute to economic growth. 

In line with the above developments, the Commission has recently produced a Handbook on Integration (November 2004). The Handbook, which deals with the introduction of newcomers and civic participation, presents several approaches taken to facilitating access of immigrants to the labour market and to building relations with partners that can make this process happen. Whilst the Handbook does not include any examples in relation to asylum seekers in particular (it refers to newly arrived immigrants and recognised refugees), a second edition is planned in 2006 to cover other thematic policy areas.

2.1.2
Common European Asylum System

At the Tampere European Council of October 1999, EU leaders agreed on a number of priorities and concrete policy orientations to be adopted with a view to the establishment of a Common European Asylum System (CEAS), in accordance with the 5-year timetable set out in the Amsterdam Treaty. During this five-year period (which ended on 1 May 2004), the Commission presented all the policy proposals called for at Tampere. This ambitious programme resulted in the adoption of common minimum standards for the establishment of a CEAS and set out its legal framework, which will be implemented in the next policy stage. The instruments adopted
 during the first phase of Tampere are meant to ensure a minimum level of protection and procedural guarantees in all EU Member States. 

Three of the Directives adopted under the CEAS contain provisions relating to the employment of asylum seekers. The Directive on minimum standards on reception
 sets out the conditions for the reception and integration of asylum applicants. It applies to all third country nationals and stateless persons who make an application for asylum at the border or in the territory of a Member State. Article 11 of the Directive, which relates to access to employment for asylum seekers, allows Member States to determine whether this access will be granted and under what conditions. Member States must also determine how long asylum seekers will not have access to the labour market after lodging an asylum application. Member States can decide whether the Directive should apply to those who are being considered for subsidiary forms of protection. It does not apply to persons benefiting from temporary protection.

The Directive on minimum standards for the qualification and status of refugees and persons needing international protection
 grants immediate access to employment to persons granted refugee status. As for those with a subsidiary form of protection status, Member States have the freedom to decide whether these persons may have access to the labour market and under which conditions.

Under the Temporary Protection Directive those benefiting from temporary protection have access to employment. However, this access is “subject to rules applicable to the profession” and Member States may give priority to EU citizens and legal residents. This gives Member States the scope to limit access to employment to those with this status.

2.2 National opportunities and challenges

Very few EU Member States allow unrestricted access to their labour markets for asylum seekers. In most cases, this seems to be linked to the perceived need to discourage “illegal migration” and in response to high unemployment and unfavourable economic conditions. Most Member States impose restrictions through work permits which often involve complicated and lengthy procedures. Others only allow seasonal employment for asylum seekers (in certain federal states of Austria) or for only very limited periods of time (i.e. 12 weeks in the Netherlands). The employment of asylum seekers is strictly prohibited in Denmark, Estonia, France, Ireland, Italy, Latvia, Lithuania, Luxembourg, Malta, Poland, Slovakia and the UK. 

The table below shows access to employment for asylum seekers in the EU25. (The colour green indicates unlimited access, yellow limited / conditional access and red no access.)

	Table 1 – Asylum Seekers’ access to employment in the EU Member States

	Austria
	· Asylum seekers have no right to apply for a regular work permit throughout the full duration of their application procedure. 

· Asylum seekers can - in some federal countries - apply for a -seasonal work permit and few (in certain regions in tourism section etc.) would get it. The permit is limited to a period of 6 months.

· No access to apprenticeship for young Asylum Seekers (connected to Foreign Employment Law).

	Belgium
	· Asylum seekers in the admissibility procedure are not allowed to work.

· Provided that their prospective employer submits a request, applicants in the normal determination procedure may be granted a work permit, valid until the final decision recognising or rejecting refugee status.

	Cyprus
	Asylum seekers are entitled to gainful employment, however this is limited only to employers that have a permit to employ migrant workers or who can prove that they cannot fill a job vacancy with Cypriots.

	Czech Republic
	Access to the labour market is granted one year following the submission of the asylum claim, but a work permit is granted only for the period of validity of the asylum seeker’s visa (usually two months). Few employers are willing to extend work permits every two months and pay the fees for extension.

	Denmark
	Asylum Seekers are not allowed to work. However, if an Asylum Seeker has an employment contract in a field where there is a shortage of qualified manpower, he/she can seek a residence or work permit on those grounds.

	Estonia
	Not allowed to work

	Finland
	May apply for a permission to work related to a specific job, after three months in the country. Because of the high unemployment rate in Finland, the permission is only granted by the local employment officer if the job cannot be filled by a national or someone with a residence permit. In practice, very few asylum seekers are able to find work.

	France
	Asylum Seekers are not allowed to work.

	Germany
	Asylum Seekers are not allowed to work while housed in reception centres, i.e. for the first three months following their arrival. After this, access is only possible when not they are not in competition with German nationals or EU citizens.

	Greece
	Asylum Seekers can be granted a temporary work permit which is valid while their application is under the determination procedure. Normally this permit is valid for all types of profession and employment.

	Hungary


	Asylum seekers are allowed to work in Hungary after one year with a facilitated work permit. Up to that time asylum seekers can only work on the premises of reception centres, but chances of doing so are slight. The condition of employing an asylum seeker after one year is that he or she should possess a work permit, which is issued on the employer’s request. Therefore if an asylum seeker wishes to be employed, he or she has to find an employer first. The employer then sends a request for a work permit to the Migration Office, which takes a decision within 30 days and sends the request on the Labour Office, which may issue the permit within another 30 days.

	Ireland
	Asylum Seekers are not allowed to work.

	Italy
	Asylum Seekers are not allowed to work.

	Latvia
	Asylum Seekers are not allowed to work.

	Lithuania
	Asylum Seekers are not allowed to work.

	Luxembourg
	Asylum Seekers are not allowed to work.

	Malta
	Asylum Seekers are not allowed to work.

	Netherlands
	Asylum Seekers can work 12 weeks each year

	Poland
	Asylum Seekers are not allowed to work.


	Portugal
	Work is not allowed during the admissibility stage of the asylum procedure. Asylum seekers whose application has been declared admissible are issued with a provisional residence permit, which allows them to work.

	Spain
	Asylum Seekers may be allowed to work. They need to apply to the Provincial Division for Labour and Social Affairs for a special authorisation. This is not given until they have already been in the procedure for 6 months, and only after consultation with the OAR.

	Slovakia
	Asylum Seekers are not allowed to work.

	Slovenia
	Asylum seekers have access to the labour market (but the conditions are not specified by law).

	Sweden
	Asylum seekers are allowed to work if the application procedure of the Migration Board is expected to take more than 3 months.

	UK
	Asylum Seekers are not allowed to work.


In Greece, asylum seekers can be granted a work permit valid for all types of employment during the asylum determination procedure. In Cyprus, asylum seekers are granted work authorisation while waiting for a decision on their asylum applications. In Sweden and Finland, asylum seekers are granted access to the labour market after three months. Asylum seekers have access to the labour market in Slovenia (but the conditions for this access are not specified by law). Asylum seekers in Hungary can apply for a work permit after one year. 

Even if access to the labour market is allowed, asylum seekers often have a hard time finding employment. If asylum seekers do find work, it is often in low-skilled jobs like hairdressing, cleaning, construction, working with the elderly, etc. Many asylum seekers are also forced to accept employment in the informal economy. Those with university education can have a particularly difficult time finding work and often have to accept low-skilled jobs. This is a frustrating situation, because although they have the right to work, they cannot find meaningful employment. In Sweden, where access to the labour market is granted after three months, only 2-4% of asylum seekers are in employment.

Lengthy and complicated administrative procedures can also present obstacles to the employment of asylum seekers. Employers are often reluctant to go through the (often lengthy) procedures necessary to hire an asylum seeker. In some Member States where a social security number is required for all workers, asylum seekers may have difficulty applying for such a number. For example, in Sweden, asylum seekers need to contact the tax authority in order to request a social security number but many employers are not aware of this. In Member States where asylum seekers are required to request a work permit, priority is often given to nationals, EU nationals and other foreigners with permanent residence status. The result is that asylum seekers get the jobs that no one else wants. In Spain, asylum seekers can obtain a work permit only when they have found a job (and the permit is only valid for that particular post). Employers are also reluctant to hire asylum seekers and to invest the time and effort it takes to train them as they see them as temporary residents who may have to leave the country at any given moment.

Some Member States are experiencing skill shortages in certain sectors, for example, Denmark and the UK are experiencing a shortage of doctors and nurses. Suitably qualified asylum seekers can fill these gaps. However, asylum seekers with medical qualifications often need to request formal accreditation of their skills and qualifications. In the UK, for example, the process is very lengthy, expensive and time-consuming, which can cause significant delays in access to employment and entail considerable costs. 

In Member States prohibiting employment for asylum seekers, there are opportunities for traineeships and work shadowing placements which can help an asylum seeker become familiar with working norms and gain valuable experience. Employers can sometimes be reluctant to offer such possibilities to asylum seekers, as they are often unaware that this is legal. For example, in the UK, employers very often they do not know enough about legislation in force and often believe that they could be fined for offering an unpaid traineeship to an asylum seeker.

2. EQUAL approaches to getting asylum seekers into employment

Around 75% of the DPs in Round 1 of the EQUAL Asylum Seekers Theme included measures to help asylum seekers gain access to the labour market, either through formal employment or other types of work experience. This included a wide range of activities, such as career advice and orientation, CV and portfolios development, vocational training programmes and language courses.

In addition to preparing asylum seekers for the labour market, many DPs also established contacts with the “demand side” of the labour market, i.e. employers, employer organisations and other actors to ensure a smooth transition into employment. Other important partners were those that had the power to “refer” and place asylum seekers with companies and those that acted as “middlemen”, thus mediating and lobbying for their clients.

The interviews and study visits conducted showed the high level of commitment, creativity and flexibility of DPs to develop and organise all kinds of work experience for asylum seekers despite restrictive national policies and overall reluctant attitudes towards their integration. This section reviews the different approaches taken for building relations with employers and provides an overview of the main achievements and impacts.

Around one third (29%) of the DP representatives interviewed had previous experience with the labour market insertion of asylum seekers, whilst another 50% had some relevant experience, which appeared to be mainly related to reception and support to asylum seekers rather than their socio-vocational integration. The latter was often not only a new theme for the organisations involved, but also for the territory / sector covered by the DP.

In this regard, many of the actors involved emphasised the high innovative nature of their activities and the fact that they continuously needed to “make the case” for their particular group of beneficiaries. Many of the DPs had not even estimated any potential results or outputs in relation to labour market insertion of asylum seekers, as they had, at the start of the project, strong doubts whether they would manage to achieve this at all.

Through their activities, DPs managed to build strong and useful relations with a wide spectrum of actors relevant for getting asylum seekers into employment. Clearly all projects included the participation of employers (public and private sector) and most (64%) worked together with public employment services. Strong links were also created with regional and local authorities (43%) and training institutes (43%). Other relevant actors cited included employer organisations (e.g. Confederations), employee organisations (e.g. trade unions) and, interestingly, other types of employment services (e.g. private temping agencies) to ensure job referrals. One DP also included cooperation with the Chamber of Commerce.

2.1. Overview of approaches and practices

The approaches and tools developed by the DPs to involve employers into their activities varied greatly, as well as the work experiences organised for the asylum seekers taking part in the project. This section reviews the different experiences – Annex B to this paper includes a summary table setting out the specific responses for each of the interviewed DPs.

Different approaches to engage employers

DPs applied a wide range of approaches to engage employers and to convince them of the benefits of hiring asylum seekers. Most projects (57%) indicated that they used mediation, which usually consisted of individuals approaching employers directly, providing them with information on the DP and convincing them to participate. The face-to-face method appears to have been very successful, especially when undertaken by persons employers believe to be “credible”. One DP for example used retired managers as middlemen, who were able to make use of their old networks to obtain internships for asylum seekers.

Other approaches often cited included lobbying, campaigning (all 50%) and networking (57%). DPs also experimented with more formal approaches, such as signing agreements with actors (43%) committing them to hiring a certain number of asylum seekers, or to ensure their placement in companies. DPs also used events, such as conferences, seminars, information sessions and press sessions to raise awareness and attract employers (21%). When discussing press involvement, a number of projects commented on the often quite negative media coverage, which can only be changed by clearly explaining the situation of asylum seekers to journalists.

DPs also made use of cultural expression, such as theatre and music, to engage actors. Two DPs linked their activities to wider territorial strategies, such as the Territorial Employment Pacts, for reaching employers. Other approaches mentioned included mailings and door-to-door actions.

Employers committed to EQUAL Asylum Seekers for different reasons. For those from the private sector, one of the primary grounds for hiring asylum was related to economic interest, often because of labour shortages in general or the shortage of specific skills. However, increasingly employers also consider  corporate social responsibility as a key incentive for hiring those that may have more difficulties to enter the labour market. The interviews showed that many employers were interested in employing asylum seekers for humanitarian reasons, for the purpose of enhancing cultural understanding and with the aim to ensure increased diversity in the workplace. 

Tools used for convincing employers to hire asylum seekers

Once the first contacts and broad agreements with the employers and other relevant actors had been concluded, the DPs focused on the selection and promotion of individual or groups of asylum seekers to be proposed to the different companies and organisations. Nearly all of the interviewees mentioned that they had helped asylum seekers to identify, describe and present their skills and qualifications, by developing CVs, portfolios and skills audits (86%). Such activities were undertaken through individual sessions with asylum seekers, in workshops and through self-assessments. The profiles were sent to interested employers, or presented by mediators and/or the asylum seekers themselves.

Another successful tool was the development of so-called matching systems (mentioned by 36%), combining demand for labour with offers. In a few cases, specific databases were developed storing asylum seeker profiles and company job adverts. These databases were accessible online to ensure a wide user access. However, other types of matching included more face-to-face approaches, such as the organisation of “recruitment fairs” and other types of meetings where employers and potential employees could come together.

Employers and related organisations seemed to have been much more “at ease” when convinced that they would not have the sole “responsibility” for the newly hired person, and were not “alone” when having to deal with administrative, cultural, linguistic or other problems that could arise. For this purpose (and of course in order to support the asylum seekers), 43% of the DPs proposed accompanying activities such as mentoring / tutoring, language assistance, etc. Where required, DP staff helped asylum seekers to obtain the permits necessary for accessing the labour market, as the often very bureaucratic procedures would have only discouraged the employers, had they been made responsible for this.

Referral and mediation (agencies) were used by 14% of the interviewees. Mediators would, either in the company of asylum seekers or by themselves, visit employers to discuss their needs (in terms of skills, qualifications, etc) and to propose specific profiles available within the project. DPs sometimes proposed short trial periods for asylum seekers so that employers could first see how whether they matched their expectations on the work floor. This however raised issues of social security and liability, as such experiences are often not agreed contractually.

Information packages, explaining the legal and social situation of asylum seekers and providing guidance as to the various procedures to be followed for hiring them were also developed by 14% of those that were interviewed. Other tools mentioned included the organisation of study visits to companies and the organisation of meetings with employers and related actors.

The DPs emphasised that in order to convince employers, it was essential to be realistic about the potential employee(s) and to not exaggerate their language or technical skills as this would only lead to disappointments and decreased interest in hiring further asylum seekers. Also, asylum seekers should not be “victimised” when being presented to employers: many DPs commented that they should be hired for their skills and potential, and certainly not out of pity.

Type of work experiences provided to asylum seekers

Most of the work experiences accessed by asylum seekers concerned traineeships, internships and on-the-job training (86%). The nature of these work experiences varied greatly in terms of duration and scope. In general, short-term training (a couple of weeks) in the work place was usually part of a wider vocational programme, prior to accessing “real” employment. In a few cases, short-term internships were used to convince employers to hire the respective asylum seeker (e.g. in Greece). Long-term traineeships were either meant as a thorough preparation period for a job requiring specific skills and experience or, to some extent, meant to “compensate” for access to the labour market being prohibited.

However, 64% of the interviewed DPs indicated that they helped asylum seekers to access “real” employment opportunities. Sometimes, as indicated above, traineeships were used to up-skill participants or to show their capabilities to hesitant employers. Other forms of work experience, such as job-shadowing and voluntary work were less frequent (both 7%). DPs also referred to activities helping asylum seekers to becoming self-employed.

The types of jobs and work experiences offered varied but most were temporary/seasonal or in areas experiencing shortages of manual, low-skilled staff. However, some DPs were able to create new employment opportunities specifically geared towards asylum seekers, making the maximum use of their cultural backgrounds and language skills. A minority of the projects addressed the highly-skilled, such as doctors and engineers, but their experiences are showing some very positive results in terms of asylum seeker integration.

2.2. Inputs and outputs

The survey undertaken among the DPs included a section inputs and outputs, a summary of which is presented in this section. Table 2 below includes the information on each of the 18 DPs (14 interviewed by phone and 4 visited) – an elaborated version of this table is included in Annex C. The DPs were not always able to provide the figures asked for. It has been indicated when this has been the case.

Financial and human resources

Only 39% of the projects interviewed were able to provide some kind of figures on financial resources devoted to the activities described. Based on the information given, it has not been possible to draw any general conclusions other than that no conclusive reporting on how high the financial resources devoted to this part of the activities was undertaken. Often the activities were part of other modular work, and only an estimation of human resources has been possible to make.

Two of the DPs reported on costs per asylum seeker taking part in the activity, which ranged from about €200 to €500 per person. Two of the DPs also provided the costs of the staff working on the project and helping asylum seekers access work / work experience, which was around €120,000 (3-4 persons full-time equivalent including transportation costs). One project also mentioned the costs of the module in which the work was included, which was €771,129.38. Otherwise the DPs were not able to provide this kind of information.

In 40% of the projects, the equivalent of 3 full-time persons were working within this part of activities. However, often not all of their time was devoted to helping asylum seekers find jobs or work experience. In many cases, the time allocated was per asylum seeker and it was difficult to say how much time was spent on what. A few projects have, however, estimated that perhaps half of the time of the employees was devoted to such activities. This varies, though, depending on the size of the project and the number of asylum seekers involved. It also depends on the focus of activity. In some cases getting asylum seekers into employment is only a small part of activities, which are more targeted on preparation training or language courses. In general, it appears that DPs dedicated between a minimum of 2 and a maximum of 4 Full Time Equivalents to employment activities.

Number of employers involved in the activity

More than 60% of the projects had involved more than 50 employers and of the total number of DPs, 25% had involved 100 employers or more. The number of employers involved ranged from 10 to 110. This figure was often in direct relation with the number of asylum seekers involved in the activity who had accessed employment or some kind of work experience. This indicates that often, employers did not hire groups of asylum seekers, but hired them on an individual basis. 

Numbers of asylum seekers 

Taking part in the activity

The DPs reported that 12 to 1,166 asylum seekers took part in the activities for getting them into employment, totalling 4,399 for all interviewees. With regard to the higher numbers, this often concerned the number of asylum seekers who took part in (modular) preparation courses. Concerning the smaller number of asylum seekers, this was generally consistent with the number of asylum seekers who actually accessed work experience or employment. There was usually a rather high discrepancy between the high numbers and persons actually accessing jobs / work experience.

Accessed employment / other work experience

10 to 500 asylum seekers per DP accessed employment or some kind of work experience through EQUAL activities. The total number indicated by the 15 DPs taking part in the survey was that 1,587 jobs / work experiences had been obtained. There is an indicative number that around 400 of these were “real” jobs (though it was not always specified by the DPs what kind of jobs / work experiences were accessed). Concerning this number, it is important to keep in mind that asylum seekers are not allowed to work in all Member States and that the figure reflects this to a certain degree. Many of the DPs also reported that accessing an internship often led to employment, but there is only partial reporting on the number of such cases.

Still in employment (outside the activity)

61% of the DPs were able to report on the number of asylum seekers in employment outside DP activities, which reflects the degree to which they are undertaking follow-up activities. In many cases the number of asylum seekers in employment outside activity dropped significantly from the number of asylum seekers that had been stated as having accessed work / work experience. There is also a correlation between smaller numbers of asylum seekers having accessed work / work experience through DP activity and the probability of staying in employment. When higher numbers (between 80 and 100) were mentioned, 20% or less were reported as being still in employment outside DP activity, whereas the numbers were almost 100% when the DPs dealt with smaller numbers of asylum seekers (10-15).

Gender proportion

All of the DPs that had reported on the number of asylum seekers involved in activities / accessing employment or work experience were able to also indicate the gender and age distribution. Around 60% of DPs indicated that the number of women was 20-30% of the total number of beneficiaries, while the remaining DPs reported that there were an equal number of men and women involved. Not one DP reported that there were more women than men in the activity. However, one DP mentioned that when they had noticed that more men than women participated, they had given priority to female asylum seekers who were interested in taking part. Through this “positive discrimination” they had been able to revert the trend and to achieve an equal number of men and women. Most DPs also noted that the gender balance reflected the actual share of women and men requesting asylum in their territory.

Age distribution

Most of the DPs dealt with asylum seekers between 18 and 50 years of age. The majority were reported as being 20-30 or 25-35 (depending on how the DPs reported on age distribution) – it was in most cases confirmed that this reflected the average age distribution of asylum seekers entering the country. Some DPs specifically focused on certain age groups such as asylum seekers under 25 etc.

Relationship between anticipated and final inputs and outputs 

Concerning indications on whether the inputs and outputs were higher or lower than anticipated, certain patterns of (perceived) results could be identified:

Inputs

· 27% of the DPs indicated that the inputs and outputs had been similar to what had been expected.

· Inputs with regard to both human and financial resources were higher than initially expected by one third of the DPs. However, several of the DPs reported on so-called “snow-ball” effects, i.e. due to higher financial and human inputs at the beginning of the project they had been able to include more asylum seekers and the results were overall positive.

Outputs

· The number of asylum seekers involved in DP activities was in a number of cases (33%) higher than anticipated, and many DPs indicated that there had been a high level of interest among asylum seekers to take part in their activities. However, it had not always been possible to include everyone.

· The numbers of asylum seekers actually accessing work / work experience were lower than had been anticipated by 20% of the DPs. Some DPs mentioned that this was due to legal changes that were introduced after the project had started which restricted asylum seekers’ access to the labour market.

Table 2 – Inputs and outputs on getting asylum seekers into employment
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Austria

Don’t wait

100 584 89 Not provided

25% female, 75% 

male

 25-45=450, 

<25=123, >45=26

EPIMA

80 80 10 10

25% female, 75% 

male

 Under 25 years.

Belgium

 SAMIRA

54 contacted by the DP 36 10 Not provided

50/50 in cookery 

courses, no 

females in tiling 

course

70% between 25 

and 35

Denmark

Want2work

50 private and public 

sector companies (from 

small to big) are involved. 

The majority are small 

private companies 150 persons

15 are employed as 

doctors, the others are 

involved in internships The 15 doctors 15-20% are women

Between 17 and 

50. The majority 

are between 20 

and 30

Finland

Becoming visible

30

About 900-1000 

(taking part in 

courses etc) 80 40

 Most asylum 

seekers are male in 

Finland, however 

the project share 

was equal.

Most around 28-30 

old. Between 20-

50

Germany

TransSPuk

60 Institutions 26

All 26 are doing 

internships Not provided 50/50

22-55, the majority 

aged 25-35

QUASIE

Around 100

Activity being 

modular courses: 

1,166

115 accessed jobs 

(some part-time). 72 

persons accessed 

traineeships Not provided

 More men (no 

numbers available)

Above 50 3%

40-49 13%

30-39 41%

20-29  30%

15-19 13%



Fluequal

15 for internships, 12 for 

employers.

55 took part, 35 

finished courses, 15 

did internships

12 of the 15 doing 

internships were hired 

afterwards 11 9 men, 2 women

Qualification 

measures for 

asylum seekers 

and refugees in 

Hamburg

90 80 80 60

70 % male, 30 % 

female 17-25 years

 Saarländische 

Entwicklungspartn

erschaft 

Asylbewerber 

(SEPA) 

60 93 93 10 to 15 30% female

16-19=4%           

20-29=43%           

30-39=38%           

>40=15%

Greece

Anadrasis

110

          312

77 52

25% female, 75% 

male

80 % are between 

25-45, 15% are 

younger than 25 

and 5% older than 

50 years old.

Italy

Integ.R.A

Not provided Not provided 84 15

16.5% female- 

83.5% male

Mainly between 20-

30 years

Asylumisland

Estimated around 150 

employers interested, of 

which around 90 received 

trainees Around 150 Around 90

Unknown. The 

majority extended their 

traineeship but is not 

allowed to work.

Around 95% male, 

corresponding to 

actual share

Mainly between 20-

30 years

Spain

ENEAS-EQUAL

15-16

60 (a total of 4 

courses) 45-50 Not being monitored

65% male, 35% 

female

Mainly between 18 

and 24, but also 

high share of 

women between 

35-49

Sweden



2.3. Results and outcomes

All DPs noted the very positive effects of getting asylum seekers into employment or into other types of work experience, both in the short and longer terms. Annex D to this paper includes a summary table setting out the specific responses for each of the interviewed DPs.

Impact on employers

When discussing impact on the company or organisation, most DPs (71%) mentioned that the employers were genuinely interested and willing to hire more asylum seekers after their first experiences. This shows that the initial reluctance to hire asylum seekers can be relatively easily overcome, as it is caused by “ignorance” and lack of awareness rather than by racism or sheer unwillingness / disinterest. It also testifies the overall success of EQUAL in promoting the socio-vocational integration of asylum seekers.

Company environments changed because of the presence of asylum seekers. In 64% of the cases DPs indicated that employers and staff changed their perception of this disadvantaged group, thus gaining a better understanding of their situation, and that a process of intercultural learning was initiated (57%).

A lower number of DPs reported that employers were willing to offer permanent contracts or contract extensions to asylum seekers once they had started working for them. This is partly due to the fact that, where no “real employment” was accessible, traineeships were only for a determined period. Other reasons mentioned include the seasonal character of many of the jobs and the fact that asylum seekers with a negative decision often had to stop working.

On asylum seekers

DPs perceived that asylum seekers mainly gained in terms of linguistic ability and professional skills (mentioned by 93% of the interviewees) and in terms of integration and empowerment (71%). Having a job is considered key for successful integration, as it puts people in direct contact with the new society and enables them to create “social networks”. 

Other impacts mentioned included increased self-confidence (43%), increased independence, motivation and intercultural learning (21% each). Having something to do, either in the form of work or work experience was considered extremely valuable by the asylum seekers. The DP project workers indicated that accessing employment / work experience also led to improved mental health and reduced isolation (both 14%) among asylum seekers as well as improved social skills (7%). Many of these positive impacts could be regarded as contributing to the empowerment of asylum seekers. 

Other impacts and outcomes

Impacts and outcomes on the wider society were in general perceived as difficult to estimate by the interviewees. However, 86% were of the opinion that impacts on the local community were visible. Some mentioned that even such small incidences as seeing / meeting an asylum seeker on the bus on the way to the workplace could have an impact. Other examples included having lunch with colleagues in local restaurants and being able to get an apartment in areas where not only asylum seekers live. 50% of the DP staff indicated that this had led to reduced xenophobia / racism.

64% of the interviewees also stated that there had been positive impacts on reducing skill shortages. For instance, many asylum seekers arrive with a knowledge of languages which are not common in the new society, manual skills in fields where there are skill shortages, as well as cooking skills of foreign cuisines which the inhabitants in the host society are not familiar with. 

Being able to access a job through EQUAL can also help reduce the black economy. 57% of the projects were aware of such impacts. They also mentioned that asylum seekers were extremely happy when they were able to access legal jobs and that they clearly preferred this to illegal work – not the least because they risked being caught and expelled for working on the black market. Accessing work also has positive impacts on self-reliance, and when asylum seekers are able to work and earn their own living, they are less dependent on the host economy, which leads to reduced welfare costs. Such impacts were mentioned by 29% of the DPs.

29% of the DPs also mentioned impacts on policy and practice because of the project work. Some of these impacts occur through the involvement of relevant actors in DP work as strategic partners, while impacts are also the result of the organisation of specific activities for this purpose, e.g. seminars, newspaper articles, invitations to visit the project etc. This had also led to an improved attitude in the administration, according to one DP. However, most policy impacts noted related to local and regional politics rather than to national agendas.

Accompanying and follow up activities

Not all DPs undertook any accompanying or follow-up activities to assess results, outcomes and impacts. Those who had not included any such activities in their work during Round 1 recognised this as a deficit which they would change in future work. 

However, 71% of the DPs arranged coaching / mentoring for the asylum seekers as a way to monitor and assess their experiences. In some cases this was done systematically. For instance, if the asylum seekers were doing an internship, they spent four days at the workplace and one day in the project, writing reports, receiving coaching, learning terminology, etc. In some cases such activities were, however, not arranged on a regular basis but triggered by either the asylum seeker him/herself or the employer when problems occurred. The same was the case for counselling which was also provided by 64% of DPs. Coaching activities could also be provided to the employer. DPs offered, for instance, to visit employers and discuss the project if they wished, and they also organised coaching days at the project premises.

50% of the projects also provided linguistic assistance if necessary. 
3. Good practices in building relations with employers

The good practice section describes the main messages derived from practices in employer relations and provides detailed descriptions of the how the DPs that were visited put their practices in place. The full case studies are included as Annex E to this paper.

Good practice 1: Developing agreements with partners at strategic, “practical” and local levels to create a flexible and efficient framework for getting asylum seekers into the labour market, and as a method for ensuring direct and smooth access to jobs

DPs have established collaboration agreements with partners at “strategic” level, including relevant ministries dealing with asylum seekers, employment services, industrial and employer associations, thus achieving a general commitment and regulatory “flexibility” and efficiency towards labour market access of asylum seekers.

DPs have also been developing collaboration agreements at a “practical” level, comprising, for example, a triangle agreement between a reception centre, a training institute and an employer to find job placements for one or more asylum seekers. There are examples both of agreements with only strategic partners, but also mixed agreements where several layers are involved, i.e. from both practical and strategic levels.
The Spanish DP ENEAS EQUAL has established collaboration agreements with different local and regional organisations and institutions (public and private) with the objective to facilitate the access of asylum seekers to the labour market. The agreements have proven to constitute a successful method for achieving the socio-vocational integration of persons who intend to live in Spanish society. One example of such a collaboration agreement is as follows:

A collaboration agreement has been set up between the Federation for Entrepreneurs in the Hotel and Restaurant sector (FEHR), the Spanish Commission for Help to Refugees (CEAR, a partner in ENEAS EQUAL) and the DP. The aim of the collaboration was to get asylum seekers into employment in the hotel and restaurant sector. The partners agreed to develop training activities with a vocational focus in the hotel and restaurant sector and assist asylum seekers in finding employment. By participating in training, asylum seekers would obtain a Spanish qualification which would be useful for future work within the sector. 

According to the agreement, CEAR is in charge of selecting pupils for the courses, teaching one of the modules (relating to vocational training and orientation), and monitoring the job interviews of the participating asylum seekers and their access to work. FEHR on the other hand provides the theoretical-practical modules and co-ordinates and proposes employment opportunities in their partner organisations which are looking for workers. 

CEAR and FEHR are also involved in coordinating follow-up and monitoring activities (looking at results of job interviews, sending asylum seekers to new interviews etc.), and acting as intermediaries between the asylum seekers and the employers. 

The job interviews start already two weeks after the asylum seekers begin the training programme. This structure was agreed on since it takes about two months for asylum seekers to get their work permit. In the hotel and restaurant sector there is a high staff turnover and normally employers need workers to be able to start immediately, which meant that asylum seekers were often rejected because of the lengthy process to get a permit. Therefore, by looking for employment opportunities early in the programme and making the employers aware of the time it takes for asylum seekers to obtain a work permit, these obstacles were avoided.  In case a asylum seeker is selected, the process of requesting a work permit is started so that the asylum seeker is available right after completing the programme.

The practice has been very successful in providing asylum seekers with employment, and as a consequence there has also been a reduction in the number of asylum seekers working in the black market within this sector.

Good practice 2: Using highly skilled asylum seekers to address skills shortages (even where access to the labour market is not permitted)

In Member States where asylum seekers are not allowed to work, DPs have set up work experience/work-shadowing schemes which allow asylum seekers to gain valuable professional experience through a work placement with an employer which matches their experience and skills to the employer’s needs.

The Bridges Project is one such work experience/work-shadowing scheme operated in Glasgow, Scotland by the ATLAS DP which provides asylum seekers with valuable work experience while promoting cross-cultural learning within the local community and thus breaking down barriers. A description of the practice is provided below:

The Bridges Project is a work-shadowing scheme operated in Glasgow by the ATLAS DP. The aim of the project is to break down negative barriers between the asylum seeker community and employers and help asylum seekers to gain professional experience. Scotland is in a unique position in the UK because it is experiencing a skills shortage, its population is ageing rapidly and it has a low birth-rate. Approximately 65% of asylum seekers in Glasgow are educated to degree level or above and have a wide range of skills. Before coming to the UK, they worked as academics, managers of companies, surveyors, engineers, architects, accountants, office and catering staff, etc. Many are also highly-skilled artisans. 66% of asylum seekers are granted permission to stay and a lot of them decide to settle in Scotland.

The work-shadowing scheme is open to all asylum seekers awaiting a decision on their asylum claim. Participants need to have a reasonable standard of English to participate. Asylum seekers learn about the Bridges Project through different referral points (i.e. the Scottish Refugee Council or other voluntary organisations and colleges throughout Glasgow), or word of mouth. The work-shadowing placements are in the following fields: medicine, teaching, building/engineering, administration, legal and financial, amongst others. 

The Project sends tailored letters to potential employers explaining the work-shadowing scheme. Word of mouth seems to work very well, especially in the public sector, as local authorities are influenced by what other local authorities do, as are health boards. Once a few employers decided to participate, this had a domino effect with many others wanting to take part. The companies who sign up tend to have a strong sense of corporate social responsibility or see the scheme as a way of achieving ethnic minority targets or addressing skills shortages. The project managers also speak at conferences and events to promote the project. The project is very good at getting media coverage of their work.

When an asylum seeker contacts the Project, an informal meeting is set up to discuss their skills and qualifications, previous work experience, and expectations. A database has been set up with information on participants’ occupational qualifications, the number of years of experience, etc. which is used to match candidates with employers. The project managers know the asylum seekers well and are able to recommend candidates with suitable qualifications. Placements usually run for 12 weeks with a minimum participation of one day a week. Participants can take part more than once a week if they wish, in agreement with the employer. Support is provided to the participants in the form of an allowance which covers the cost of travel fare and lunch. The project is examining ways to give asylum seekers who complete a work-shadowing placement formal accreditation should they wish to undertake formal study or to demonstrate to future employers that they have work experience.

Through the work-shadowing experience, participants have the opportunity to learn about local work habits and cultural differences and gain valuable professional experience, which prepares them for future employment. Asylum seekers have reported feeling glad to be able to access their professional field and to have some control over their lives again. There is evidence that asylum seekers who are learning English and participating in a work-shadowing placement show rapid progress and are highly motivated to continue with their professional development. The placements also provide an opportunity for asylum seekers to access places outside their immediate neighbourhood and enter in contact with the wider society. By working alongside asylum seekers, the local community has had an opportunity to learn about different cultures and the plight of asylum seekers, thus changing public perceptions and attitudes. All but one of the employers who offered a placement to an asylum seeker through the Bridges Project have been willing to repeat the process and take on more placements. After gaining refugee status, some participants have found employment as a result of having taken part in the work-shadowing scheme and sometimes with the employers with whom they have shadowed.

Good practice 3: Developing traineeships and other forms of on-the-job training to keep asylum seekers active and raise awareness

Where national legislation prohibits access to employment, many DPs have found alternative ways of getting asylum seekers into work, which has proved to be of great benefit to both the local community and the direct beneficiaries.

For example, whilst in Italy asylum seekers are not allowed to work (due to the conditions in relation to the asylum application rather than due to an explicit ban from the labour market), the two Round 1 DPs active in this country made use of a specific piece of legislation setting out conditions for traineeships. This enabled asylum seekers to acquire new skills, work and become self-sufficient at the same time, without having to enter the black market under working conditions which are in most cases unreasonable and underpaid.

	The Asylumisland DP is active in three different provinces in the South of Italy, which together constitute the main arrival points of asylum seekers and other immigrants coming from the overseas Mediterranean regions. The processing of an asylum application takes on average more than one year, but asylum seekers only receive some form of subsistence covering a period of 45 days. In order to address the issue of asylum seekers suffering from poverty or entering the black labour market, the project developed a scheme for organising traineeships which are, in reality, paid at the same level as “real” employment. 

The scheme consisted of the following steps:

· Promoting the DP and approaching companies through a mailing, seminars, meetings and other activities.

· Signing formal agreements between the relevant provincial department for employment and employers confirming their commitment to providing a traineeship to a pre-established number of asylum seekers.

· Training and appointing tutors responsible for direct liaison with employers on individual cases, undertaking a preliminary skills assessment of the asylum seeker, preparing asylum seekers for their work experience and accompanying them throughout it.

· Provision of orientation courses to asylum seekers as preparation to their traineeships, including an introduction to Italian society and culture, legal information and language training (120 hours)

· Developing individual traineeship projects with asylum seekers and employers, including a clear “job” description, skills expected to be acquired during the traineeship and mutual obligations. This would include the appointment of a mentor within the company hosting the asylum seeker. The traineeships were for a total of 400 hours and could be extended once.

· Regular “monitoring” of the traineeship experience, including meetings with the asylum seeker, mentor and tutor on a weekly basis and a final assessment at the end of the traineeship period.

· Issuing of a certificate certifying the skills gained by the asylum seeker, as well as stating the activities carried out, the duration, etc.

The practice developed by the DP was highly successful. Whilst initially employers were very reluctant to participate, the first satisfied “pioneers” ensured a high level of “word of mouth” promotion. In total, around 150 asylum seekers took part in the traineeships and nearly 100 different employers requested trainees – a demand so high that it was not always possible to find appropriate trainees. Sectors covered included construction, agriculture, tourism, services, production, food and beverages, etc. The traineeships offered were mostly for the low-skilled, although in some cases trainees were taught very specific handicraft / artisan skills such as wood and stonework.

One of the most striking project outcomes concerns the effects on the local community. By having asylum seekers working in small towns and rural communities, local people were in direct contact with the newcomers and learnt about their situation and background. This truly “opened their hearts” as many helped the asylum seekers in finding housing and furniture, and organising transport to and from their workplace.


4. Conclusions and recommendations for involving employers

These recommendations are aimed primarily at practitioners, i.e. DPs and other support structures. 

In conclusion, the EQUAL Asylum Seekers Theme provides proven evidence of the positive effects of involving employers and related actors in order to get asylum seekers into employment. Not only were most employers and other organisations hiring asylum seekers interested in hiring more beneficiaries and willing to offer contract extensions / permanent contracts (where legally possible), the participation of asylum seekers in the workplace led to changes in perception and intercultural learning. In short, many employers started to consider the issue of hiring asylum seekers “business as usual” rather than something as exceptional or simply impossible. Such a change in attitude was particularly evident in areas and sectors experiencing skills shortages.

The positive effects that were a result of the DP activities were not limited to the individual companies: other actors involved in employment activities, such as training institutes, agencies / authorities providing work permits, employment services, etc also became aware of the benefits of enabling asylum seekers to access the labour market and often adopted a more collaborative, flexible and open attitude. This was also beneficial for the employers as it led to a better compliance between the provision of training and their skill demands. When looking at wider impacts on the community, effects noted included reduced racism / xenophobia, reduced reliance on the host society in terms of welfare costs, and lower numbers of asylum seekers working on the black market. 

Building relations with employers and other actors relevant to getting asylum seekers into employment can, however, be a difficult exercise, as it requires persuasion, trust and commitment. The process described in the previous sections distinguishes the following key steps for involving employers:

1. Convincing employers:

Promoting the concept of providing jobs and other forms of work experience to asylum seekers, thus convincing companies and other organisations in general that hiring asylum seekers is possible, useful and of interest.

2. Committing employers

Encouraging employers to make a commitment to supporting asylum seekers by promoting corporate social responsibility in enterprises. Presenting individuals or groups of candidates to specific potential employers (e.g. through meetings, databases, interviews, etc) with the aim to obtain concrete work placements.

3. Continuing collaboration with employers

Ensuring a satisfactory work period during which both the asylum seeker and the employer feel assisted and supported, including preparatory activities, monitoring, assessment and follow-up.

The paper shows that the approaches developed by the DPs to the above phases are varied, in terms of resources required, results and outcomes. Overall, the results are, however, very encouraging as is evidenced by the many positive outcomes of the EQUAL activities within this area. The involvement and participation of employers and other relevant actors has a significant impact on the integration of asylum seekers. In very practical terms, all beneficiaries taking part in some form of work experience gained in terms of socio-cultural, linguistic and vocational skills. But more importantly, asylum seekers became “active” members of society, which led to a range of “soft” impacts such as increased empowerment, self-confidence, motivation and independence.

However, whilst successful examples managed to influence local and regional policy and practices, they have so far failed to reach national agendas. The very innovative nature of many practices made most DPs primarily focus on “getting things up and running”, rather than on conveying the positive messages emerging to a potential policy audience. Where DPs made an effort to reach national politicians, they often encountered a certain level of “disinterest” and / or political tendencies which seemed to contradict what was being achieved through EQUAL.

The recommendations deriving from the research undertaken as part of this paper are meant to inform practitioners working with asylum seekers or other disadvantaged groups (such as DPs and other support structures), with a particular view of Round 2 activities. They are organised according to the different “phases” that have been identified as being key milestones in the process of involving employers and getting asylum seekers into employment.

1.  Convincing employers - Contacting employers and other partners and establishing agreements 

· Promotional activities to convince employers should include direct contact with asylum seekers

By putting asylum seekers in direct contact with employers, for example through the organisation of meetings (either in groups or on an individual basis), both parties can get a better idea of each others’ expectations and mutual interests. Direct contact not only creates a better understanding of the skills and competences asylum seekers can bring to the work floor, but also contributes to a higher awareness of the situation they live in.

· Organisations representing employers can reach a much higher number of companies and have more “credibility”

Whilst it is certainly useful to involve single employers, employer organisations have a much wider reach and are highly “credible” towards their members. Several examples show that their involvement can reduce initial reluctance, especially in those cases where these organisations, to some extent, “guarantee” the potential employees’ qualities by undertaking a first selection of job applicants or by providing them with preparatory vocational training.

· The use of other “credible” actors also favours the promotion of asylum seeker employment

The study showed that other actors could also help to get employers involved in providing asylum seekers with jobs and on-the-job training, especially where they can access “networks” of contacts. A key issue is their “credibility”: employers should consider their involvement a confirmation that the proposed schemes are realistic and beneficial to their business. A particularly interesting example mentioned was the activation of retired managers promoting asylum seeker employment by liaising with their old business contacts and by accompanying asylum seekers to meetings with potential employers.

· Continuous face-to-face mediation and lobbying

As a general point, the promotion of asylum seeker employment requires continuous efforts and liaison. Employers who even seem remotely interested should be kept informed on an ongoing basis, in order to “keep the momentum” and to stimulate their commitment. Examples of such continuous lobbying included regular visits to companies, mailings and the organisation of events providing information on the DPs.

· Positive media coverage

Media involvement is essential to disseminate information on project activities and to involve new partners. DPs that actively focused on press coverage found this a very useful and beneficial way to reach a higher number of actors in a wider territory. It is important however to ensure that the right messages are conveyed on asylum seekers, thus avoiding “victimisation”, giving realistic information and concentrating on their potential and motivation to get a job.

· When approaching employers, information on asylum seekers should be clear and detailed

Employers should be provided with clear and detailed information on the contextual, legal and procedural situation, with a particular focus on preparing them for the administrative process to be followed (and the potential obstacles to be met). If such information is not provided, employers will be tempted to “give up” after the first negative bureaucratic experience.

· When setting up strategic agreements, it is important to ensure that all partners can commit to their content

Agreements between partners arranging roles and responsibilities, as well as tasks, should be realistic and not go beyond the “mandate” of the different organisations involved. It is therefore important that all partners agree on draft versions and check this with their potential superiors. It is equally important to ensure that the partners involved have the power to make “independent” decisions on the basis of the agreement (instead of having to go back to their superiors for even minor issues).

· Involving other strategic actors, such as public employment services and other agencies responsible for example for organising work permits to smoothen and speed up procedures

The strategic involvement of actors dealing with the administrative processes for work, residence, and other types of permits can substantially speed up the necessary requests and applications. In addition, their involvement in a few cases, also made their attitude more open” and “flexible towards potential ways of getting asylum seekers into employment.

· Using arguments that appeal to companies and employers

Different countries, contexts and sectors require different arguments, depending on cultural, social and labour market factors. These can relate to the particular skills of the asylum seekers that are being promoted, refer to upcoming seasonal labour or to arguments such as corporate social responsibility and cultural diversity, which is increasing in importance (e.g. in relation to certificates that companies can obtain stating that they are good employers, etc).

2.  Committing employers - Obtaining work experiences for asylum seekers

· Making a good first selection

It is important to make sure that a good first selection is made of asylum seekers with a high potential for success, as the first “pioneers” will determine the further interest of the employers to offer employment to other asylum seekers. In order to best match the asylum seekers with the jobs that are on offer, it is useful to involve the employer or possibly employer organisations, training institutes etc in the selection process.

· Helping employers with administrative procedures reduces obstacles

A major obstacle to employers is often the administrative process they have to go through to offer a job or work experience to asylum seekers. Companies don’t have time to accompany them to the relevant authorities or to complete long and complicated forms. It is therefore important that DPs include practical and administrative help (e.g. filling in papers, going to appointments with authorities, etc) to employers, making it easier and much more attractive to them to hire asylum seekers. 

· Presenting workers, not victims

When presenting the case for employing individual asylum seekers, it is essential to ensure that the message that is being conveyed does not focus on the need to help a “victim” but on the potential benefits this person can bring to business and society.

· Being realistic about abilities

When proposing individual asylum seekers for interviews their skills and qualifications should not be exaggerated, as this will only lead to expectations being disappointed on both sides. The presentation of asylum seekers works best when they can bring a clear CV, portfolio or results of a skills audits testifying their competencies, and providing a clear picture of what they are able and unable to do.

· Communication is important

Asylum seekers should at least speak the host country language to a decent level, so that they can understand simple instructions. The impossibility to communicate will cause incomprehension and irritation with both the asylum seeker and the employer.

· Employers and asylum seekers should be made aware of cultural differences

Asylum seekers may initially have difficulties in understanding the company culture and general “habits / practices” of the working society. It is useful to prepare employers that these differences may lead to some initial difficulties which can be overcome by providing clear information to both parties as to expectations and rules. Orientation courses make asylum seekers understand the requirements of the new labour market environment

· Ensuring a good match

It is important to match asylum seekers with work experience matching their interests and existing skills, where possible. It may be de-motivating for the very highly skilled to only receive low-skilled job placements, or for those with an interest in handicrafts to be placed in the agricultural sector. Clearly the availability of jobs is a determining factor but asylum seekers should be made aware of the existing limitations / gaps in the offer of labour and possibly have some choice as to where to work.

· Matching tools help to convince employers

Matching tools strongly helped to persuade employers that they were receiving the most appropriate workers. Online databases, recruitment fairs and other types of meetings where asylum seekers and employers can discuss their expectations and needs, are some examples of approaches developed by DPs.

· Take into account other issues, such as housing and childcare

In some Member States, it may be less difficult for asylum seekers to access employment, but they lack certain basic issues such as housing, mobility and childcare. Clearly a person without proper housing (or even living on the street) cannot concentrate on his/her job. When setting up actions to getting asylum seekers into employment, these issues should be taken care of.

3.  Continuing collaboration with employers - Ensuring regular liaison before and after the work experience

· Job descriptions should be created beforehand to avoid discrepancies and disappointments

Prior to starting the work experience / employment, the asylum seeker and employer should have agreed on a job description, which should state at least the role, responsibilities and tasks of the placement.

· Tutoring asylum seekers is essential to deal with barriers during the job placement

There are many examples of the very positive difference that tutoring makes before, during and as a follow-up to the work experience. Asylum seekers felt better prepared, supported and counselled in case of problems or questions, covering both practical (e.g. in relation to applications and permits) and personal issues (e.g. in relation to mental health and cultural problems).

· Employers should also have a liaison person

Employers should always have a contact person, such as a coach or a mentor, to discuss and deal with issues “beyond their control”, for example relating to cultural issues, procedural problems in relation to the asylum seekers’ status, etc.

· Monitoring and assessing the work experience

Many DPs requested asylum seekers to regularly visit their tutor or other person assisting them during the work experience, to discuss their impressions and progress. Some also organised a debriefing or final assessment at the end of the work experience. Both methods were very useful not only for the parties that were directly involved in the job placement, but also helped better planning and the organisation of future placements.

4.  Planning for the future

· “Things have only just started”

Many DPs commented that their efforts only started to pay off towards the end of their project. With the funding period ending, the number of interested employers and other actors keeps increasing, new work experiences are being offered and asylum seekers also know how to find the project. When creating similar interventions, it is therefore important to “plan” fund absorption beforehand to take account of expenses necessary to “stabilise” and mainstream the activities and to attract potential financers. 

· Accreditation to certify the work experience

Asylum seekers need some kind of certification testifying the work experience in terms of skills and competencies gained, both for their further integration and reintegration. A few DPs have been providing certificates but the extent to which these are widely valid (in and outside the EU) seems limited. 

· Ensure follow-up

It is important to ensure some follow up after the work experience, as asylum seekers are often very enthusiastic and have improved both their language and vocational skills – this also raises, to some extent, expectations. They should be, for example, helped to pursue further employment, to access vocational training or other activities that stimulates their further integration. 

ANNEX A: 
QUESTIONNAIRE – BUILDING RELATIONS WITH EMPLOYERS
	DP Name
	

	DP Number
	

	DP Country
	

	Respondent
	

	Telephone number
	

	Interviewer
	

	Time for interview
	


Part A - General questions

1. Please describe the national / regional context, in terms of

· Access to the labour market for asylum seekers (has legislation changed recently)?

· If asylum seekers are allowed to work, what are in your view the real chances for asylum seekers to actually find work? (how is the overall labour market situation?)

2. What kind of employment / work experiences did the DP provide to asylum seekers?

· Real employment (i.e. paid and with a “proper” contract part-time / full-time or temporary / permanent)

· Traineeship / internship / on-the-job training

· Job-shadowing

· Other) Please specify

3. Does your organisation have any previous experience / activities related to involving employers and other stakeholders, i.e. prior to the Development Partnership?

· Focusing on asylum seekers or other disadvantaged groups?

· What was learnt from that experience?

4. Please list what type of actors were involved in getting asylum seekers into employment?

· Employers?

· Employer organisations?

· Employee organisations (trade unions)?

· Public Employment Services?

· Other employment services, job centres?

· Regional /. Local authorities?

· Training institutes?

· Other? Please specify

5. What was the approach taken to involve employers and other actors?

· Mediation?

· Lobbying?

· Campaigns?

· Agreements with individual actors?

· Networking?

· Wider territorial or sectoral strategies?

· Other? Please specify

6. Was it difficult to get these actors on board? If so, what arguments did you use to convince them / what activities did you undertake?

7. What tools did you use for making employers and other actors “select”/hire specific (groups of) asylum seekers?

· CV / portfolio / skills audit?

· Matching systems (online or through organising meetings?)

· Referral / mediation (agencies)?

· Specific vocational training programmes?

· Offering “additional services” such as mentoring, coaching, language assistance?

· Other? Please specify

8. What obstacles were encountered in relation to their employment / work experience?

· Legal?

· Cultural?

· Procedural / institutional?

· Other? Please specify

9. Please describe impact on the employer (including other staff working in the company) and other actors getting the asylum seekers into employment, in terms of:

· Perception of asylum seekers / understanding of their situation?

· Intercultural learning?

· Willingness to hire more asylum seekers?

· Offering them contracts / contact extensions

· Other? Please specify

10. Please describe the impact on the asylum seekers, in terms of:

· Linguistic abilities and skills

· Integration and empowerment

· Other? Please specify

11. Other impacts:

· On the local community?

· Skills shortages?

· On policy? (local, regional or national)

· On practice?

· Reintegration?

· Welfare costs?

· Reducing black economy?

· Reduced racism / xenophobia?

· Other? Please specify

12. Overall, what were the strengths (success factors) and weaknesses of the practice?

13. What kind of accompanying and follow-up activities did you organise for the asylum seekers?

· Coaching / mentoring

· Linguistic assistance

· Counselling

· Looking for new / other employment opportunities after the work experience?

· Other? Please specify

Part B - Specific questions on inputs and outputs
14. Can you provide the total resources incurred for undertaking the above-described activities (financial and human resources – full time equivalents if possible)?

15. Can you give the total number of employers (companies) involved in the activity?

16. Can you give numbers of asylum seekers:

· Taking part in the activity?

· Actually accessing employment or another type of work experience as part of the activity?

· Still in employment (outside the activity)?

· Proportion of male / female?

· Age distribution?

17. Were the inputs and / or outputs higher or lower than envisaged? Would you know why?

18. Will your DP continue in Round 2 of EQUAL?

ANNEX B:
ACTORS AND APPROACHES TO GET ASYLUM SEEKERS INTO EMPLOYMENT
	Country and number
	DP Title
	Employment / work experience provided to AS
	Previous experiences of working with AS
	Actors involved to assist AS get employment / work experience
	Approach to involve employers / other actors
	Tools to make employers / other actors ‘select’ / hire AS
	Obstacles encountered in relation to AS employment / work experience

	Austria
	 
	 
	
	
	 
	
	

	AT-6-01/55
	DON'T WAIT - Jobs and Qualifications for Asylum Seekers!


	AS access to the labour market is mainly based on voluntary work (even if AS need to show evidence of their previous experience before getting this kind of work).

Sometimes real work is provided as well.


	The Integration House (NGO) has ten years of experience with AS. Its main objective is to advise AS and organise vocational training for migrants.

Exchange of information, good practices and experience between advisors.
	Mainly employers
	Campaigns (Module 4+Module 3b)

Agreements with individual actors

Networking (exchange of information and regional meetings)

Wider territorial or sectoral strategies

A lot of work was necessary to involve employers. However, it is important to note that the main obstacle does not reside in employers’ attitudes but in legislative constraints.
	CV / portfolio / skills audit

Offering “additional services” such as mentoring, coaching, language assistance

The DP offers German courses and coaching in the framework of advisory/counselling activities.
	Legal

Procedural / institutional

	AT-6-01/20
	EPIMA: Entw.partner​schaft zur Planung u. Durchführung von Integrations-maßnahmen
(DP for planning and implemen-tation of integration measures)
	Real employment (but very few  possibilities)

Traineeships / internships / on-the-job training
	Experience with AS, refugees and immigrants.

Learnt how to organise an information campaign for employers.


	Employers

Public Employment Services

Regional / Local authorities

Training institutes
	Mediation

Lobbying

Agreements with individual actors

Networking

Information campaign (description of the programme) by telephone and door to door.
	CV / portfolio / skills audit

Offering “additional services” such as mentoring, coaching, language assistance
	Legal

Cultural

Procedural / institutional

	Belgium
	 
	 
	
	
	 
	
	

	 Benl-01/EQ/5.X/001
	 SAMIRA
	Traineeships and real employment.
	Not the organisation itself but several individuals have worked with migrants and labour market insertion.
	Employers

Employer organisations

Public Employment Services

Regional / local authorities
	The tutors and other DP staff contacted employers directly. The DP on several occasions promoted its overall concept both informally and formally (meetings, cultural events, etc).
	The traineeships were aimed at getting asylum seekers into real employment – they were officially recognised by the Public Employment Service.
	Cultural, some AS had difficulties adapting to the company culture (e.g. rather rough environment in constructions sector)

Legal

	Denmark
	 
	 
	
	
	 
	
	

	DK-21
	Want2work
	Internships are organised in Danish companies and institutions.

Organisation of management workshops.

The DP also organises specific vocational training programmes, for example on the social health care system, followed by work placements, and workshops on starting a business.
	The Red Cross asylum department has always tried to organise traineeships for AS and meet with employers to encourage them to offer traineeships. But the problem was that sufficient resources were not available to do this on a large scale but only on a much smaller scale.
	Employers

Employer organisations

Employee organisations (trade unions)

Regional /. Local authorities

Training institutes

The National Board of Health helps with authorisations for work permits for doctors and nurses, etc. There has been some collaboration with training institutes.
	The approach taken is mostly lobbying work and networking via private, professional and semi-professional networks, meetings, workshops and presentations. The Confederation of Danish Industries and some of the trade unions have also acted as mediators by contacting companies directly.


	The DP runs CV development workshops. When an employer is interested in offering a traineeship to an AS, the most suitable CVs are forwarded to him/her. A web-based database has also been set up where companies can consult CVs, and AS can also add their CVs to the database.
	The maximum duration of an internship is 3 months due to legal restrictions.

Language barriers: AS need a good level of Danish to be able to do a work placement/traineeship.

Coordination problems. In order to participate in a traineeship, their contracts have to be changed and there’s quite a lot of bureaucracy involved. 

Bureaucracy/paperwork

	Finland
	
	
	
	
	
	
	

	FI-29
	Becoming Visible
	Real employment

Traineeship / internship / on-the-job training (short period of training - 10 hours, selected from reception centres and then through normal recruitment procedure)

Most jobs were part-time. 
	Some experience working with migrants. The focus was on developing new models for reception centres. Another activity was the “active job-hunting” scheme, including skills audits.

Awareness-raising is essential. A Finnish middleman is always needed to convince employers to hire AS, explaining their situation.


	Employers

Public Employment Services

Other employment services, job centres.

Some local PES did collaborate as they had a lack of seasonal employers. Private employment services have been collaborating.
	Mediation

Lobbying: Contacted employment offices around Finland to inform them of the project’s activities

Campaigns:  Involvement of employer organisations, in seminars and by publishing in their sectoral magazines.

The organisation of Employment Fairs, 3 in one reception centre and 2 in 2 other reception centres. The lists are provided by the employment offices that have helped to involve the employers.
	CV / portfolio / skills audit Provide people with very realistic information on AS.

Matching systems
	Cultural

	Germany
	
	
	
	
	
	
	

	 DE-EA-10276
	TransSpuk: Transfer von Sprache und Kultur in Gesundheits- und Sozialversorgung

(TransPuk: Transfer of languages and culture in health and social care sectors)
	TransSPuk is organising a 3 year qualification for AS which consists of two years theoretical education and training and one year internship. During the year, the AS will have internships in at least four different places (Institutions / Communes). 

In those cases where the status of the AS has changed at the end of the period, they should be able to get real jobs in the area.
	The Diakonie has worked with AS for 15 years, but previously focussed on providing counselling, which meant that this kind of theoretical education and training and internships, and “political negotiation” was a new field. 
	A trade union is an operative partner and has assisted in the project. 60 institutions in 18 Communes are also providing internship places to asylum seekers, for instance in social and welfare services, clinics and hospitals.
	The AS have internships in Communes / Institutions. 

To involve the Communes / Institutions, many different activities were undertaken: congresses were organised, information sessions were held, the DP sent them 2-3 selected press articles about the project, they invited representatives to visit the project and held “lectures” both at the DP and at the Communes / Institutions, they also organised theatres and seminars. 
	They sent them written information - letters about the internship, information about the curriculum of the theoretical education and training, the competence profile of the AS, certificate of German knowledge, ICT skills, CV and photo. They also organised an initial meeting between the AS and the Commune / Institute.


	Sometimes other AS / refugees they knew came to the social services where the AS worked and this created an uncomfortable situation when they had to deal with / find out about problems of people they knew. 

Other obstacles are legal problems. For instance one AS’s application has been rejected, but the DP workers tried to obtain permission for the AS to finish the education programme.

	 DE-EA-14345
	Netzwerk QUASIE - Qualification for Asylum-Seekers in Europe
	Some AS got part-time and some full-time ‘real’ jobs. The jobs were in most cases in the areas of handicraft, painting, cooking, waiting (waiter / waitress), hairdressing, building, baking, old people’s homes, sanitary jobs. Some also accessed so-called “Euro-jobs” (the workers receive 1.5 euro) which were originally meant as sentences for criminals. 

Traineeships were also accessed.
	The organisation had previously worked with migrants but not AS. The reason they started the project was because one person from the DAK Landesverband realised there was a huge deficit in providing services to AS and that something needed to be done.
	The local employment service served as a “mediation agency”. Other actors involved include the Chambers of Industry and Commerce and employer organisations.


	Staff started out by contacting employers they had been in contact with / already knew, and also looked for new employers who they contacted directly. The DP contacted the employers by telephone and then sent them letters specially targeted at either small or large firms. They also included a project description.

Round tables were organised with the Chambers of Industry and Commerce as well as employer organisations and employers.
	It was pretty much up to the AS (the approach of the project was that the AS need to learn to take care of themselves - empowerment) who sent the employer a CV / portfolio. Parts of the Skills Audit that had been developed by Fluequal was also used in the process. The AS could choose if they wanted to meet the employer on their own or be accompanied by somebody from the project.
	NA

	 DE-EA-51251
	Fluequal


	15 AS started internships, of these 12 got work where they had been doing the internship. Mainly work in the handicraft sector or in food shops.

The internships are generally not paid, but the trainees receive bus tickets etc.


	They used to provide counselling and language courses to those who had already received a status. Working with AS was a new field for most of the organisations involved in the DP, some had worked with immigrants previously.
	The project mainly contacted employers directly but also had some help from a retired staff manager.
	They had two approaches:

1) The project staff contacted the employers directly after having talked to the AS about where / with what they wanted to work. They used the telephone book to find employers. Until end 2004 around 115 employers were contacted. Most of them agreed to provide internships. 

2) A retired staff manager with good contacts helped them reach employers for internships.  

They sent the employers information about the project, some information about the regulations and also had personal information meetings with them.
	They showed the Skills Audit (Kompetenz-bilanz) the AS had undergone. Larger enterprises, Employment office, integration office, Chamber of commerce etc. and especially the handicraft sector have shown a big interest in the skills audit. 

They also sent them a “First steps” guide providing information on AS, information about their status, addresses with advice offices, etc.


	The good results (12 out of 15 AS getting ‘real’ jobs after the internship) show that there were not many problems. The results are actually very good, considering that it is difficult for young people to get jobs.

	DE-EA-37692

SEPA
	Saarländische Entwicklungspartnerschaft Asylbewerber / Flüchtlinge
	Real employment

Traineeship/Internship 
	They ran some projects with a training institution.
	The actors involved were:

Employers, public employment services and training institutes.
	They acted through networking and agreements with individual actors.
	They mainly used vocational training programmes and mentoring, coaching and language assistance.

The AS also look for job opportunities themselves.
	The obstacles are mainly legal-procedural/institutional. Cultural obstacles are encountered in a minor proportion.

	Greece
	 
	 
	
	
	 
	
	

	 GR-200906/

201006
	Anadrasis– Istos


	Real employment

Traineeship / internship / on-the-job training  (it consists of a 1-month experience after which the employer can hire the AS).
	They set up a flexible system (1 month of training) and an effective cooperation system between agencies.


	Employers

Employee organisations (trade unions)

Other employment services, job centres
	Mediation

Lobbying

Campaigns (Information and sensibilisation of employers)

Agreements with individual actors 

Networking (Inter agency collaboration)

For employers, a personal contact and an information campaign were used. 
	A matching system, the ESTIA database, was developed to match asylum seekers with employers.

Referral / mediation 
	Procedural / institutional: the procedure is very long

AS get very low qualified jobs

	Italy
	 
	 
	
	
	 
	
	

	IT-IT-S-MDL-328
	Integ.R.A. - Integrazione Richiedenti Asilo

(Integ.R.A. – Integration of Asylum Seekers)


	Traineeship / internship / on-the-job training
	Few local and national partners focussed on AS and other disadvantaged groups.

Lessons on social and labour integration of AS were learnt from that experience.


	Employers and Employer organisations

Employee organisations (trade unions)

Public Employment Services

Other employment services, job centres

Regional / Local authorities

Training institutes
	Mediation and Campaigns

Agreements with individual actors

Networking

Wider territorial or sectoral strategies

It was not difficult where a previous contact with the employers was established. For new contacts, an information campaign was undertaken.
	CV / portfolio / skills audit

Matching systems (Database)

Referral / mediation (agencies)

Specific vocational training programmes

Offering “additional services” such as mentoring, coaching, language assistance
	Mainly legal and Procedural / institutional obstacles

	Sweden
	
	
	
	
	
	
	

	SE-47
	Arrival Gothenburg


	The DP arranges traineeships in different companies, NGOs and public institutions. 

The DP also organises regular study visits to the local employment office and different companies such as Volvo, SFK, businesses started by immigrants, public institutions, NGOs. 
	The organisation had worked with migrant workers and employers prior to the DP. 

However, this is the first time they work with AS and it is a different experience.
	Employers

Public Employment Services

The labour office was invited to join the DP but denied. However, the DP has good relations with the office, which for instance offers information on the local labour market.


	Employers usually agree to offer traineeships to AS, but very few are willing to offer them paid employment. They do not know enough about their situation and see them as temporary residents.

The NTN organises seminars for civil servants and municipality officials with the aim to raise their awareness about the AS situation.
	AS contact the employers themselves. This helps their motivation and employers also prefer to have direct contact with them.

 DP staff is often contacted by potential employers to act as referees for AS applying for a job.

For the study visits, the coordinator or project leader contacts employers and arranges visits.
	One major obstacle is the lack of language skills.

Another major obstacle is the labour market situation. It is very difficult for AS to find work

Another problem was the fact that employers do not have insurance to cover trainees.

A practical obstacle is the fact that AS do not have a social security number

	SE-49
	RE-KOMP


	AS have the opportunity to do traineeships in companies as part of a training programme. This helps them maintain their skills and learn new ones. There is a special programme for international health advisors. Participants have lessons in Swedish and learn about health care policy. 
	The organisation had previous experience with getting newcomers (immigrants) into employment. What was learnt from this experience was that early integration into the labour market facilitates employment.
	Employers

Public Employment Services

Regional / Local authorities

Training institutes

Health care centres
	Mediation

Lobbying

Campaigns

Networking

The DP has worked with the Migration Board, the municipality and Lernia (a private education company), and the public employment service. All these actors work together in co-operation. 

Employers are told about the benefits work experience can bring to AS and how this can benefit the company too.
	CV / portfolio / skills audit

Matching systems

AS go through a skills audit process as part of the introduction programme they receive from the Migration Board. Their education background and work experience is examined and they describe what kind of skills they have.
	There are some problems with cross-cultural communication. AS also encounter language problems because it takes some time to learn a new language. Also the labour market situation is very difficult. Employers are hesitant to hire AS because it takes time and effort to train them. The labour unions are reluctant about the employment of ‘newcomers’ because of high unemployment.

	UK-GB
	
	
	
	
	
	
	

	Ukgb-62
	ASSET UK


	One of two AS have managed to find employment and succeeded in being granted permission to work. The DP offers job-shadowing opportunities to AS by matching them to employers who are interested in offering such opportunities. There are also opportunities for voluntary organisations to use their skills.


	No
	The employers participating are mostly public sector employers such as municipalities and hospitals. Employers’ organisations were contacted to let them know that the DP was looking for job-shadowing opportunities for AS. Sometimes AS are referred to the public employment service.
	Lobbying and campaigns. Outreach and awareness-raising activities

Networking with a network of business people. The DP also advocates on behalf of individual AS at meetings with employers.

Employer organisations are not aware of the positive benefits AS could bring to employers. A successful approach has been the use of case studies to illustrate individual experiences. The DP has also produced evidence of the skills AS have through publications and statistical evidence
	CV / portfolio / skills audit

The DP produces a personal profile for each AS and identifies suitable applicants for employers who are interested in offering a job-shadowing opportunity. The DP can also offer referrals to vocational training programmes to AS who are interested.
	It is very difficult for AS to get accreditation for their skills and qualifications. The process is very lengthy, expensive and time-consuming. 

Employers are often reluctant because they are not sure whether it is legal to offer work-shadowing to AS. They also fear that the AS may not ‘fit in’ to their work environment.


ANNEX C:
DP SUMMARY TABLE – INPUTS AND OUTPUTS
	Country / DP
	Inputs
	Number of employers involved
	Asylum seekers taking part in the practice
	Asylum seekers actually accessing employment or another type of work experience as part of the activity?
	Asylum seekers still in employment (outside the activity)?
	Proportion of male / female?
	Age distribution?
	Higher or lower inputs / outputs than initially envisaged

	Austria
	 
	 
	 
	 
	 
	 
	 
	 

	Don’t wait
	Financial: the amount of total financial resources for Module 2 (NAN):  € 771.129,38.   Human: 14 counsellors working part-time for 20 hours. The project coordinator worked 48 hours in total on the module
	100
	584
	89
	Not provided
	25% female, 75% male
	 25-45=450, <25=123, >45=26
	The total number of AS taking part in the action was higher than expected. The number of AS taking voluntary work is lower than envisaged.

	EPIMA
	Financial: NA    Human resources required: finding internships for 12 AS require 2 weeks of work, full time.
	80
	80
	10
	10
	25% female, 75% male
	 Under 25 years.
	The inputs and outputs were in line with expectations

	Belgium
	 
	 
	 
	 
	 
	 
	 
	 

	 SAMIRA
	4 Full Time Equivalents + 0.5 FTE other partners
Costs around 200,000 euro
	54 contacted by the DP
	36
	10
	Not provided
	50/50 in cookery courses, no females in tiling course
	70% between 25 and 35
	The inputs and outputs were in line with expectations

	Denmark
	 
	 
	 
	 
	 
	 
	 
	 

	Want2work
	Human resources: 3 full-time posts in terms of the time spent. This is divided between 6-8 persons.Financial resources: equivalent to 3 full-time salaries and transportation costs, i.e. more or less €130,000.
	50 private and public sector companies (from small to big) are involved. The majority are small private companies
	150
	15 are employed as doctors, the others are involved in internships
	The 15 doctors
	15-20% are women
	Between 17 and 50. The majority are between 20 and 30
	Inputs and outputs have been more or less as expected, but lower numbers due to increasing legislative restrictions

	Finland
	 
	 
	 
	 
	 
	 
	 
	 

	Becoming visible
	Total full-time staff working 5 persons.
	30
	About 900-1000 (taking part in courses etc)
	80
	40
	 Most asylum seekers are male in Finland, however the project share was equal.
	Most around 28-30 old. Between 20-50
	Higher inputs, as activities developed fast and became bigger. Higher outputs as well, due to snow-ball effect.

	Germany
	 
	 
	 
	 
	 
	 
	 
	 

	TransSPuk
	1 person in trade union (operative partner), 3 persons in the Diakonie, trainees (could not have done it without them).
	60 Institutions
	26
	All 26 are doing internships
	Not provided
	50/50
	22-55, the majority aged 25-35
	Higher inputs and outputs than envisaged

	QUASIE
	One full-time staff member per region (three regions) spending 50% of their time on helping AS accessing courses and the other 50% on finding work.
	Around 100
	Activity being modular courses: 1,166
	115 accessed jobs (some part-time). 72 persons accessed traineeships
	Not provided
	 More men (no numbers available)
	Above 50 3%
40-49 13%
30-39 41%
20-29  30%
15-19 13%
	Higher inputs than anticipated. The target of 1,500 participants was reached (more were interested in joining). 

	Fluequal
	Not provided
	15 for internships, 12 for employers.
	55 took part, 35 finished courses, 15 did internships
	12 of the 15 doing internships were hired afterwards
	11
	9 men, 2 women
	 
	Not provided

	Qualification measures for asylum seekers and refugees in Hamburg
	Around 2 Full Time Equivalents
	90
	80
	80
	60
	70 % male, 30 % female
	17-25 years
	Inputs for training and job placements higher than envisaged.

	 Saarländische Entwicklungspartnerschaft Asylbewerber (SEPA) 
	Not provided
	60
	93
	93
	10 to 15
	30% female
	16-19=4%           20-29=43%           30-39=38%           >40=15%
	Both inputs and outputs in line with expectations

	Greece
	 
	 
	 
	 
	 
	 
	 
	 

	Anadrasis
	NETWORK OF EMPLOYMENT OFFICES :101.576,12€
GIVE A CHANCE:17.678,00€ 
TOTAL:119.254,12 €
7 Persons working part-time and 1 person working full time
	110
	312
	77
	52
	25% female, 75% male
	80 % are between 25-45, 15% are younger than 25 and 5% older than 50 years old.
	The number of AS involved was higher than expected.

	Italy
	 
	 
	 
	 
	 
	 
	 
	 

	Integ.R.A
	Not provided
	Not provided
	Not provided
	84
	15
	16.5% female- 83.5% male
	Mainly between 20-30 years
	Not provided

	Asylumisland
	Around 2 Full Time Equivalents in each of the 3 participating provinces
	Estimated around 150 employers interested, of which around 90 received trainees
	Around 150
	Around 90
	Unknown. The majority has extended their traineeship but they are not allowed to work.
	Around 95% male, corresponding to actual share
	Mainly between 20-30 years
	The number of AS and employers involved was higher than they had expected.

	 Spain
	 
	 
	 
	 
	 
	 
	 
	 

	ENEAS-EQUAL
	1 Full Time Equivalent in CEAR, 1 Full time project coordinator ENEAS and other part time staff
	15-16
	60 (a total of 4 courses)
	45-50
	Not being monitored
	65% male, 35% female
	Mainly between 18 and 24, but also high share of women between 35-49
	The inputs and outputs were more or less as expected

	Sweden
	 
	 
	 
	 
	 
	 
	 
	 

	Arrival Goteborg
	Not provided
	About 20 employers are involved in the study visits.10 are offering employment.
10-15 are offering traineeships.
	20-25
	4 are doing traineeships. 
	1
	Initially more female than male, now equal
	The age of participants varies between 19-50. The average age is in their 30s.
	Not provided

	RE-KOMP
	HR: About 2 hours per week are spent on each asylum seeker by one staff member.
Financial: The cost is approximately €180 per week per asylum seeker.
	10 companies
	12
	12
	2
	Equal
	Between 30 and 45
	The inputs needed were higher than initially thought. The outputs were as expected. 

	UK
	 
	 
	 
	 
	 
	 
	 
	 

	ASSET UK
	Human resources: 3 full-time project officers (originally had 4). Financial resources: £300-400 per person (plus bus/train fares and special clothing if needed.
	About 100
	500
	500
	32
	60% male, 40% female
	From early-20s to mid-50s. Average: between 24 and 34
	Outputs were lower than expected, mainly due to reasons beyond the DP's control

	ATLAS - Scotland
	€75,942 in grant support, actual cost of the project is €91,994
	30
	100-120
	30
	NA
	48% female
	most 30-45 yars old
	The placements provided were more than expected. They menaged to recruit many more companies onto the scheme


ANNEX D:
DP SUMMARY TABLE – IMPACT AND OUTCOMES
	Country and number
	DP Title 
	Impact on the employer, staff and other actors involved in getting AS into employment
	Impact on the AS
	Other impacts
	Strengths and weaknesses of the practice
	Accompanying and follow-up activities

	Austria
	 
	 
	
	 
	
	

	AT-6-01/55
	DON'T WAIT - Jobs and Qualifications for Asylum Seekers!
	Better perception of AS and understanding of their situation

Willingness to hire more AS

Offering them contracts / contract extensions
	Linguistic abilities and skills

Integration and empowerment
	On the local community

They organise “integration coffee” to promote the integration of the AS in the local community

Reducing black economy

Reduced racism / xenophobia
	Strength: the individual/personal approach is working well. Each AS has the opportunity to speak with an advisor, who takes care of him / her.

Weakness: more meetings should be organised in the NAN framework.
	Coaching / mentoring

Linguistic assistance

Counselling

If it is possible, looking for new or other employment opportunities after the work experience.

	6-01/20
	Epima
	Perception of AS / understanding of their situation?

Intercultural learning

Willingness to hire more AS

Offering them contracts / contact extensions
	Linguistic abilities and skills

Integration and empowerment
	On the local community

Skills shortages

Reducing black economy? 

Reduced racism / xenophobia
	Strength: Empowerment of the AS and increase of his/her self-esteem. Good integration in the local community.

Weakness: Lack of time for assisting the AS + bad communication between employers
	Coaching / mentoring 

Linguistic assistance 

Counselling 

Looking for new / other employment opportunities after the work experience

	Belgium
	 
	 
	
	
	 
	

	 Benl-01/EQ/5.X/001
	 SAMIRA


	Intercultural learning
	Linguistic abilities and skills

Integration and empowerment

Self confidence

Reduced isolation

Independence

Increased motivation
	On the local community

Skills shortages


	Strength: highly innovative, making employers consider the issue of asylum and enabling AS to integrate. AS involved in developing the content of courses etc.

Weakness: little monitoring and follow-up during employment, little networking between employers
	Some follow-up but not enough, there is a need for a more structural approach. Also better preparation of AS needed prior to accessing employment.

	Denmark
	
	
	
	
	
	

	DK-21
	Want2work
	The DP has received good feedback from employers. They are happy to work with AS and are often willing to take on other Ass. Many regret that they are not allowed to hire AS. 

Sometimes there are problems with cultural misunderstandings, but there are also opportunities for intercultural learning.
	The AS’ language ability improves considerably. They also gain professional skills. Most importantly, their self-esteem improves and they gain social skills. 
	There is an impact on skills shortages. 

No effect on policy as the policy context in Denmark is very restrictive, especially since 2002.

The effects on the local community are positive. 

There is not much impact on the informal economy. Unfortunately many AS are forced to do informal work.
	An obvious strength is that AS are able to improve their language and professional skills, as well as social skills and (mental) health.

Employer organisations would prefer AS to have unrestricted access to the labour market. The trade unions are sceptical towards traineeships for AS as they fear that this will replace formal work.
	The DP evaluates the traineeship to take stock of what the AS has learnt and what the next steps could be. For instance they have the opportunity to take courses or find another internship.

	Finland
	
	
	
	
	
	

	FI-29
	Becoming Visible
	Perception of AS / understanding of their situation

Intercultural learning

Willingness to hire more AS

Offering them contracts / contract extensions
	Linguistic abilities and skills

Integration and empowerment

Learning about the Finnish culture. They establish new contacts with citizens.

The psychological effects of doing something meaningful are huge.
	Skills shortages

Welfare costs

Increased awareness of migrant community in general, the project has given a broader message that migrants can find work in Finland – spin-off effect.
	Using Finnish middlemen.

Organising meetings for AS and employers.

Making AS work even briefly to convince the employer.

No real weaknesses, the practice was very innovative and successful.
	Coaching / mentoring

Linguistic assistance

Counselling

DP staff acted as contact persons and consultants, providing technical and administrative information. Also personal counselling.



	Germany
	
	
	
	
	
	

	 DE-EA-14345
	 Netzwerk QUASIE - Qualification for Asylum-Seekers in Europe


	NA (no follow-up activities)
	Even the AS who only obtained so-called ‘Euro-jobs’ (wage: 1.5 euro) were very excited about having a job, and found it much better than not doing anything.
	In the bigger cities it was hard to see impacts on the ‘local community’ whereas it was possible to see impact in smaller cities, e.g. Nottringen, where information was spread about the project for instance through newspaper articles. The climate also improved when the AS started working and integrated in the local community (e.g. through having lunch with colleagues).
	The biggest success was the collaboration between the participating organisations, which worked well together and want to continue collaboration even outside the project. Problems are that once AS access work they are out of the programme and the DP has no follow-up activities. A difficulty was also the large number of AS each staff member had to work with. The problematic legal and political context is / was very constraining.
	They did not have regular contacts with the employers, but were contacted in case of problems. When they did not hear anything it usually meant that things worked well. The DP had not planned any follow-up activities.

	DE-EA-10267
	TransSPuk
	As a result of the project, there has been increased sensibilisation of AS and their situation at the workplaces. The AS integrates with the staff who get to know the AS and get an understanding about their situation. There has been intercultural learning and the institutions are now more open concerning other cultures and concepts.
	The participants improved their German language knowledge. There have also been positive impacts with regard to integration and empowerment of the AS – their self-esteem has improved significantly. 
	On policy (local, regional or national)

On practice

Reduced racism / xenophobia

The migration / aliens’ integration office got to know about the project and it has actually led to that they have left the AS “in peace”. They have also improved the AS accommodation facilities because of close contacts etc.
	Strengths of the practice were the very positive response from both the AS and the Communes / Institutions. 

A weakness was that during the first module the DP workers had to spend a lot of time to get everybody at the same level in the German language to be able to continue the activities. This was not anticipated.
	Coaching / mentoring

Linguistic assistance

Counselling

	DE-EA-51251
	Fluequal
	Some employers provided very positive feedback. They have for instance recognised that the AS are very motivated. Also, the employers see that they benefit from employing staff with different intercultural and language backgrounds.
	Their German language skills have clearly improved after having spent time in a ‘German’ environment, being surrounded by Germans and speaking / hearing German the entire day. It has also been very positive for them for integration purposes. In the long term, it is very positive for integration in the local community, because the work allows them to get their own apartment in areas where not only AS are living. 
	On the local community

Skills shortages

On policy (local, regional or national)

On practice

Reintegration

Welfare costs

Reducing black economy

Reduced racism / xenophobia 
	The greatest success is that it has been possible for the AS to finish school (basic education comparable to the normal 9 years in Germany) and internships in only two years. 

Very positive has also been close collaboration between the Handicraft and Commerce Chambers who have helped to find employers. 

Negative is that the AS need to wait so long for employment permits.
	Concerning the internships, the AS spent one day / week in the project learning terminology etc. The employers could also contact the project in case of queries / problems, and the DP organised coaching sessions.

	DE-EA-37692


	SEPA
	The majority of employers had a very positive perception of the AS.  That converged in a willingness to hire more AS or offer them a contract extension.  
	The AS could improve his/her linguistic abilities and skills. The experience fostered the empowerment of the AS. 
	Other impacts were noticed: on skills shortages, on the black economy and on racism and xenophobia.
	Strength: People who work in the organisation are very devoted to this kind of work. That leads to better results.

Weakness: the DP’s action is dependent on funding.
	Coaching/mentoring

Counselling

Looking for new working opportunities.

	Greece
	 
	 
	
	 
	
	

	 GR-200906/

201006


	 Anadrasi – Istos


	Perception of AS / understanding of their situation

Intercultural learning

Willingness to hire more AS

Offering them contracts / contact extensions
	Linguistic abilities and skills

Integration and empowerment
	On the local community

Skills shortages

On policy (local, regional or national) 

On practice

Reintegration

Welfare costs

Reducing black economy

Reduced racism / xenophobia
	Strength: The one-month training period is a very flexible system. It allows for good relations between the employer and the AS. Another strength is the networking system. Through the ESTIA database actors can improve the effectiveness of the action.

Weakness: The one-month training period should be extended to at least 2 months.
	Coaching / mentoring

Counselling

Looking for new / other employment opportunities after the work experience

	Italy
	
	
	
	
	
	

	IT-IT-S-MDL-328
	Integ.R.A
	Perception of AS / understanding of their situation

Intercultural learning

Willingness to hire more AS

Offering them contracts / contract extensions
	Linguistic abilities and skills (especially linguistic skills)

Integration and empowerment
	On the local community

On policy

On practice

Welfare costs

Reducing black economy

Reduced racism / xenophobia
	Strength: The integration of the AS in the labour market produces a reduction of his / her vulnerability. The mentor, who assists the AS plays a central role in the DP action.

Weakness: the legal situation.
	Coaching / mentoring

Linguistic assistance

Counselling

Looking for new / other employment opportunities after the work experience

	Sweden
	
	
	
	
	
	

	SE-49
	RE-KOMP


	Feedback received from employers has been very positive. They recognise the benefits of intercultural learning for their employees. The Swedish government encourages a multicultural workforce.


	Their language skills improve as well as their professional skills. The learning process goes both ways as Swedish people can learn about different cultures. Their self-confidence and mental health improves as well as their motivation.
	There has been a positive impact on the local community as it puts people in touch with AS. This has led to a mutual learning process. Skills shortages are also addressed, especially in the medical field.

 It is difficult to say whether there have been impacts on policy as this is a long-term process.
	A strength is that the DP has good connections with different actors (migration board, the municipality, the public employment service, etc.) who participate in the DP.

The obstacles encountered are linked to the situation of the labour market and the reluctance of employers to hire AS. Many AS get stuck ‘waiting’ and are ‘de-skilled’ as a result. 
	If AS need assistance after completing a placement the DP can support them to find other opportunities, further training, etc.

	SE-47
	Arrival Gothenburg
	Employers are generally happy with trainees but are rarely able to offer them a job afterwards. However, they are usually interested in having other trainees and often contact the DP for this reason.
	Linguistic abilities and skills

Integration and empowerment

Self-esteem
	The impact on the local community is minimal because the DP is a very small one and the number of participants is not very significant (20-25).
	A strength is the proactive approach which is encouraged, i.e. AS decide what they want to do, and they contact employers directly. This empowers and motivates them.

A weakness is that it takes a lot of time to arrange traineeships. It is also difficult to find something suitable for the beneficiary, especially for the highly skilled. 
	DP staff offers advice and support via coaching and mentoring. Counselling is also available. The door is never closed to participants. If they are working, they do not receive the weekly government allowance AS are entitled to, but they are still welcome to use the services available to them at the DP, i.e. the use of computers, etc.

	UK-GB
	
	
	
	
	
	

	Ukgb-62
	ASSET UK
	The DP has received very positive feedback from employers. At first they are hesitant to take on AS and other employees are often sceptical, but afterwards they find the opportunity very beneficial for all. Some employers have offered full-time employment once refugee status has been granted.
	The AS’ language skills improve rapidly. They also come to understand UK working norms and have the opportunity to consider their future work development.
	There is a definite impact on the local community as AS are in direct contact with members of the community. In terms of addressing skills shortages, there is some impact in the IT sector and in ‘care’. Other impacts: awareness-raising, increased financial independence and better integration, reduced racism. 
	Weaknesses: difficult political climate, changes in policy, the dispersal system, long waiting times. It takes employers a long time to decide to take AS on board. 

The EU resources have helped to attract further funding.
	An action plan is drawn up for each AS, which includes activities related to his / her needs. If training is needed in IT or language skills, they are referred to specialised agencies. They continue to have support from the DP until they become independent.


ANNEX E: 
DP CASE STUDIES 

Case study visit 1 – ENEAS EQUAL (Spain)

The ENEAS-EQUAL DP in Madrid, Spain, was subject to a case study visit in December 2004. The visit included interviews of an asylum seeker who had attended two courses organised by the project and obtained a work permit, the current CEAR
 co-ordinator of ENEAS-EQUAL, the CEAR ex-coordinator and the General Secretary of FEHR (the Spanish Federation for Hotels and Restaurants – Federación Española de Hostelería y Restauración). Four project workers from the ENEAS-EQUAL Co-ordination Unit, were also interviewed. The information provided below is based on the interviews.

Arrival and introduction to the new society

Gabriel [not real name] is a 29 years old man from Colombia. He fled to Spain in July 2001 when he was 26. Due to his origin, the Spanish language did not pose any problems when he arrived, since Spanish also is the official language in Colombia. In fact, many of the persons who seek asylum in Spain already speak Spanish, which is rather particular compared to other European countries, where the new language many times constitutes an obstacle to integration in the host society. 

Educational and work experiences – legal context and constraints for asylum seekers
Gabriel explained that in Colombia his work had consisted in testing the quality of different types of coffee. When Gabriel arrived in Spain, he worked in the black market for two months before he found out about the EQUAL project in Madrid. The project focused on qualifying asylum seekers for work in the hotel and restaurant sector as well as assisting them finding a job and obtaining a work permit. This was extremely helpful for Gabriel since he wanted to continue working in this sector, and the qualification would help him getting a job which was not in the black market. 

Asylum seekers can obtain work permits after having been registered as asylum seekers for six months in Spain. From the point in time when the request for a permit was made it usually takes around two months to receive the permit, which is only valid for the specific job for which it was requested. It also must be renewed every three or six months depending on type of permit the asylum seeker has obtained. 

The lengthy time to obtain a permit is a very constraining factor for getting a job. Furthermore, in the hotel and restaurant sector there is a high staff turnover which means that normally the employers need workers who are able to start immediately. This led to that asylum seekers often were rejected because of the lengthy process to get a permit. Therefore, the ENEAS-EQUAL project developed a programme with the strategy to start looking for employment opportunities early on after the asylum seekers started their courses and making the employers aware of the time it takes for asylum seekers to get the work permits. With this approach these obstacles could be prevented.  Normally, the job interviews start already two weeks after the asylum seekers begin the training programme. In case the asylum seeker is selected for a job, the process of requesting a work permit is started so that the asylum seeker is available right after completing the programme.

Normally the asylum procedure takes around 1.5 years.

The EQUAL project

The Spanish DP ENEAS-EQUAL has established collaboration agreements with different local and regional organisations and institutions (public and private) with the objective to facilitate the access of asylum seekers to the labour market. One collaboration agreement which was set up in Madrid (the ENEAS-EQUAL DP is nation wide and includes several different sub-projects) involved the Spanish Federation for Hotels and Restaurants (FEHR), the Spanish Commission for Help to Refugees (CEAR, partner in ENEAS-EQUAL) and the DP. The partners agreed to develop training activities with a vocational focus in the hotel and restaurant sector and assisting asylum seekers in finding employment. The collaboration agreements were very important for starting a dialogue between different actors, and the collaboration improved a lot during the course of time.. All parties involved expressed how positive and successful they thought the collaboration had been and wanted to make the collaboration permanent. 

By participating in the training organised by ENEAS-EQUAL, asylum seekers would obtain a Spanish qualification which would be useful for future work within the hotel and restaurant sector. There were several reasons to focus on this sector. Firstly, it is a very wide sector, including many different types of jobs. Secondly, in this sector there is an increased need for qualified staff, and by providing the asylum seekers with a Spanish qualification, it would be easier for them to access the Spanish labour market. Also, the sector deals with tourists from many different countries, which means that asylum seekers with other linguistic backgrounds provide an asset to the companies when dealing with clients. It has also shown to be a very good way to decrease the number of persons working in the black market, since it is not too uncommon in the hotel and restaurant sector. 

The asylum seekers are referred to the project through many different channels, for instance asylum centres, information at airports or through the Red Cross. The asylum seekers are referred to different entities depending on their needs (finding jobs, improving their language skills, etc.). As ENEAS-EQUAL is covering all of Spain, the project needs to take account of different regional contexts and possibilities to provide asylum seekers with activation. The sectors in which it is possible to find work varies accordingly, and stretches from work in the tourism sector as in the present example in Madrid, to agricultural, industrial, building and service sectors in other parts of the country.

Internship and employment possibilities – approaching the employer

According to the collaboration agreement, CEAR is in charge of selecting pupils for the courses, teaching one of the modules (relating to vocational training and orientation), and monitoring the job interviews of the participating asylum seekers and their access to work. FEHR on the other hand provides the theoretic-practical modules and co-ordinate and propose employment opportunities in their partner organisations which are looking for workers.

CEAR and FEHR are also involved in coordinating follow-up and monitoring activities (looking at results of job interviews, sending asylum seekers to new interviews etc.), and acting as intermediaries between the asylum seekers and the employers.

The FEHR establishes contacts with employers mainly through two approaches, which are agreements with employer platforms and direct contacts with employers. The FEHR find it important to use both these two approaches as they are good ways to reach all possible employers. Once having established the contacts, the FEHR undertakes a mapping of the employers with regard to interest, types of jobs etc. They also inform the employers about the asylum seekers’ situation and the EQUAL programme with the aim to establish a trustful relationship and hopefully find a job for the asylum seekers. FEHR also organises study visits for employers where they get the possibility to visit the courses, get practical information and meet the asylum seekers. 

Getting the internship / employment

The asylum seekers are selected by communicating their profile, experiences and motivation for getting the job to possible employers. FEHR also arranges a meeting between the employer and asylum seeker to provide them with the possibility to get to know each other, and to explain the administrative process for the employer. In some cases, internships and not ‘real’ jobs are provided. It is easier to get permits for internships as social costs not have to be paid. This could also be regarded as a ‘try out’ period, as they often can lead to proper employment contracts afterwards. In case an asylum seeker is not selected, the reasons are always communicated to the asylum seeker.

Gabriel attended two courses, one which was three months long and lasted from June to August 2003 and another one which also was three months, but which he could not finish since he obtained a work permit while still attending the course. He also got an internship for a few months through the project, which he undertook between the courses. Gabriel was very positive towards the project and said that it had been extremely relevant for accessing the labour market. He added, that he had noticed that his participation in the programme had actually improved his skills, instead of forgetting the work he had learnt previously which he said he thought he would have done if he had remained without activation. 

The practice has been very successful in providing asylum seekers with employment, and as previously mentioned, as a consequence there has also been a reduction of number of asylum seekers working in the black market within the sector.

Impacts on the work place

According to Gabriel, the company where he had obtained a job was already multicultural – as is the case for a very high number of work places within the hotel and restaurant sector. Gabriel said that he had not experienced any racism or xenophobia at the work place and that his presence had not led to any marked changes in the already multicultural environment. Of course people had been curious about his background, but in a positive way since they wanted to get to know him. 

For the FEHR the qualification had also proven beneficial as they have a need for more qualified staff. Moreover, as tourism is the motor of the Spanish economy, it is a very good sector to provide asylum seekers with work. From a social corporate responsibility perspective, employing asylum seekers can also bring positive impacts, not only on the employers, but also with regard to their clients. The interviewees hoped that the positive experiences from the hotel and restaurant sectors would spread also to other sectors.

Impacts on the asylum seeker

Gabriel was very positive towards the project throughout the interview, and expressed how useful the references from the project were for him. He sees a future in the restaurant sector and said that EQUAL really opened the doors to getting an employment contract because of the certificate and training he had obtained. 

For the asylum seekers, who do not have free access to public courses in Spain, the EQUAL courses are extremely valuable. The courses that are organised by ENEAS-EQUAL range from provision of basic courses in alphabetisation and pre-training to more qualified courses such as the ones described in this case study. Through the project, the asylum seekers also receive information about employment contracts, salary, public transport and general ‘contextual’ information in order to improve their possibilities for socio-vocational integration into the Spanish society. 

Gabriel mentioned that the integration into the Spanish society had been rather smooth for him and that he had found Spanish friends very fast. Asylum seekers often have difficulties meeting people from the new society, but Gabriel explained that he had more Spanish than Columbian friends. Of course, the ease with which he adapted to the new society was partly explained by him already speaking the language, but he also said that EQUAL had definitely facilitated his integration into the society.

The tourism sector has proven to be a very good field for asylum seekers to get jobs in, as the skills and experiences they get can be used internationally, which for instance means that the qualification provided through ENEAS-EQUAL could be useful also in case of repatriation. Many of the hotels are part of chains, which means that the asylum seekers can get valid references and possibly a new job within the same hotel chain if they return to their country of origin. The certificate the asylum seekers receive through EQUAL have also improved the types of work they get. Prior to the qualification, they mainly got manual jobs where they were less visible, but the courses led to asylum seekers now also accessing more qualified work.

Impacts on the wider society

When asylum seekers get employed they are more visible to the rest of the society and have a better chance of integrating and making their own living. Many asylum seekers have for instance obtained work for VIVS, a chain of cafés and stores, where they are in direct contact with the Spanish citizens. The better they get to know asylum seekers, and the less ignorance and confusion of this group of people with illegal immigrants, the higher are the chances of reduced racism and xenophobia. The social integration through working seems to function very well in this regard. All interviewed agreed that it is very important to normalise the concept ‘asylum seeker’ and show the society the advantages this group can bring.

Case study visit 2 – ATLAS DP –Bridges Project (Glasgow, Scotland)

A visit was undertaken to the Bridges Project in Glasgow, Scotland in December 2004. The visit included interviews with two project workers, two asylum seekers who had participated in work-shadowing placements, and a staff member from the human resources department of a public sector employer. The information provided below is based on the interviews.

Persons interviewed:
Maggie Lennon, Bridges Project

Kate Davidson, Bridges Project

Female asylum seeker from Zimbabwe

Male asylum seeker from Democratic Republic of Congo

Gill Bhatti, South Lanarkshire Council

Legal context and constraints for asylum seekers’ access to the labour market
Since July 2002, asylum seekers are not allowed to work in the UK. Asylum seekers who had permission to work before this date did not have it removed.

Scotland is in a unique position in the UK because it is experiencing a skills shortage, its population is ageing rapidly and it has a low birth-rate. A lot of asylum seekers coming to Scotland as part of the dispersal system are educated to degree level. 66% of asylum seekers are given permission to stay and a lot of them decide to settle in Scotland. The Project has lobbied the Scottish Executive to ask Westminster for an exemption so that asylum seekers could be allowed to work. 

Most asylum seekers in Glasgow come from the Middle East, Pakistan, Africa and Sri Lanka. Under the dispersal programme, Scotland had asked for asylum seekers from specific linguistic groups. The reason given was that they had translation and interpreting services available for these specific languages only. Approximately 65% of asylum seekers in Glasgow are educated to degree level or above and have a wide range of skills. Before coming to the UK, they worked as academics, managers of companies, surveyors, engineers, architects, accountants, office and catering staff, etc. Many are also highly-skilled artisans. Most live in the North of Glasgow where they have been allocated housing in a depressed area. There is a big pressure for asylum seekers to work in the black economy because of the prohibition of access to work. Before the law was changed in 2002, a lot of asylum seekers were employed but without proper contracts or reasonable wages which put them at risk of exploitation.

The EQUAL project

The ATLAS DP is made up of a wide range of partners including government councils, educational institutions and non-governmental organisations.

The Bridges Project is a work-shadowing scheme operated in Glasgow by the ATLAS DP. The aim of the project is to break down negative barriers between the asylum seeker community and employers and help asylum seekers to gain work experience. The scheme is open to all asylum seekers awaiting a decision on their asylum claim. Participants need to have a reasonable standard of English to participate. Asylum seekers learn about the Bridges Project through different referral points (i.e. Scottish Refugee Council or other voluntary organisations and colleges throughout Glasgow), or word of mouth. The work-shadowing placements are in the following fields: medicine, teaching, building, administration, legal and financial, amongst others. Once an asylum seeker contacts the Project, an informal meeting is set up to discuss their skills and qualifications, previous work experience, and expectations. The asylum seeker is then matched with a suitable employer. Placements usually run for 12 weeks with a minimum participation of one day a week. Participants can take part more than once a week if they wish, but many asylum seekers have other commitments, i.e. language classes, etc. Support is provided to the participants in the form an allowance which covers travel fare and the cost of lunch. The project is examining ways to give asylum seekers who complete a work-shadowing placement formal accreditation should they wish to undertake formal study or to demonstrate to future employers that they have work experience.

Prior to the Bridges Project, a pilot programme was undertaken with the NHS involving a few doctors and nurses and a pharmacist. This experience revealed that the optimum time for a placement is 12 weeks, minimum one day a week. Also, community placements in primary care rather than hospitals was found to be beneficial not just for integrating them into the medical field, but by helping them to understand community issues. 

The different actors involved in the project include trade unions and professional bodies such as the Institute of Civil Engineers. The official employment bodies such as Careers Scotland or Job Centre Plus are not engaged with asylum seekers as they are not allowed to work. The project has tried to appeal through business organisations, such as the Institute of Chambers of Commerce but this hasn’t been successful.

Work shadowing possibilities – approaching the employer

The Project sends tailored letters to potential employers explaining the work-shadowing scheme. Such direct mail campaigns seem to work better for small companies. Once a few employers decided to participate, this has had a domino effect with many others wanting to take part. Word of mouth seems to work well, especially in the public sector as local authorities are influenced by what other local authorities do, as are health boards. The private sector has been more difficult to tap into than the public sector. Different approaches are needed for different sectors. The project managers also speak at conferences and events to promote the project. The project is very good at getting media coverage of their work.

A database has been set up with information on participants’ occupational qualifications, the number of years of experience, etc. which is used to match candidates with employers. The project managers know the asylum seekers well and are able to recommend candidates with suitable qualifications.

The companies who sign up tend to have a strong sense of corporate social responsibility or see the scheme as a way of achieving ethnic minority targets or addressing skills shortages. Those companies that have decided not to participate cite reasons such as health and safety, security, customer confidentiality, issues of disclosure, prejudice and racism (though not admitted overtly). Also the negative media coverage of asylum seekers in the UK can be dissuasive. One lesson learnt is that the employees of the company wishing to offer a placement to an asylum seeker need to support this. There has been one example of employees protesting against the offer of a placement to an asylum seeker. Staff cannot be induced but must also want to take part.

Obstacles encountered
· Background/security checks are often necessary for placements in schools and banks, etc. This was often not possible to as it is difficult to have information on people from other countries.

· Terminology can be a problem, i.e. ‘medical assistant’ can mean different things in different countries. Participants are asked detailed questions in order to under what kind of jobs/tasks they did in the past.

· Participants sometimes drop out of the scheme because of their worries and concerns related to the complicated and drawn out asylum process.

· A lack of suitable childcare is a barrier for women.

· Sometimes there are situations which bring up cultural issues such as the case of a female doctor who would not shake hands with male patients.

· The lack of access to vocational training and higher education can hinder professional development.

· Participants often have to travel long distance to get to the workplace.

· Having been absent from the workplace for a long time, some participants can have poor notions of attendance and timekeeping.

· Cultural issues related to appropriate work etiquette can sometimes present difficulties.

· Asylum seekers are under great pressure to join the black economy.
Impacts on the employer and workplace

In many cases employers are sympathetic to the plight of asylum seekers but at the same time they often know very little about them. For example, employers are often unaware that asylum seekers can participate in work-shadowing placements and they do not realise that they are often highly-skilled. Employers have also expressed concern about the length of the appeals process and the uncertainly asylum seekers face. Asylum seekers have reported that they have helped their work colleagues help to understand their situation. All but one of the employers who offered a placement to an asylum seeker through the Bridges project have been willing to repeat the process and take on more placements.

Impacts on the asylum seeker

· Participants learn about local work habits and cultural differences.

· The work-shadowing experience provides a reference for future employers.

· Language skills improve.

· Motivation and self esteem increases.

· The placements provide an opportunity for asylum seekers to access places outside their immediate area and enter in contact with the wider society. (In Glasgow, asylum seekers are allocated housing in the same neighbourhood). 

· Anniesland College (the biggest provider of English-language teaching in Glasgow) have reported that students who have participated in a work-shadowing placement show rapid progress and are highly motivated to continue with their professional development.

· There has been evidence of improved mental and physical health among participants.

· Asylum seekers report feeling glad to be able to access their professional field and to have some control over their lives again.

· Work-shadowing placements help prepare asylum seekers for employment once they have the right to work.

· After gaining refugee status, some participants have found employment as a result of having taken part in the work-shadowing scheme and sometimes with the employers with whom they shadowed.
Impacts on the wider society

· The scheme has helped to highlight the issue of skills shortages.

· Public perception of asylum seekers has changed.

· The Bridges Project has received a lot of positive press which helps to inform the public.

· By working alongside asylum seekers, the local community has had an opportunity to learn about different cultures and the plight of asylum seekers.

· The Project lobbies government to encourage a change in policy and try to get accreditation processes in place, as well as and provisions for English in the workplace.
Weaknesses
· Without access to work and training or education opportunities, progress cannot be made.

· Project resources are limited and as a result, there are long waiting lists.
Interview with female asylum seeker
Assagi [not her real name] is in her 30s and from Zimbabwe. She has been in Scotland since 2002. She worked as a dressmaker for a year in Zimbabwe. A friend advised her to contact the Bridges Project. She has been doing a work-shadowing placement doing embroidery at a factory. Her work has involved trimming badges, threading machines, packing and ironing. She has also been learning how to design badges and some computer skills. She has been going to the placement once a week. The placement will last 12 weeks. She’s enjoyed learning how to use a computer most and would like to have further computer training. She’s had the opportunity to learn a lot during her placement and would like to do another. 

Before the placement, she was taking English lessons and selling fruit in a cooperative once a week on a volunteer basis. She also sings in a choir and that’s how she met the friend who recommended the Bridges Project to her. She likes to keep busy because it gets her mind off her problems (she doesn’t know whether her husband is alive). She has since recommended the project to other friends of hers as something to do that is ‘legal and safe’. She sees the experience she gained from the placement as very valuable and she has learned a lot. She also sees it as ‘something to take home’ if ever she has to leave the UK. 
Interview with male asylum seeker
Leopold [not his real name] is from the Democratic Republic of Congo. He’s in his late 30s. He has been in the UK for almost four years. He first arrived in London and was then sent to Glasgow under the dispersal programme. He lives with his wife and four children. He’s studying to be a computer technician at the moment. In DR Congo he trained as an electrician and then worked as an electrician and taught at the technical college. He’s done three work-shadowing placements through the Bridges Project. He found out about the project at the drop-in centre run by the Scottish Refugee Council. After contacting the project, he had a meeting with one of the project workers and they discussed his professional background and what kind of placement he would be interested in doing. His first placement was at the drop-in centre where he work-shadowed once a week. Now he’s work-shadowing three days a week at Laing O’Rourke where he’s doing electrical work. This is a good experience for him because he’s learning new things and he’s also learning technical terms and useful vocabulary. He recommends work-shadowing to friends because it’s a chance to prove yourself and show what you can do. It is a useful experience because at the end you can have a recommendation from an employer which is very useful, and it can also open doors to a job offer or other opportunities. Work-shadowing gives him the chance to have a normal life by going out to work three times a week. What he finds difficult is working all day but getting nothing for it at the end of day.

Interview with employer: Gill Bhatti, Human Resources Department, South Lanarkshire Council 

The South Lanarkshire County Council is the 5th biggest Council, with 15,000 employees. It covers a wide range of services from education to street cleaning over a diverse geographical area.

The Council’s participation in the Bridges Project was the first time it offered placements to asylum seekers. In the past, it has offered work experience placements to young people, the disabled and older workers. The Council has a diversity policy and is committed to promoting a more inclusive society. It wanted to improve the way it engages the community and to enhance diversity. Under the Race Relations Amendment Act of 2000, the Council has a statutory duty to promote equal opportunity and good race relations. Participating in schemes like the Bridges Project provides an opportunity to demonstrate this commitment.

The Council was approached by the Bridges Project through trade union colleagues. The project managers were asked for a list of people in their database with details of their qualifications and experience and then the Council looked to see how they could match them with a placement. The project was able to help with questions the Council had on qualifications and academic equivalences.

Following discussions with the human resources department, five asylum seekers were offered work-shadowing placements from May to July 2004. The five placements offered were in the personnel department of the Council headquarters, teaching art in a high school, social work, and working as an electrician and electrical engineer on roads lighting. Before starting the placement, participants attended an induction course which gave them an introduction to the Council. Further induction took place at the place of their placement. Each participant was assigned a supervisor. A small daily contribution towards travel fare and lunch was provided.

There was some flexibility with working arrangements to take account of individual needs. For example, when one participant received permission to work, the placement was increased from one to two days a week to give him extra experience. Another participant had his placement extended to September when he was due to start a college course. 

There was some initial apprehension or anxiety among employees but afterwards they became very comfortable with the person doing the placement and this helped to increase cultural understanding, knowledge of other cultures, and break down barriers. There were some concerns about cultural differences: employees were afraid of doing or saying something wrong. It was found that participants tended to be ‘positively discriminated against’ in the sense that staff were more polite and ‘pc’ than they would have been with a fellow countryman in the same circumstances.

A practical concern was organising travel arrangements, as some placements were quite far from where the asylum seekers lived. The Council addressed this by trying to find solutions. An obstacle faced in the teaching and social work fields was police disclosure legislation which says that those who are alone with vulnerable groups (i.e. children) while conducting their work need to have a background check. This presented a problem as it’s difficult to conduct these checks on people from other countries. This was solved by ensuring that they wouldn’t be found in such a situation (i.e. alone with vulnerable groups). It was difficult to assess the extent of participants’ work experience and skills but once they started the placement, this became more apparent. A lot of the participants didn’t have adequate IT skills. Suitable training was offered to address this.

Impacts on participants tended to be very positive. They already had a good level of spoken English when they started the placement (this was one of the conditions) so it was difficult to evaluate whether this had improved. They also learned about working habits. Some had hoped for employment after the placement but that’s not the point of the work-shadowing scheme. However, one participant who was a qualified social worker was offered a job. Participants can be provided with a written assessment of their placement if they ask for one.

At the end of the placement, an evaluation was carried out via a structured questionnaire which was filled out by participants and supervisors. The general feedback was very positive. The supervisors who were in charge of the placements reported that they felt that the participants had benefited from the placement and that other staff members have found the work-shadowing placements to be a positive experience. They would recommend the activity. A suggestion was made by a supervisor that rather than just work-shadowing, it was more effective to give the participant a goal to work towards as an outcome. All supervisors felt that one day a week was not enough as it made the placement fragmented and difficult to establish a routine and recommended that the participant and team could benefit more from a placement of two days a week to ensure continuity. Feedback received from participants was very positive. They reported having enjoyed and benefited from the placement which they found to be a positive learning experience and an opportunity to meet new people and engage in a process of mutual learning. They also felt that they could have benefited from additional days per week to ensure more continuity.

The Council plans to repeat the experience and provide further placement opportunities and would also recommend this practice to other employers.

Case study visit 3 – Asylumisland (Italy)

The DP Asylumisland was subject to a case study visit by a member of the ETG5 thematic expert team on 15 December 2004. The visit tool place in Lecce (one of the three provinces where the DP is being implemented) and included:

· A meeting with over 30 DP representatives, including provincial and local authorities, employers, asylum seekers and their mentors, NGOs, consultants and other actors involved in the project.

· A site visit to an olive oil factory, including an interview with an asylum seeker and the employer that had provided him with a work placement

The information provided below is based on the various interviews and group discussions held.

Arrival and introduction to the new society

The South of Italy is a main point of entrance for asylum seekers and other migrants into the European Union. Most come from Africa and Eastern Europe, and arrive by boat, and see Italy more as a transit country to get to family, friends or just to “ethnic” communities in other parts of the EU, often in the more northern countries. For people in search of asylum, the arrival is often a very difficult process as the authorities tend to consider most newcomers economic immigrants, who are to be returned as a matter of urgency. It is up to them, with often the support of NGOs which are very active on the Italian territory, to prove that they have the right to ask for asylum and to get the application process started.

In Italy, asylum seekers receive financial support from the state for a period of 45 days, which corresponds to the average estimated duration of the procedure for reaching a decision on their application. Only a very low proportion of applicants receives the refugee status of other forms of international protection. In reality, the application process takes much longer, in many cases around 12 months, which makes them therefore totally dependent on voluntary support or forces them into the black market, or worse, criminality. There are no state reception centres: all hosting structures are run by NGOs and other associations, and there aren’t sufficient places to provide a shelter to all.

Educational and work experiences – legal context and constraints for asylum seekers

The majority of asylum seekers in the South of Italy is young, male, low-skilled and does not speak Italian. The latter poses a serious obstacle to their integration. There is also a lack of awareness amongst the local community of the often very difficult conditions they live in, and of their background. 

Asylum seekers are not allowed to work in Italy. Whilst this is not explicitly stated in legislation, the requirements for getting access to the labour market (e.g. having a residence permit) make this impossible. Many asylum seekers interviewed commented that without a job they felt isolated and unable to make their own living. They had fled their respective countries in the hope of improving their living conditions, but felt dependent on the hosting country and unable to contribute to the new society.

Whilst unemployment in Southern Italy is elevated, there is a relatively high demand for seasonal work in agriculture as well as for lower skilled jobs in for example the construction and industrial sector. With this in mind, the Asylumisland DP developed a programme which sought to improve the integration of asylum seekers whilst at the same time addressing the labour shortages described.

The EQUAL project

The Asylumisland DP is active in three different provinces in the South of Italy, which together constitute the main arrival points of asylum seekers and other immigrants coming from the overseas Mediterranean regions. In order to address the issue of asylum seekers suffering from poverty or entering the black labour market, the project developed a scheme for organising traineeships which are paid almost at the same level as “real” employment. The traineeships are defined as “pathways to job insertion”, and therefore do not constitute an employment contract. In line with legislative requirements, they have to comply with several conditions, in terms of organisations taking part, duration and mentoring.

The scheme consisted of the following steps:

· Promoting the DP and approaching companies through a mailing, seminars, meetings and other activities.

· Signing formal agreements between the relevant provincial department for employment and employers confirming their commitment to providing a traineeship to a pre-established number of asylum seekers.

· Training and appointing tutors responsible for direct liaison with employers on individual cases, undertaking a preliminary skills assessment of the asylum seeker, preparing asylum seekers for their work experience and accompanying them throughout it.

· Provision of orientation courses to asylum seekers as preparation to their traineeships, including an introduction to Italian society and culture, legal information and language training (120 hours)

· Developing individual traineeship projects with asylum seekers and employers, including a clear “job” description, skills expected to be acquired during the traineeship and mutual obligations. This would include the appointment of a mentor within the company hosting the asylum seeker. The traineeships were for a total of 400 hours and could be extended once.

· Regular “monitoring” of the traineeship experience, including meetings with the asylum seeker, mentor and tutor on a weekly basis and a final assessment at the end of the traineeship period.

· Issuing of a certificate certifying the skills gained by the asylum seeker, as well as stating the activities carried out, the duration, etc.

The traineeship schemes were embedded in a wider programme aimed at promoting the social and economic integration of asylum seekers, which also included measures to improve the quality of reception and of assistance and services.

The asylum seekers were referred to the job schemes through many different channels, for instance reception centres, NGOs providing them with support and other associations. Once the traineeship activities were well underway, however, the best channel proved to be word by mouth, as the news of the legal opportunities to access employment spread fast.

One of the key problem areas turned out to be the housing and transport of the asylum seekers. Many found a traineeship at some distance from the place where they were staying, and needed support for travel and living. The DP representatives indicated that future action in this field should anticipate these issues, thus addressing housing and transport as part of the work placement.

The DP will not be funded under Round 2. Whilst this was rather disappointing for the actors involved, the provinces are currently looking at other ways of funding the scheme, in order to ensure sustainability of the asylum seeker integration actions. 

Internship and employment possibilities – approaching the employer

The DP promoters and other actors involved in approaching the employers indicated that they had developed several activities for promoting the schemes, including mailings, the organisation of meetings and other events, and individual, face-to-face contacts.

The main focus of their approaches was on convincing the employers of the benefits of the scheme, which was financially of great interest given that the companies only had to contribute a very low amount to the traineeships, which were financed through the project. However, employers were initially reluctant to join the scheme, as in the south of Italy workers are usually found through existing contacts and local networks. It was therefore up to the DP to make the case for the asylum seekers, explaining their situation and emphasising their great interest and commitment to making the traineeships a success.

The concept of the traineeship also needed to be clearly explained: through the work placement, asylum seekers were supposed to both gain vocational skills and learn the language. In addition, arrangements needed to be made with regard to liability in case of damage or accidents.

The DP also informed the employers of the preparatory, support and follow-up process which was organised around the traineeships. Asylum seekers would receive orientation, training and counselling prior to the placement to ensure a good understanding of the employment culture and to enable them to speak a basic level of Italian. Mentors would help them to match the asylum seeker to the job, and would further provide counselling and support throughout the traineeship. When needed, employers would also receive assistance from intermediaries in case of problems or specific queries.

Employers who agreed to take part in the scheme were requested to sign an agreement with the provincial authorities which referred to their commitment to providing placement(s) to a pre-established number of asylum seekers.

Whilst clearly the employers were interested in the economic advantages of the scheme proposed, many also joined out of humanitarian reasons, to aid persons in need of help and to open their company environment to other cultures.

Getting the internship / employment

Once the employers had signed the basic agreement to take part in the traineeship scheme, it was up to the DP, and the tutors in particular, to take arrange the individual placements. The asylum seekers who had signed up for the traineeship, underwent a preliminary skills assessment, to determine their competences, abilities and interests. Given that most of the placements concerned low-skilled seasonal jobs, it was not possible to ensure a “perfect” match between their expectations and the job requirements, but the tutors did all they could to at least provide them with placements in a sector of their interest.

In order to prepare the asylum seekers for their traineeship period, the DP organised orientation courses of 120 hours, which provided an introduction to Italian society and culture, legal information and language training. The courses were well attended, but due to delays in setting up the traineeships the first participants were not all able to access a work placement after they had completed them.

Individual traineeship projects were developed for each trainee, in collaboration with both the asylum seeker and the employer. The project description included an elaboration of the tasks and activities expected from the trainee, as well as the skills and abilities expected to be acquired during the traineeship. The project also included the identification of a mentor within the company hosting the asylum seeker to introduce the trainee on the work floor and to help him / her out with practical issues. The duration of the traineeships were for a total of 400 hours, which could be extended once.

The mentors would closely follow the trainee’s progress, through regular monitoring including organising weekly meetings with the asylum seekers, ongoing contact with the employer and a final assessment of the experiences and skills gained at the end of the traineeship period. At the same time, the overall quality of the traineeship was also evaluated – employers who did not comply with the requirements of their signed agreement, or who showed signs of “exploiting” their trainees, were rejected from the scheme.

Impacts on the work place

Impacts on the work place have been significant. Both the employer and employers became aware of the background and specific situation in which the trainee was living. In line with the true “southern-Italian” culture, they opened up their hearts and tried to contribute as much as possible to meeting the trainee’s basic needs. There were many examples of employers providing the asylum seekers with housing, in some cases within their family home. Asylum seeker received furniture, means of transport (bicycles) and other equipment to improve their overall living conditions and to make it easier to get to work. Employers also helped trainees with sorting out administrative issues in relation to their application for asylum.

Participants also commented on the changes to the company environment. Conversations over lunch would now be on the situation in Darfur and workers made a genuine attempt to understand the trainee’s culture and to help him / her understand theirs. Nearly all confirmed that the working relations within the company were very good and in a very collaborative spirit.

For many employers, the traineeship scheme constituted their first experience with someone from another culture. They did not hesitate to admit that initially they had had substantial doubts as to the outcome of their participation, and were afraid that they would meet too many bureaucratic obstacles. But the DP has been a success, and after the first “pioneers” had joined the scheme and had experienced its benefits, demands by employers to participate grew exponentially, up to a point were the DP could not find sufficient asylum seekers to fill the open posts.

The majority of the employers requested an extension to the individual traineeship projects once the 400 hours had passed. They would have also considered hiring the asylum seeker, had this been allowed.

Impacts on the asylum seeker

All asylum seekers interviewed were very positive about the project, and expressed how the scheme made them feel useful and independent, without having to work and live in illegality. They most appreciated that they were paid as “normal” workers, and treated as such too. Although most undertook manual labour requiring few skills, some received specific training in relation to, for example, traditional handicrafts such as wood and stonework. This is of particular interest as it becomes increasingly difficult to find national workers interested in learning such very traditional and specific techniques.

The asylum seekers also considered the preparatory activities, such as the orientation course, and the mentoring of great benefit, as this helped them in getting ready for the work experience. The mentors were highly appreciated as they also took care of “personal” issues, such as accompanying them to the authorities and assisting them in arranging medical care, etc.

Some reported that initially they had experienced linguistic problems, but that overall contact with Italian colleagues had been very good. They found that people were genuinely very interested and helpful, as well as eager to learn about their culture. For example, they felt understood and supported during the Ramadan period.

The certificates issued once the traineeships were completed were considered as essential to their future, both from an integration perspective in case their asylum application was granted, but also in case of return.

Impacts on the wider society

In the case of the Asylumisland DP, impact on the wider society has been truly impressive. The presence of the trainees in the towns and the smaller, often remote, rural communities has led to a true change in the way people perceive asylum seekers and immigrants in general. Their initial views, which could be considered slightly xenophobic, were mainly based on ignorance and “fear of the unknown”. Once contact with the asylum seekers became a daily affair, awareness of their living situation and background increased drastically.

There were many examples of people helping the newcomers with housing, equipment, transport and providing other support to facilitate their work experience and to assist them in their application process. Many commented that this was, however, typical to the culture of hospitality in the south of Italy. Asylum seekers who had spent some time in the northern part confirmed that there it was much harder to integrate in the local community.

Other impacts noted included a reduction of the black economy and asylum seeker dependency on society, as well as improved intercultural learning and understanding.







� � HYPERLINK "http://europa.eu.int/comm/employment_social/equal/index_en.cfm" ��http://europa.eu.int/comm/employment_social/equal/index_en.cfm�


� The fact that asylum seekers are addressed by the EQUAL programme, which supports the EES, highlights their need as a disadvantaged group.


� The CEAS policy instruments adopted by Council include: the Dublin II Regulation which determines the State responsible for the examination of an asylum application (adopted in February 2003), the Directive on minimum standards for the reception of asylum seekers (January 2003), the Qualification Directive which sets out the definitions of a refugee and those in need of subsidiary protection and the rights they are entitled to (April 2004), and the Directive on minimum standards for giving temporary protection in the event of a mass influx of displaced persons (July 2001). A general approach was agreed in April 2004 on the proposed Directive on asylum procedures, which is subject to national parliamentary scrutiny reservations in the case of Sweden, the UK and Germany. Taking into account the fundamental changes with respect to the text on which the European Parliament was originally consulted, the Council decided to reconsult the European Parliament. The formal adoption of the Directive will take place once the EP has given its new opinion and the Council has had the opportunity to examine it. 


� Deadline for transposition: February 2005.


� Deadline for transposition: October 2006.


� CEAR stands for the Spanish Commission for Help to Refugees, partner in ENEAS EQUAL
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