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Developing a Methodological Framework for Developing Local and Regional Plans for Social Inclusion

Integration into the Labour Market of Vulnerable Groups
LAPs and RAPs Case Studies
Dan Finn, July 2006
The ‘LAPs and RAPs’ project brings together partnerships to assess and tackle an identified problem of social exclusion and to develop a framework and methodology for the creation and implementation of Local Action Plans (LAPs) or Regional Action Plans (RAPs) for Social Inclusion. 
These case studies were prepared following the second ‘LAPs and RAPs’ workshop, held in Rome in May 2006 that was focused on the integration of vulnerable groups into the labour market. 
The following case studies provide employment related services for the long term unemployed and some of the most marginalised groups highlighted in social inclusion strategies. They reflect the diversity of interventions by national organisations and local partnerships that target either areas with high levels of unemployment and social exclusion or particular groups of vulnerable people. 
The projects selected are those that the workshop reporter has direct research knowledge of and inevitably represent only a small sample of ‘best practice’.  Many are drawn from Britain and some are from the USA where the projects selected have been subject to independent evaluation and of relevance as most have been designed for replication in more than one area. A few projects from other European countries have been included but many others can now be found in the reports on the European Commission website that extract the lessons learned from 20 years experience of programmes such as ERGO, LEDA, Territorial Employment Pacts, Urban, and IDELE (referred to in the main workshop report). In particular, there are many relevant case study descriptions now available on the European Social Fund website, with those from EQUAL being of particular relevance to the Social Inclusion strategy (see http://ec.europa.eu/employment_social/emplweb/esf/esf_success_en.cfm, and http://ec.europa.eu/employment_social/equal/index_en.cfm). 
The case studies are organised in the following themes:
· individual projects aimed at particular groups of vulnerable people, including the homeless, refugees, minority ethnic groups, and people with substance abuse problems; 
· area based projects that tackle concentrations of unemployment and economic inactivity; and
· projects that combine employment assistance with temporary job creation that both provide routes into regular jobs for the long term unemployed and produce goods and services of value to disadvantaged communities.
Section One: Projects aimed at particular groups of vulnerable people
Case Study 1
British Projects for the Homeless: ‘Off the Streets and into Work’, Foyers, and ‘Street League Lifestyles Development Programme’
Off the Streets and into Work
Off the Streets and into Work (OSW) is a registered charity constituted by a partnership of agencies which provide employment training, advice, and guidance to people who are homeless, or at risk of homelessness, across London (see: www.osw.org.uk). OSW collaborate with a range of delivery and strategic partners to offer innovative, joined-up solutions to the complex problems that face people at the margins of society. It aims to help homeless people move towards employability by providing a wide range of services including training in IT, and skills for the construction and hospitality industries, as well as help with basic skills, confidence building, job search and advice and guidance.
The OSW partnership is based on the relationship between a small central team which co-ordinates the programme, and seventeen provider partners who actually deliver the services. The provider partners are independent organisations who in most cases also do other work outside of the OSW remit.
The data from their latest monitoring report gives some details about the 1,852 clients OSW worked with between April 2004 and March 2005. 63% of the clients were hostel residents, while 10% had been recently resettled, and 5% were rough sleepers (61% had experience of sleeping rough at some time). Nearly 90% were unemployed and 23% had been unemployed for more than 3 years. Just over half had relevant work experience and 46% had relevant qualifications. Nearly one in five had identified literacy needs and 18% had ESOL needs (i.e. English was not their first language). Another one in four were assessed to have one or more extra support needs relating to alcohol, drugs or mental health issues. 13% were refugees or asylum seekers.
Over the same period 160 OSW clients achieved an accredited qualification, or credits towards a qualification; 275 progressed onto further education or training; and 359 progressed on to other services or specialist support. 176 OSW participants entered paid employment and 45% of these jobs were permanent and full-time.
In addition to these networked services OSW is involved in a wide range of projects to increase the capacity and effectiveness of the homeless sector, to develop innovative new ways of working, and to build relationships with other sectors or with similar organisations in other parts of the UK or Europe.
Foyers
The origins of the Foyer movement lie in France. At a time of economic growth and much internal migration various providers of hostel accommodation for young workers had first come together in a voluntary grouping called the Union des Foyers de Jeunes Travailleurs (UFJT) (see: www.ufjt.org). In response to worsening conditions for young French people in the 1990s, and under pressure from the UFJT, the French government invested in a modernisation programme of Foyers, and this brought with it a shift in the Foyers' focus, towards the promotion of social inclusion and "insertion", or induction, into the adult world and labour market. The ‘Foyer’ concept has now been taken up in many European countries, from Spain to Denmark to Romania, but it has been in the UK that the network has developed most extensively.
Within the UK Foyers were first developed in 1992 and there is now a network of 131 Foyers supporting over 10,000 young people every year.  Although the core philosophy of the UK and French Foyers is similar, there are also differences. In particular, UK Foyers tend to work with a more disadvantaged client group than their French counterparts, with an even greater focus on employment and training.
Foyers in the UK provide accommodation with opportunity for young people. By integrating training and job search, personal support and motivation with a place to live, they provide a bridge to independent living, and a chance for young people to realise their full potential. Unlike other accommodation, the Foyer requires a two-way agreement with residents, so that in exchange for accommodation and use of the Foyer services, the young person commits to working on an action plan to move towards personal and economic independence. What distinguishes foyers is the holistic approach they take to breaking the ‘no home: no job: no hope cycle’ experienced by many homeless and marginalised young people. They seek to tackle all their resident’s needs and skills, from housing and health to employment, education and training. By supporting young people in a joined up way, Foyers try to ensure that statutory services are accessed and that a young person’s needs do not slip through the net.
There are various types of Foyers in Britain, ranging in size from fewer than ten beds to well over 200. Foyers can be developed as new builds or as conversions from existing projects and services. All Foyers are independently developed and managed by local partnerships and/or Housing Associations, but a national Foyer Federation ensures that good practice and innovation is shared, and ensures the quality of provision through its Foyer Accreditation System (see www.foyer.net). The data on this website indicates that when entering Foyers, only 5% of young people are in full-time work, 6% are in part-time work, 28 % are in Government training or are students. On leaving the Foyer 24% are in full-time work, 11% are in part-time work, and 40% are in Government training or are students.
Street League Lifestyles Development Programme
This project is the brainchild of Dr Damian Hatton who worked as a doctor in the ‘Accident & Emergency’ department of the University College of London Hospital. His position there brought him into close contact with individuals from homeless and drug and alcohol backgrounds. He observed the one fundamental thing that was lacking in their life, and that was fun. Most were struggling through a daily grind of accessing the benefit system, finding a bed for the night, and worrying where their next meal was coming from. This was impacting on their general health. Dr Hatton was a keen sportsman with an understanding of how powerful an impact sport can have. He decided to set up a homeless football team and the ‘Street League’ was born, soon attracting 16 teams from homeless hostels around London (see: www.streetleague.co.uk).  . 
Street League uses football as a simple but effective tool to engage a large pool of players on a regular basis who traditionally have little access to sporting activities. The project then aims to develop an individual’s ability to be ‘coached’, both on and off the football pitch, with the objective of progressing individuals through a programme of non-formal education. The aim is to engage, motivate, inspire and instil a sense of community and discipline in individuals through the power of the sporting experience. 
The project is delivered by full time staff supported by a team of dedicated volunteers. They recruit players by working in partnership with organisations that have existing relationships with the target groups, such as homeless hostels, day centres and local authorities. Together they build sustainable teams and funding, and partners allocate a member of staff as a Team Manager to accompany teams to training sessions and Matchdays. The football programme consists of 2 six-month seasons running from September to February and February to September. Every week there are 2 hour weekly training sessions with FA qualified and mentor trained coaches and 5-a-side monthly divisional Matchdays. At the end of each season they hold a bi-annual 5-a-side Cup Competitions and hold All-Star weekends for committed, talented players. 
OSW operates a simple reward scheme that allows players to collect credits for each attendance at a training session. Credits enable players to participate in Matchdays, and can then be ‘traded in’ for rewards, such as, Street League kit via the website. Once individuals have achieved certain milestones through the sports programme they are invited to further progress themselves through a formal and structured Lifestyle Development Scheme. 
From April 2006 they have also started to deliver a more structured ‘Directions 2 Work’ programme. This consists of a series of sports related training activities, which are nationally recognised and accredited courses. They are aimed at supporting players into full time education, employment and training. 
Overall the education and training opportunities offered by the organisation now include:
· Fit 4 Work: An accredited 50-hour course including communication skills, interview techniques, basic literacy and numeracy and IT skills.
· Route planning: compulsory for those entering onto Directions 2 Work, Route planning is supported goal setting and action planning with a view to participating in one of the more structured training programmes.
·  Sports for Work: Community Sports Leadership Awards, integrating child protection and First Aid training and 10 hours voluntary work within Street League. The course includes leadership skills, health and safety, fitness, networking skills and event organisation. 
· Level 1 Football Coaching and Referee Training is available for individuals who have consistently met high standards in relation to skills levels, timekeeping, communication and teamwork. 
· Coach Apprenticeship Scheme: Two individuals at any one time to be selected based on outstanding commitment, attitude and development within Street League to be coaching apprentices with the potential of employment when coaching vacancies become available.
The organisation’s website indicates they had 1,905 attendances at their training sessions and on average 150 players were training in London on a weekly basis. Of those attending 51% were homeless; 37% were individuals in rehabilitation from a drug &/ or alcohol addiction; 7% were refugees or asylum seekers; and 6% had learning disabilities. 
Since the start of the project it is estimated that over 4,000 severely disadvantaged individuals had participated in London.  An evaluation of participants in one six month season found that 93% of those responding said that Street League had a positive impact on their life and 65% had made significant changes in their lives as a direct result of their involvement. 93% of participants said their health and fitness had improved and of these 71% reported it to be a large/significant improvement. 
The approach of this project is being further developed. In East London they have successfully launched a Basketball League with 12 new teams and they have launched a Scottish League operating 24 teams in the East End of Glasgow and North Lanarkshire.
Case Study 2
The REFLEX Project
The REFLEX (Regenerating Enterprise Through Local Economic Exchange) project  implements an innovative model using the direct involvement of community groups to open up business creation processes and tackle barriers facing small and medium enterprises run by minority groups in areas of deprivation. The project is funded through the EU Equal programme, and aims to tackle inequality and discrimination through new forms of business creation and growth. The London Borough of Islington leads the project, with support from private, public and voluntary sectors.
In essence, REFLEX has developed an innovative way to deliver support to businesses run by people from minority ethnic communities. The uniqueness of the project is that it delivers and influences business support via already established community organisations. The approach builds on the inherent strengths of these community organisations, including communication, trust and cultural embeddedness within their respective ethnic minority, gender or religious groups.
Islington is a culturally and economically diverse area and 24% of its resident population are non-white. The REFLEX project took as its starting point the contribution that can be made by black and minority ethnic entrepreneurs to local job creation, effective race relations and positive images of diversity. They also were likely to make an important contribution to the delivery of mainstream public services, including employment programmes. Research showed, however, that only 10% of Islington enterprises had a non-white owner and that minority businesses were poorly served by mainstream business development agencies.
This was particularly significant as minority businesses often find themselves in marginal economic positions and disproportionately affected by changes in economic climate. The barriers faced by minority group small and medium sized enterprises  include: lack of resources, lack of knowledge, lack of expertise, language barrier, diversity of the groups involved, lack of understanding from the larger players such as banks and business support agencies, lack of trust of mainstream organisations, and lack of skilled staff. 
REFLEX attempts to offer a practical solution to the widespread call for ‘new partnerships’ and ‘new solutions’ to these issues. 
How REFLEX Works
REFLEX works with disadvantaged groups in the London boroughs of Islington, Camden, Hackney and Haringey to enable them to engage in and deliver business advice and access support from agencies such as the national Small Business Service. The project works through ten community organisations all based in areas of high multiple deprivation. The organisations reflect the diversity of the target areas and include, for example, ‘Day-Mer’ (a Turkish and Kurdish Community Centre); ‘Arachne’ (a Greek and Cypriot Women’s Association); the ‘Muslim Welfare House’; the ‘Iranian Community Centre’; and the Latin American Women’s Rights Service (a significant minority refugee population in London).  
Key features of the REFLEX approach include the provision of training to enable members of the community organisations to become accredited business advisors; research to identify enterprise development in black and ethnic minority communities and other groups excluded in the labour market; development of business networks, and programmes to increase the capacity of community organisations to promote and support enterprise; and the identification and implementation of good practice.
The project is informed by a continuous evaluation strategy that aims to disseminate key findings through an extensive programme of thematic networking with an emphasis on identifying transferable outcomes.
Evaluation Findings
The independent evaluation of REFLEX concluded that “whatever the size, resources and individuals of the community organisation involved in REFLEX, the model of business support broadly works”. The evaluation concluded that there was sufficient demand for business advice from within each of the communities. The range of advice needs of the businesses was wide and there was so much demand that this put a considerable strain on the capacity and expertise of some of the organisations. 
There was variation in how the REFLEX model was integrated into existing support functions and operations of the community organisations. Some organisations were more eager to take on a full business support function as part of their portfolio of activities than others. Some organisations were keen to retain their original identity and ensure that their original objectives were not displaced by a business support function. In some cases, the business support function became an integrated part of the organisation’s activities whilst in others it retained a separate identity. For some organisations, such as Arachne, the growth in the number and range of inquiries, as a result of REFLEX, has led to an increase in the number of referrals to other bodies in their community, such as accountants. 
REFLEX was adopted at different speeds in different organisations. This was a result of changes in personnel undertaking the business advice function, the amount of effort dedicated to the project, the confidence and expertise of staff to deliver business advice and the awareness within the communities’ constituencies. The case studies demonstrated that it takes time to roll out such a programme and given that REFLEX is only 2 years old, “the achievements to date show a high success level”.
REFLEX is not a 'bricks and mortar' project: it is based on people. A key finding of the case studies is the over riding importance of the individual business adviser in REFLEX. They provide the crucible in which the REFLEX approach to policy delivery and businesses come together. These individuals are key to the success or otherwise of REFLEX.
REFLEX has been shown to have internal beneficial 'knock-on' effects within the community organisations studied. Some of the case studies showed that engagement in REFLEX helped raise the profile of their organisation within their own community groups, through the marketing and advice contacts generated by business based activities. The provision of a business support function has made the organizations more complete in what they can offer their communities thus strengthening their referral capabilities.
The types of businesses using the services provided through REFLEX were predominantly small scale and based in the service sector. However, there was little evidence that the advice provided represented a displacement of activity from other providers. In the Iranian Community Centre for example, there was little or no other advice for women wishing to start or run a business and nor was there evidence to suggest that these beneficiaries would have sought, or indeed found, mainstream advice.
More broadly, the case studies reveal how the model of business support can be successfully rolled out through community based organisations and thus contribute to achieving regeneration, inclusion and enterprise agendas. These community organisations have now raised their level of involvement in government funding streams and over 1106 black and minority ethnic enterprises have been advised. 
More information on REFLEX, including various evaluation reports, can be obtained on the main website: www.reflex.me.uk. 
Case Study 3
LEAP (Local Employment Access Projects) and STRIVE (Support and Training Results in Valuable Employment) in London
LEAP is a black-led community organisation based in Harlsden, a high unemployment area in North West London. The organisation had become increasingly sceptical about the local effectiveness of mainstream job search programmes that had poor results, especially for black and minority ethnic people. It carried out research into alternatives and identified the ‘Strive model’, an innovative job preparation programme that was developed in New York City and had been widely replicated in the USA. The ‘Strive’ programme provides a combination of a short ‘tough love’ job preparation course and employment placement and retention service that appeared to be particularly successful in assisting poor people to both get and keep a job. LEAP’s ambition was to test whether this ‘values driven’ approach to getting jobs and changing lives could be transferred from Harlem to Harlesden. It also aimed to learn lessons about how the programme might be more broadly replicated in London and elsewhere in the UK.
The core Strive programme consists of a three-week intensive course followed by up to two years’ assistance with job search and placement. The approach is based on four core principles: 
· Regular employment is the key to tackling many of the problems of the poor. No job should be seen as a ‘dead end’ because starts to provide a work history and may lead to other employment. Strive, however, goes beyond initial placement and provides a two-year retention service to try to break the ‘low pay/no pay’ cycle. 
· The Strive model challenges negative attitudes with a forceful approach aimed at creating a ‘no-nonsense’ employment related environment “where excuses are unacceptable and participants are provided with tools to begin viewing themselves as marketable adults and not as victims”. The aim of this ‘attitudinal’ training is to improve the self-confidence and self-motivation of clients and to develop the interpersonal skills values by employers.
· Participation is voluntary. Strive’s short intensive approach operates on the assumption that the client wants to work.  Resources are not wasted on those who do not wish to participate and attitudinal training can be effective only if the individual chooses to engage with it. 
· Strive is not for everyone. The programme is not immediately appropriate for those who have significant basic skills needs, are disruptive, under the influence of drugs or alcohol, or whose current circumstances make full participation unlikely. 
An evaluation of the LEAP Strive programme found that three quarters of the Strive graduates were in paid work at the time surveyed, with 90% having had at least some paid work since leaving. Just under 80% of participants were of African and African Caribbean origin and 30% were local residents. LEAP is now delivering the Strive programme at other sites in London and working with a partner organisation to deliver Strive in Northern Ireland.
Why Did Strive Work in Harlesden?
In spite of significant operational challenges and cultural differences LEAP made the Strive approach work for most of its participants. LEAP course trainers explained that Strive differs from other job search programmes as  the participant has control of whether it succeeds for them or not. Participants are responsible and accountable for their own actions. This works because:
· There is a strong interaction between the participants. This group dynamic acts to encourage and motivate people to change their approach to the job market.
· No one is allowed to opt out of participation, even the most unconfident of people, and the three weeks’ period is sufficient for participants to grasp the concept of attitudinal change.
In addition the skills of the trainers were extremely important. They were enthusiastic and exhibited integrity and the ability to practice what they preach. They provided support but knew how to draw the line between helping people enough so that they acted and thought for themselves.
The employment placement team identified another set of factors that made the service work better, in their view, than other more conventional job placement services:
· A seamless transition between the workshop and the placement service ensuring that the techniques learned at the workshop are reinforced.
·  Individual appointments mean that the person is given tailor made career advice on an ongoing basis. 
· The trust established between the individual placement officers and their clients is extremely important and enables them to respond to a range of sensitive personal issues that can include inappropriate self-presentation or drug rehabilitation, as well as more job-related issues such as lack of appropriate qualifications.
· The stability of LEAP and the placement team is a factor since skills have not been lost through high turnover. 
The aftercare service also has been important to graduates who needed advice on problems at work, and regular contact with graduates demonstrates that the two-year commitment from LEAP is real and that the staff do care.
More information on LEAP and Strive can be obtained on the websites given below. They include the address for the full evaluation of the LEAP programme:
http://www.strivenewyork.org/strive.html  (New York) 
http://www.leap.org.uk  
http://www.leap.org.uk/From%20Harlem%20to%20Harlesden.pdf 
Case Study 4
‘Casaworks’ and ‘Shields for Families’
‘Casaworks for Families’ is a national demonstration project, funded by US Foundations and public agencies, and administered by Columbia University’s National Center on Addiction and Substance Abuse (CASA: see http://www.casacolumbia.org/absolutenm/templates/AboutCASA.aspx?articleid=203&zoneid=26).  
The programme was based on growing evidence that addiction, poverty, violence and mental illness were overlapping problems that, unless tackled holistically, prevented women receiving welfare benefits from making a successful transition to employment.
Casaworks is designed to achieve four goals: (a) facilitate and maintain abstinence, (b) promote work and economic independence, (c) address safety from violence for women and children, and (d) improve family functioning. The programme model was based on a systematic assessment of ‘best practice’ drawing on the limited amount of evaluation evidence about ‘what works’ for this particular client group. Five key elements were identified as the ingredients of a programme intervention that could be tested across a range of projects.
First, interventions had to be customised or tailored to the individual needs of the client. This element was seen as critical because women have different sets of needs and levels of motivation to address the four goals of the programme. Second, Casaworks should provide services in eight areas: substance abuse, employment, mental health, physical health, parenting, family relationships, domestic violence, and basic needs (housing, transportation, and child care). Third, employment training should be integrated into treatment. Specifically, the core vision of Casaworks was the interconnection of training and treatment. This was embodied in the programme slogan ‘Treatment is training and training is treatment’. Fourth, the treatment should be gender specific. This element included an empathic treatment approach, women-only treatment groups, the provision of on-site child care, and a broader focus on the needs of family members and children. Fifth, CWF should incorporate interventions at the level of the organisation to foster effective collaboration through changing organisational culture and capacity building.
The core services delivered by each of the Casaworks sites include: 
· Screening and assessment for employment, treatment and mental health.
· Individual plan for recovery and employment.
· Case manager to monitor progress in recovery and employment.
· Job seeking, job retention and job promotion activities including orientation to work, on-the-job experiences, job clubs, a work portfolio and job development.
· Life skills development including time, stress and money management, communication, appearance and grooming.
· Literacy and vocational services.
· Counselling sessions focusing on both recovery and employability.
· Support for childcare, housing, transportation, clothing, mentoring, job retention and cash assistance.
· Women’s health services including nutrition, family planning, HIV, dental and eye care, fitness and spirituality.
· Family skills development including parenting, child welfare, family preservation, respite care, child psychology and child advocacy.
The programme involves demonstration projects in 20 states selected to represent different sites in urban and rural areas, with different populations, welfare systems, and service capacities and to provide preliminary evidence of effectiveness. The sites bring together local employers, public and private service agencies, welfare departments, and other organisations providing substance abuse treatment, mental health services, literacy training, job training, and work experience and job placement services. There is a lead agency in each project. In some sites the lead agency is a treatment programme whilst in others the lead agency provides a broader array of social services.
‘SHIELDS for Families’ is a Casaworks site that serves recipients in the Compton and Watts communities in California (see http://home.earthlink.net/~shieldsforfamilies/).  It provides the programme mix of the demonstration project but also has some unique aspects (as do the other sites).  One of these is ‘Exodus’, a nontraditional residential programme housing families in an 86-unit apartment complex where on-site substance abuse treatment, child care, and youth services are provided. Also unique to the programme is the integration of vocational and educational services with the existing substance abuse treatment program. Weekly conferences take place among a primary vocational case manager, a primary substance abuse treatment counsellor, mental health staff, Department of Public Social Services staff, Department of Rehabilitation staff, a job development specialist, and representatives from other partners in the programme. The programme requires participants to obtain their high school diploma, fulfill job readiness activities, and complete a computer certification course. 
An interim evaluation of Casaworks reported that while it was too early to know the long term effects of the programme, early results indicated that after 12 months the proportion of enrolled women abstinent from alcohol increased by 60%, those abstinent from marijuana increased by more than 20% and those abstinent from cocaine increased by 34%. 
Participants who had been followed for 12 months had employment rates that more than doubled; 18% of the sample were employed at intake while 42% were employed at 12 months. Among those employed, the average number of days worked in the past 30 days increased from three days to 13 days. Employed participants’ average income from work during the past 30 days rose from $105.00 to $546.65. 
The evaluation also attempted to establish a cost benefit analysis. This suggested that for each unemployed substance-abusing woman on welfare who is actively engaged in recovery and becomes economically self-sufficient, the potential annual economic benefit to society is $48,000 per individual per year. This was comprised of $16,000 in avoided income maintenance, child welfare, health care and criminal justice costs and $32,000 in benefits to the economy. This latter benefit was calculated by multiplying the average income for an employed high school graduate ($21,400) by a standard economic multiplier of 1.5 that is a benchmark for the local economic effects of a wage. This potential economic benefit was offset by costs ranging from $3,000 to $18,000 per year. These were made up of $3,000 for outpatient care; $9,000 for inpatient care; an estimated $7,200 for subsidised childcare; and $3,600 in Medicaid benefits.
State governments and other providers now are starting to replicate the project on the basis of these positive findings (the evaluation report can be found at www.casacolumbia.org/pdshopprov/files/CASAWORKS_for_Families_6_4_01.pdf).   
Section Two: area based projects aimed at reducing concentrations of unemployment and economic inactivity
Case Study 5
Glasgow: ‘Equal Access to Employment Strategy’ and ‘Full Employment Areas Initiative’
Glasgow has experienced consistent employment growth over the past ten years having lost jobs in the previous three decades. However, the gains have not been shared by those groups with particular disadvantages in the labour market. These include the disabled, lone parents, people over 50, and minority ethnic groups. In 2006, over 100,000 people of working age relied on welfare benefits. Nearly 70% of these were sick and disabled, 15% lone parents and 15% were unemployed. Many of these people live in areas of concentrated disadvantage. 
Glasgow has established an international reputation for innovation in labour market policy but service delivery to these disadvantaged groups has been fragmented.  A mapping exercise identified 125 organisations and 325 individual projects and programmes delivering employment services to jobless people in the city, with at least another 11 relevant organisations that did not respond to the survey.
In response a Glasgow Equal Access Partnership has been formed by the City Council; the health, social care, and education services; the public employment services; local development companies and voluntary organisations (see: www.easglasgow.com). These agencies have agreed to work together with a common vision that:
.. every adult in Glasgow, regardless of their age, gender, background, ethnicity, personal or health history should have the same opportunity as everyone else in the city to obtain and hold down meaningful, paid work.
The Partnership has introduced an ‘Equal Access to Employment Strategy’ (EAS) to coordinate and shape local activity, particularly to connect many of the specialised health and social care programmes with employment and training services in the city. This is a highly ambitious agenda and no other city in the UK is attempting something similar. 
Work on the EAS began in 2002 with the growing recognition of a common interest between the health, social inclusion and economic development agendas in the city. The growth in jobs and the reduction in registered unemployment meant that employers were suggesting that the local labour market was becoming tighter. Consequently, policy-makers believed that getting more workless people ready and available for work was becoming important to sustain the growth of the city’s economy. There was also increasing recognition among senior health and social service professionals that paid work confers important material, physical and psychological benefits for people and that it was becoming a more realistic option with the growth in local job opportunities.
The Parternship has a budget of nearly £1.3m for 2005/06 made up of contributions from the city council, EU and the Scottish Executive. Its main target is to help 500 people with health and social care needs into work in 2005/06 and 1500 in the following two years. In addition the Partnership seeks to align different organisations more closely and improve operating practices in order to ensure a more effective delivery infrastructure. Although it has a delivery budget, the main focus of Equal Access is strategic, aiming for a realignment of the large mainstream budgets in  health, social care, employment and training programmes, combined with major change in organisational practices.
Improving the linkage between health/social care services and the labour market is believed to require major cultural change and enhanced training of front-line staff in order to ensure that employment features as a clearer possibility for their clients. It also requires employability agencies to extend their client caseloads to people furthest from the job market. And all organisations are expected to specialise rather more on their core strengths and to refer clients more consistently to better-qualified organisations in other parts of the support network, with a tracking system for transparency and progress monitoring. Overall, the strategy represents a bold and long-term agenda of institutional change.
A rather different, more bottom-up method of linking services is the Full Employment Areas Initiative (FEAI). In essence it involves ‘community animators’ working through social and kinship networks in deprived neighbourhoods to identify and engage people who are economically inactive, and then guiding them through the support system and hopefully into jobs. There is a strong community development and outreach ethos in the approach, which inevitably takes time to get established. The community animators
need to accumulate knowledge of local networks, build trust with individuals and their families, and then mentor them through the services that can help them to overcome the barriers holding them back. The animators need to have skills in advocacy, mentoring, befriending, challenging and empowering. They are all former long-term unemployed people themselves and have first hand knowledge of the problems people face.
Phase 1 began in 2002 with a three-year budget of £0.7m to cover three small areas of the city with 1,500 households. A positive evaluation in 2004 resulted in the initiative being doubled in size for phase 2 to cover nearly 3,500 households over the period 2005-08. The underlying aim is to learn vital practical lessons for wider application about what is required to get workless people into work. 
In terms of practical results, some 1000 workless people had been engaged in the process by 2006, 600 of whom wanted to work. Most of them were from ‘hard to reach’ groups who would not have approached any agencies on their own. Nearly 400 of these have had a positive outcome, including over 300 who got jobs. The external evaluation found that some of the key strengths of the scheme were:
· the informal, open-ended and non-judgemental approach, and its independence from all other agencies, which ensured it was seen to act completely on behalf of the individual;
· the person-centred and community-based method of working building on networks of family and friends;
· the use of animators from backgrounds to which people could relate; and
· who developed relationships with service providers that ensured more responsiveness to clients.
Case Study 6
The Ballyfermot Local Employment Service 
Ballyfermot lies on the western side of the Dublin City and has strong geographical boundaries framed by a by-pass, the Grand Canal and the M50 Motorway. These boundaries provide the area with a clear, separate geographical identity, which in itself creates a sense of isolation amongst the local community. The Ballyfermot area has a population of over 20,000 residents.
The accumulation of public housing over a period of 40 years combined with a lack of infrastructure development and little private sector investment, created a disadvantaged urban environment where key issues identified by the community itself include: high levels of substance abuse; high levels of drug related crime and anti-social behaviour; early school leaving; high unemployment levels through the 1990s; high levels of economically dependant persons, including lone parents and people with disabilities; high levels of dependant elderly. Furthermore, the environment is characterised by: the absence of a central focal point; significant traffic and parking problems in the town centre; unattractive open spaces; lack of sufficient facilities for both youth and senior citizens.
The Ballyfermot Partnership was one of 38 Area Based Companies established by the Irish Government in 1991. The Partnerships represented a new ‘bottom up’ approach to solving social problems especially those of unemployment and social exclusion. Since the Partnerships were established, Ireland has undergone huge social and economic changes and unemployment has fallen significantly. The Partnerships are attributed with playing a major role in ensuring that disadvantaged areas have been able to access some of the benefits of this wider economic growth. They also have succeeded in embedding a new way of thinking and working between state agencies, the voluntary sector, community groups and the social partners so that the needs of disadvantaged communities are responded to locally and more effectively met. 
However,  significant problems remain in areas like Ballyfermot. In 2004 there were an estimated 2000 heroin users in the area; over a third of men aged over 35 had recent contact with the justice system; 2.5% of the population were refugees or asylum seekers and there were 433 travellers. There were 1,156 households headed by a lone parent, and 43% of these were at risk of poverty. There were also 2,671 people with disabilities, few of whom were employed, and there were still over 300 people who had been continuously out of work for over a year.
The Ballyfermot Partnership is run by a voluntary management group with full time staff. Their task is to plan and implement actions to tackle disadvantage, poverty and increase the social and economic reputation of the community. The Partnership delivers a wide range of community development and education programmes, including the provision of child care places and measures to improve school retention rates. The Partnership attracts and has to work with a diverse range of funding sources, including Urban II funding.
The Partnership puts considerable emphasis on employment and delivers a wide range of employment assistance programmes through its ‘local employment service’.  Examples of the projects delivered by the employment service include:
· Targeted outreach to long term unemployed men who have been out of work for over three years which has enabled services to be designed to match their needs and requirements.
· A Job Plan 2000 programme for long term unemployed people with a history of drug use. This is a bridging programme for drug users stabilised on methadone or now drug free and in recovery, designed to support the establishment of new priorities and networks around employment and training.
· A ‘Job Initiative’ that involved the delivery of three year job placements in the community sector to 100 of the very long term unemployed.
· Bitewise 2000 or ‘FIT’ (Fast Track into IT Computer Training). They are currently running training programmes in PC maintenance, operating systems and technical support for the long term unemployed. These are all industry standard training that lead to qualifications and job opportunities in the information and communication technologies sector. 
The Partnership places considerable emphasis on using research and information to target its interventions effectively. This includes a longitudinal study using a range of indicators to assess the needs of the long term unemployed that will be used to develop a profiling tool for assessing the needs of clients.
The staff from the local employment service stress the importance of inter-agency working to tackle a range of factors needed to attract more people into the labour market and to make work a real option for all. Particular attention is drawn to the importance of upgrading the education and skills of people in the area as the new jobs being created require higher levels of qualifications. They also attach great importance to the provision of flexible and affordable child care and amongst other initiatives, have used EQUAL funding to support the development of a commercially viable Childcare Community Business that provides pre and after school facilities for local workers and employers and generates employment for child minders.
For more information on Area Based Partnerships see www.planet.ie. 
Case Study 7
Nottingham Works
Nottingham has a strong economy, with an expanding pool of jobs, but there are areas of deprivation where over 15% of residents are unemployed, increasing in some cases to over 30% if all people of working age on welfare benefits are included. The City Council initiated a city-wide jobs partnership in November 2003 and ‘Nottingham Works’ aims to match the recruitment needs of local employers with unemployed and workless residents in those areas of the city with high concentrations of disadvantage. There was concern that jobs being created in the city were being taken by commuters from outlying areas. The initiative is led by the Economic Development Department and it worked with statutory agencies and employers to develop a strategy to ensure ‘local people got local jobs’. 
In the initial phase the staff leading the project worked with the local Public Employment Service and together identified target sectors within the local economy where there were both job opportunities and staff shortages. Major sectors included administration (starting with the City council itself), retail, care services, catering and hospitality. Working with local employers in those sectors they identified the key skills that the employer would seek when recruiting staff. Working with local colleges and community organisations they helped to devise training programmes that would help to develop those skills. Finally they identified groups of unemployed men and women wishing to take advantage of the training offered. At all stages employers were invited to interest themselves in the programmes but the programme is available only to those who have identified a particular skill.  They also must guarantee that anyone who completes a work readiness skills course is offered an interview. Courses vary in terms of technical skills but cover personal presentation (including issues such as personal hygiene), recruitment procedures and processes, literacy and numeracy. Throughout the programme close attention is paid to the needs of each individual trainee so that they are all given continuous support.
The pilot programme was devised to help fill vacancies within the City council itself. Nearly 200 vacancies in administration were identified as were more than 200 posts in catering and over 113 participants got jobs, over a third in the City Council. This programme now aims to train nearly 200 people a year for this kind of work. The outcome was sufficiently encouraging to develop further programmes which, in addition to administration, include Care (for example, within the local health, child care and welfare services), Driving (in association with local bus companies and haulage contractors), and separate programmes for would be taxi drivers. There is a Retail programme supported by a number of major local retailers.
Nottingham Works is made up of a ‘central hub’ which delivers services through a network of local partners in the voluntary and statutory sector who are either based in high unemployment locations throughout the city or who work with particular client groups, for example, drug users.  There are six geographical area and four client specific spokes. There is a distinctive strategy for engaging workless people with the project by:
· Recruitment through outreach, personal invitations and posters and leaflets in the target communities.
· Offering a secure transition to a quality job with a job interview guaranteed for all those who completed a training course.
· Providing an accessible, locally based and individually focused service.
· Removing barriers by funding childcare and travel expenses whilst in training, and making a payment of £100 (140 Euros) to each graduate to help cover interview costs and purchase work clothes.
The overall budget of the programme is projected at £1.7 million, mainly drawn from regeneration budgets with some matched EU funding. In 2004 the project manager, estimated a 65-75% progression from courses to employment.   In his view “the secret has been to work with reputable, high profile employers that offer holidays, pensions, internal training and opportunities for progression. People can see it’s real and that there’s the certainty of having a job in 12 weeks’ time. They also have the benefit of work experience with employers during the course”.
The strengths of the approach include the following factors:
(a) The programmes are based on a close and detailed understanding of the evolving needs of the local economy, of the kind that can only properly be gained through painstaking and ongoing local research and monitoring. 
(b) The programmes are the outcome of a constructive partnership between several different groups and interests, including the City Council, local employers, staff in statutory agencies, training providers and the unemployed themselves. 
(c) The aspirations and the anxieties of the unemployed are taken seriously, and each individual is the focus of encouragement and support. This is a very finely-tuned process. 
(d) The service is decentralised to local communities, supported through outreach, and in some centres multi lingual support was available.
(e) Crucially, there are jobs available, it is possible to identify them with some precision, there are employers anxious to recruit labour, who can clearly specify what they require, and who can offer support and cooperation. 
The approach to employers also was distinctive with the project manager stressing the ‘hard-nosed’ business approach adopted: ‘We tell employers we’ll help them solve their recruitment problems and deliver quality people to them, if they’ll work with us’. This reflects another distinctive assumption which is that areas of high worklessness should not be seen as social problems but as untapped resources for economic regeneration.
Case Study 8
The Milwaukee Jobs Initiative and the Wisconsin Regional Training Partnership
In 1995, the Annie E. Casey Foundation launched a $30 million demonstration project known as the Jobs Initiative (JI). This eight-year, six-city project provides support and assistance to community groups, employers and community colleges engaged in helping disadvantaged, low-skilled workers from inner city areas secure family-supporting jobs. Over 80% of JI participants have been ‘people of colour’; 60% are African-Americans. Over 10,000 participants have been placed in jobs and increased their earnings, with 75% retaining employment for at three months. 
Broadly, the Jobs Initiative in each community works to:
· support innovative job projects;
· change public and private employment-related systems;
· engage employers in job projects;
· focus on labour market retention and advancement; and
· build new and effective information networks to reach job seekers
This case study examines one of the ‘Jobs Initiative’ projects delivered largely by the Wisconsin Regional Training Partnership in inner city Milwaukee, one of the USA’s most segregated cities. 
The Wisconsin Regional Training Partnership (WRTP)
WRTP is a non-profit association of 125 employers and unions, founded in 1996, and  responsible for placing hundreds of inner-city minority workers into family-supporting jobs in manufacturing. Its purpose is threefold: to help local companies modernise plants and adopt new workplace practices; to upgrade the skills of current workers; and to recruit, train, and mentor new (largely minority) employees. In 1997, WRTP developed a nationally recognized model of employment-linked training and it is currently replicating this model in new employment sectors including hospitality, healthcare, telecommunications and utilities.
WRTP plays the lead role in delivering the Milwaukee Jobs Initiative (MJI) that brings together business leaders, trade unions and community organisations to match inner city workers with good jobs. In its first six years the project placed 1,400 participants in jobs paying on average $10.55 an hour. One year after placement, 73% were still working, 41% at the same or a better job.
MJI also had worked with almost 200 employers in various sectors – printing, manufacturing, health care, technology and construction. The project had not only supplied these companies with trained workers but also had connected employers to a wide range of services that helped them reduce recruitment and turnover costs, retain and upgrade skilled workers and increase productivity.
The WRTP Training Model
WRTP has used its membership network to assess employment trends and identify where jobs are likely to become available.  It has used this knowledge to develop a sector-based approach that enables the organisation to more effectively prepare participants for these vacancies. At first WRTP attempted to develop specific courses for each employer and each job category, but that approach proved too costly. WRTP eventually began to aggregate classes of trainees for multiple employers by identifying cross-firm skills and competencies and developing training curricula for those particular competencies.
WRTP also worked closely with labour and management to develop workplace-based support for all entry level workers, especially when evidence emerged that simply placing its participants in unionised jobs, with better terms and conditions, did not mean the recruits would be able to stay in them. The organisation analysed the causes of this high attrition rate and developed strategies for dealing with them. This included: 
· A Mentoring/Peer-Advisory Network: One problem new recruits faced was hostility and a lack of understanding among more senior workers and supervisors. Working with the unions, WRTP developed a mentoring programme that trains senior workers to provide support for newer workers.
· Positive Attendance Workshops: To address problems of poor attendance and morale among new recruits, WRTP developed ‘Positive Attendance Workshops’ in many member firm workplaces to improve worker performance.
· Best Practice Dissemination: WRTP has identified a number of employer practices that contributed to high turnover, including over-reliance on temporary workers, lack of career paths and training opportunities and inability to communicate in the first language of many workers. To address these issues, WRTP is now experimenting with a variety of approaches including: establishing joint labour-management committees with responsibility for improving workplace practices; instituting skill training and clearly identified pathways to advancement within the firm; and delivering workplace English-as-a-second-language classes.
Another significant development in WRTP’s approach was to target the job opportunities created locally through large scale public investments. While the manufacturing sector was a route to good employment for many inner-city workers in the late 1990s, the number of manufacturing job openings contracted in the wake of the economic slowdown that hit US industry early in 2001. As a result, WRTP sought out new opportunities, particularly in those sectors forecast for significant economic investment.
Case Management and Working with Communities
WRTP found that developing the employer side of its services was only one element of a successful strategy. The other dimension involved developing an approach responsive to the many personal difficulties faced by disadvantaged people. These challenges fell into two categories. The first involved basic needs, such as reliable childcare, transport and housing, that are essential to sustainable employment but difficult for low-income people to obtain. In Milwaukee, as in the rest of the USA, low-income people receive assistance in these areas from a complex array of public and private agencies, which are often seriously under-funded. A second need was for ‘case management’ - overall assistance to low-income clients that focuses on the particular client’s needs and how to leverage the right combination of public and private resources to meet those needs. 
WRTP has cultivated a network of partners and funders that includes the city’s welfare-to-work agency, community colleges, and, increasingly, local faith- and community based organisations.   WRTP is an attractive partner for these organisations because it is committed to finding good jobs and has strong links with employers. The WRTP has developed its community network by providing information about career opportunities and skill requirements in its targeted industries, and it distributes a regular electronic newsletter about employment and training opportunities, Partner organisations are encouraged to refer viable candidates to attend WRTP orientation sessions. The candidates may be recruited immediately if they already qualify or conditionally if they complete the necessary training.
More information about WRTP can be obtained from its website: www.wrtp.org.  Additional information about the other Jobs Initiative cities can be obtained from the Annie E. Casey Foundation website: www.aecf.org. This contains also publications that identify the best practices developed through this programme, such as a report on how the projects have addressed issues about race in all its complexity: www.aecf.org/publications/data/jobsandrace.pdf.
Section Three: Case Studies of Intermediate Labour Markets and Transitional Jobs Programmes
This section contains case studies of innovative temporary job creation programmes. The projects include a number of European Intermediate Labour Programmes as well as what are termed ‘Transitional Jobs Programmes’ from the USA. 
Intermediate Labour Market programmes first developed in Glasgow in the 1980s and have since been replicated and adapted in over 40 cities and urban areas throughout the UK. The key rationale has been to provide temporary wage based employment for the long term unemployed and to combine periods of paid work experience with additional support and job placement services aimed at getting participants into regular jobs.  ILMs typically draw together combinations of government and EU funding and often have been initiated, developed and delivered by non-govermental bodies in the voluntary, charitable or voluntary sectors. A key element of ILMs is that they often combine providing jobs for disadvantaged people with the delivery of regeneration projects and goods and services for low-income communities. Some have aimed to develop new markets in the social economy that generate permanent employment. In 2003 it was estimated that some 14,000 long term unemployed people participated in ILM projects throughout the UK, with projects reporting job entry rates ranging from 43% to 67%.
There is much diversity amongst British ILMs. This section describes the original Glasgow model delivered by the ‘Wise Group’ and another city based model delivered in Manchester. The work of both organisations represent the main ILM models that have been replicated in other British cities:
· A single organisation accesses the funding, employs the management, administrative and supervisory staff, employs the ILM workers and undertakes the work (the Wise Group approach).
· A central organisation develops the programme, accesses funding, employs some core staff and then contracts out the delivery and employment of the ILM workers to a range of ‘sponsoring employers’ (the Manchester approach)
European surveys have identified also many examples of ILM-type projects in different countries. These range from the ‘insertion’ and ‘reintegration’ companies of France and Belgium, to the social cooperatives in Southern European countries, through to the employment promotion companies of Germany. Two of these projects are briefly described: Vitamine W from Belgium and Maatwerk from the Netherlands.
Finally this section identifies case studies from the USA where it has been estimated that there are transitional jobs programmes in about 30 states and cities that recruit about 17,000 long term unemployed participants a year (see www.transitionaljobs.net).  The case studies include a city-wide project that operates in Philadelphia and two different projects from New York one of which specialises in providing transitional jobs for ex offenders being released from prison.
Case Study 9
The Wise Group of Companies 
The Wise Group, founded in Glasgow in 1983, pioneered the concept of the ILM through combining a variety of grants and contracts that enabled it to provide temporary jobs that paid wages to the long term unemployed in a regular work environment. The organisation has since developed an international reputation for delivering innovative temporary work programmes which recruit the long term unemployed to carry out work of significant community benefit. 
The first ILMs developed by the Wise Group had a number of defining characteristics:
· participation was voluntary;
· participants were paid rate for the job and treated as regular employees, for example, they could be sacked for misconduct;
· participants were employed for up to a year;
· training was a core element of the time spent on the programme; and
· the work undertaken was ‘real work’ of clear benefit to the community. 
The Wise Group has developed into a large and diverse social enterprise (see www.thewisegroup.co.uk).  It has 370 full-time staff and a turnover of £17 million. It has charitable status and operates across Scotland and in several cities in England. Its objective is to help the long-term unemployed find and keep jobs. It has collaborated with public, private, voluntary and community partners in this task. As part of this aim the Wise Group is determined to convert good ideas into practical solutions meeting the needs of not just the unemployed but also employers and local communities. Over the last 20 years the Wise Group has helped 14,000 participants move from welfare into jobs. 
The Wise Group runs a number of programmes through its constituent companies. The people services comprise fast track personal development and job search, call centre, care and job coaching, administration, catering services, child-care and classroom assistants, education and awareness raising, and customised training for employers. The regeneration services include hard and soft landscaping maintenance, horticultural services, woodland creation and management, glass recycling, domestic energy efficiency, security and safety and concierge services. In addition Wise Group services have delivered substantial benefits to low income communities. Heatwise, for example, delivers home insulation programmes that have assisted thousands of low income households with savings in energy bills and reductions in power demands.
Case Study 10
Community and Environmental Employment (CEE) 
CEE is delivered by the ‘Employment and Regeneration Partnership’, a ‘not for profit’ organisation which is one of the main operating companies in the Manchester Enterprises Group (see www.erpartnership.com/links.aspx).  ERP is led by a voluntary Board represented by the private, public, voluntary and trade union sectors, and operates predominantly in Manchester, Salford, Stockport, Tameside and Trafford. 
The organisation has over 250 staff with skills and experience in community development, advice and guidance, foundation training, transitional employment, employer liaison, service development, resource procurement, contract management, financial management, systems and process management. The group access and deliver government and EU funded programmes to improve the local economy, create jobs and provide skills and employment for local people. An independent assessment by the Adult Learning Inspectorate identified ERP as highly successful in improving the skills of disadvantaged groups and of getting them into employment (see: http://www.erpartnership.org.uk/downloads/ali2005report.pdf). 
ERP's activities focus on working with unemployed people and low skilled employees, assisting them to find and retain employment. They also offer support to employers in meeting their recruitment needs.  ERP services are delivered from a city wide network of 21 Employment Centres located in areas of high unemployment or significant employment growth. The Centres cooperate with the local offices of Jobcentre Plus, the British Public Employment Service.
CEE is funded by a highly complex package of resources, including area-based regeneration funds, European Structural Funds and the Government’s New Deal employment programmes. The overall CEE budget exceeded £7 million in 2000/01.
ERP implements CEE projects through a range of over 20 local sponsoring employers and creates a pool of temporary, waged employment opportunities in areas of socially and environmental useful work. Typical jobs include grounds maintenance; classroom assistants; environmental maintenance, general construction, town centre rangers; administration; shop work; IT (recycling computers), and so on. 
In addition to offering a maximum of 12 months employment CEE provides vocational training together with a programme of non-vocational personal development (for example, driving lessons). Ongoing guidance and counselling is provided together with job search to enable people to obtain employment in the regular labour market. 
Sponsoring employers recruit and employ eligible people, manage the project and new employees and undertake assessment and plan the employee’s development. The employers also co-ordinate training, personal development and ‘progression support’ and review each individual’s work and progress. To ensure consistency each employer must operate within the ERP’s contract and quality assurance standards and is monitored regularly.
An evaluation was undertaken in 2000 when some 1,900 people had been through the programme of whom 440 were still employed. Just over 40% of leavers had got jobs. The evaluation found that the programme more than doubled the chances of long term unemployed young people getting a job in comparison with other high unemployment inner city areas that delivered only the Government’s mainstream employment programmes.
Case Study 11
Maatwerk Amsterdam 
Maatwerk Amsterdam (see www.maatwerk.amsterdam.nl) is an independent ‘not for profit’ company established by the Amsterdam Municipality to deliver job creation programmes. The organisation sees its primary role as using subsidised work experience to improve individual human capital and help participants to get regular jobs. Most of its participants are young unemployed people, many of whom are from minority ethnic backgrounds. The company operates a diverse range of projects, some with the private sector, which provide real workplace discipline, support with both basic and hard skills, and the support of workplace supervisors and an individual case manager. Participants are reviewed regularly and rotated through six month placements with gradually increased work responsibilities and expectations. A ‘job coach’ supports those coming to the end of their time in the programme. Maatwerk now uses the end of each six-month placement to reassess and identify those who could be placed in regular jobs, a process reinforced by output related funding payments geared to job entry. Maatwerk provides ‘after care’ support for ex-participants for up to a year, a service again reinforced by a bonus payment they receive for job retention. They claim to place up to 60% of their participants into regular jobs.
In 2004 new legislation devolved financial responsibility for both social assistance and reintegration measures to the Municipalities. The Municipalities have far greater freedom to develop reintegration programmes to fit local circumstances and have been given strong financial incentives to encourage them to try to move people into regular employment. The early evidence from Amsterdam (and from cities like Rotterdam) is that Municipalities are making more use of the Maatwerk model.
Case Study 12
Vitamine W Antwerp
Vitamine W is a non-governmental organisation in Antwerp that works for people who are threatened with exclusion from the labour market (see www.vitamine-w.be).  The name of the organisation was borrowed from ‘Vitamine T’, a group of reintegration organisations that operated in the Nord Pas de Calais Region of France. The ‘W’ stands for work and reflects the philosophy of the company that ‘everyone has the right to work’. The organisation believes that even when a person cannot be placed in regular employment a suitable activity can be found or created for every individual, if necessary outside the traditional scope of a full-time job with a permanent contract.
In its fourteen years of existence Vitamine W has proved to be an innovative organisation that has developed a range of programmes addressing the issues both of labour supply and demand. It works in partnership with a broad range local and national Government Departments, including the Flemish Employment Service, and also with social welfare organisations and the ‘social partners’.  Much of its funding comes from these sources and from the European Commission. 
Vitamine W activities are directed towards at-risk groups who have a hard time finding and keeping employment. Its programmes aim to improve the employability of low-skilled workers, immigrants, and the long term unemployed. Vitamine W projects also try to bridge the gap between supply and demand on the labour market and they support and advise companies and employers that work with those at-risk. 
Vitamine W projects include:
· WerkWijsers (Route Counselling Services): easily accessible local offices for individual guidance towards work, in co-operation with the City of Antwerp and the Flemish Employment Service;
· Training projects that include both vocational training and social and communication skills that in combination strengthen the capacity of individuals to get jobs. One example is their ‘Logistic Assistant’ training courses for hospitals and homes for the elderly.
·  Work Experience Projects or ‘learning while working’. In their work experience project ‘Cleaning’, first-generation migrant women and men are employed for one year to gain work experience in different cleaning techniques, to learn the Dutch language and to become familiar with Belgian work attitudes. In another ‘Renovation’ work experience project people learn work attitudes as well as craftsmanship techniques in renovation. In all these projects the wage earner must receive the minimum wage for his or her trade; and any employer is granted substantial reductions in social security charges.
· Social Enterprises that create jobs for the very long term unemployed. One of the social enterprises is Kringloopcentrum or "Recycle Shop" for the collection, sorting, repairing in different workshops and selling reusable goods. Other projects employ the long term unemployed in socially useful work such as the ‘Maintenance of Churches and Monuments’ or the ‘White Tornadoes’ because, dressed in white, participants clean, maintain and sweep the streets. Vitamine W officials contend that “public opinion approves”, because people not only see “where their taxes are going, but also see unemployed people doing useful work”.  
Vitamine W also employs ‘career counsellors’ who help deliver specialist services on behalf of the Flemish Employment Service. The counsellors devise individual support plans for employees of the Flemish Government as well as for private companies. A specialised training unit develops and delivers tailor made training courses for organisations or companies.  It provides consultants in the social economy through the accredited SEC consultancy. The consultants help enterprises to find suitable candidates for low-skilled jobs and give advice on the development of a human resources policy for low-skilled workers. 
Vitamine W has some 2,500 participants a year. In 1999 it was estimated that over 60% of participants got jobs or training leading to a qualification.
Case Study 13
The Transitional Work Corporation in Philapelphia
The Transitional Work Corporation was founded in 1998 to deliver the ‘Philadelphia@Work’ transitional jobs (TJ) programme (see www.transitionalwork.org).    It is the largest single TJ programme in the USA. The programme was aimed at city welfare recipients, largely African American women with dependent children, who were at the point of losing their entitlement to cash benefit payments. In the state of Pennsylvania ‘TANF’ recipients must be working from two years after they first start receiving cash benefits and they lose all entitlement to cash assistance after five years. 
The programme was designed to support welfare recipients moving into stable unsubsidised jobs. It provides intensive orientation for two weeks and then places each participant into transitional work that matches individual aptitudes and develops work related skills. Participation is optional. Participants work for 25 hours per week for up to six months in jobs in city government and non-profit agencies and are paid the state minimum wage. The programme aims to create a realistic work environment and participants are treated as employees.
After four months in the programme TWC staff assist clients locate and acquire unsubsidised employment. While in their TJs participants also spend up to ten hours a week in workshops designed to strengthen their social and work related skills, including literacy courses and English for those who need it. Participants are helped with subsidised childcare and transport throughout the programme, and can be paid additional amounts to obtain suitable work clothes.
One distinctive feature is the use of ‘work partners’ who are regular employees at the TJ work site. Work partners agree to provide additional support on-site and in return receive $50 per month. Programme staff offer case management and job retention services for up to 12 months after participants find unsubsidised jobs. Clients may qualify for job retention bonuses at placement ($200), at 60 days ($200), and at 120 days ($400) if they are working at least 30 hours per week.
TWC staff are organised in teams that include a career advisor, a professional development workshop facilitator, a job developer and an employment retention specialist. Each team is responsible for about 100 staff.
By 2003 TWC had recruited over 6,000 people to transitional jobs, and over 2,000 had gone on to unsubsidised employment, where they earned on average $7.75 an hour. Over 90% of those who completed their TJ placement got a job and half of all those recruited that year had been placed in regular jobs. Over 80% retained employment for at least six months after placement. The average cost per client was $1,166 per month. 
Case Study 14
Transitional Jobs Programmes in New York City
The Neighbourhood Work Project: Center for Employment Opportunities 
CEO provides job preparation and placement services for ex-offenders and others under community supervision in NYC (www.ceoworks.org). It has been an independent non-profit organisation since 1996. It has about 100 staff members and a budget of $9 million. CEO enrols about 1,500 ex-offenders annually, the majority having just been released from New York State’s ‘boot camp’ programme. CEO accepts only nonviolent offenders, of whom 95% have drug-related offenses. 90% of its clients are young men in their mid-20s, many with children to support.
The organisation has developed a distinctive transitional jobs approach. First, the Neighborhood Work Project (NWP) offers immediate, short-term paid employment opportunities through a day-labour programme providing maintenance and repair services to public agencies. Participants are organised in work crews of five to seven members with a full-time field supervisor, and they provide general building maintenance, grounds keeping and painting services to a range of organisations across NYC. Participants are paid the federal minimum wage on a daily basis, providing a clear incentive and much needed cash for recently released offenders to continue to seek regular jobs. Participants typically remain in NWP for two to three months.
When ex-offenders arrive at CEO, they attend a week-long life skills and pre-employment workshop to learn how to prepare a resume, how to discuss their conviction with a potential employer, and other basic interview skills. On the last day, participants work with their individual employment specialists to develop an employment plan and assess their vocational skills and interests. While employed in NWP, participants meet with their employment specialists weekly to continue work on interviewing skills, follow up on job leads developed by employment specialists, and address needs that might impede their employment success, such as obtaining housing, medical services, child care or work-related documents.
CEO is unusual in the nonprofit world in its evaluation of staff. For job developers, CEO operates a commission-based environment, where they earn a base salary and bonuses based on their performance. For other staff whose work is not so easily quantifiable, CEO developed additional standards around judgment, communication and self-management to generate scores used to calculate bonuses.
This dual strategy has proved very effective. The contracts obtained for building services generate enough revenue for NWP to be self-sustaining, while providing real work for participants. VDP has helped place participants with over 300 companies in manufacturing, food industries, customer service and office support, while maintaining a 65% placement rate and an average starting wage of $6.30 an hour.
EarnFair 
EarnFair is a demonstration project, funded by Foundations, which began operating in New York City in 2000 (www.earnfair.com). The project tests new ideas to improve job prospects for disadvantaged workers. It employs welfare recipients and others from job placement programmes in the city. Its recruits are employed for up to two years subject to performance. EarnFair operates in approximately the same way as a for-profit staffing agency, and workers compete in the labour market for placements in various businesses and nonprofit organisations. The organisation both provides recruitment screening for entry level employers and allows them time to test whether they want to employ a participant directly. 
EarnFair provides an array of employment assistance and retention services and aims to equip participants to be able to retain employment and increase their earnings. During the two years of the programme, participants have access to such services as ‘job readiness’ training, remedial education, personal financial education, and job coaching. Workers also get help in obtaining childcare assistance and healthcare. Uniquely, EarnFair also offers its participants a chance to open ‘individual development accounts’. The programme is administered through ten neighbourhood organisations, which act as ‘home bases’ for services and are being transformed into ‘local worker support centres’.
By June 2003 the Programme Manager reported that together EarnFair Alliance organisations had placed almost 4,000 low-income individuals with multiple barriers to employment into jobs and achieved retention rates ‘among the highest of all the employment services providers in the City’. Placements secured an average wage of $9 an hour, 75% above the minimum [image: image1]
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