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INTRODUCTION

DI&DI: DIVERSITY AGAINST DISCRIMINATION:
INCLUSIVENESS STRATEGIES IN A MULTICULTURAL
EU LABOUR MARKET

Migration and Unemployment:
A European Challenge

On the 1% of January 2014, according to Eu-
rostat data, 33.5 million people born outside
the European Union (EU) were living in an
EU member state. 19.6 million of these peo-
ple were citizens of a non-EU member State,
representing 3.9% of the EU-28 population,
and 17.9 million were born in a different
EU-member State than the one they were
currently living in'.

European statistics show considerable differ-
ences in EU countries between the employ-
ment rates of nationals (EU citizens living in
their country of origin) and foreign migrants.
In 2011, the unemployment rate of non-EU
citizens was 11.1 points higher than that of
the nationals. This gap continued to increase
until 2013 but was reduced to 10.7 in 2014.
The unemployment rates were also higher,
by 2 points in 20142, for mobile EU-citizens
compared to nationals.

With regard to the gender dimension, signif-
icant differences are observed in unemploy-
ment rates between female and male non-EU
migrants on one hand, and between female
non-EU migrants and female nationals on
the other hand. This gap is very high in al-
most all the EU member states and indicates
that female non-EU migrants are the most
exposed to precariousness in the EU labour
market.

Youth is another population strongly con-
cerned by unemployment in the European
Union. European residents aged 15-29 were
the most affected by the unemployment in-
crease between 2007 and 2014. If this is true
also for the native-born young population,
the increase was significantly higher for non-
EU born young population, with an unem-
ployment rate rising to 28% in 2014 from
15.8% in 2008.

Employment:
A Priority for Building Inclusive Societies

Experts working on migration policies, like
Randall Hansen, point to migrants’ access
to employment and their incorporation into
the economy as the most important challeng-
es for integration®’. Frank Hoffer, senior re-
searcher at the International Labour Organi-
sation, observes that guaranteeing the digni-
ty, protection and empowerment of migrants
in the labour market is an essential condition
for fighting against xenophobia®.

Many factors explain the higher unemploy-
ment rate of foreign migrants compared to
the EU-native born citizens in European
countries. Discrimination is an important
one. Prejudices, based on origin, national-
ity, appearance and religion, often lead to
the unequal treatment of migrant workers
or jobseekers in the labour market. Female

1 Main sources for data on Migration in the EU-countries: Eurostat / European Commission, « Migration and
migrant population statistics », http://ec.europa.eu/eurostat/statistics-explained/index.php/Migration_and

migrant_population_statistics/fr (accessed September 30th, 2015)
2 Main sources for data on migration and unemployment : Eurostat / European Commission, « Migrant integration

statistics: employment », http://ec.europa.eu/eurostat/statistics-explained/index.php/Migrant_integration

statistics_-_employment(accessed September 30th, 2015)

3 Randall Hansen, « The centrality of employment in immigrant integration in Europe », Migration Policy Institute

- Europe, February 2012.

4 Frank Hoffer, « The real problems of migration and how to solve them », published on the website http://www.

socialeurope.eu/ on 29 april 2014.
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and young migrants are particularly affected,
since they are also exposed to discrimination
based on gender and age.

Anti-discrimination has been an important
topic on the European agenda for the last 15
years. The legal framework became strength-
ened in 1999 with the Treaty of Amsterdam,
whose Article 13 was specifically concerned
with the fight against discrimination. In
2000, the European Charter of Fundamental
Rights, in its Article 21.1, identified a list of
criteria for illegal discrimination.

That same year, the Council Directive
2000/43/EC of June 29" implemented the
principle of equal treatment among per-
sons, without distinction of “race” or eth-
nic origin. The Council Directive 2000/78/
EC of 27 November 2000 then established
a general framework for equal treatment
in employment and occupation. The legal
measures against sexist discrimination were
also reinforced with the Council and Parlia-
ment Directive 2002/73/CE of 23 September
2002. This common legal framework was
then transferred to Member States’ legisla-
tion. Ambitious programs like EQUAL, de-
veloped during 2000-2008, allowed for the
funding and implementation of tools, as well
as experimentation and new practices on the
issue of equal treatment.

However, there are other factors that also
need to be taken into account to explain the
unemployment rate of foreign migrants in
the European Union. For example, the lack
of recognition of their competences and
qualifications acquired abroad, their lower
knowledge of the “implicit rules” of the Eu-
ropean labour market, such as those linked to
self-presentation strategies, and the lack of
insertion into professional networks.

Building on this framework and general con-
text, the Di&Di project, launched in 2013,
intended to develop and test new methods
for supporting the professional inclusion of
migrants through anti-discrimination train-
ing and the promotion of diversity.

The Di&Di Project:
A European Collaboration

The Di&Di (Diversity against Discrimina-
tion) project was designed in 2013 by six Eu-
ropean partners in five European countries.
The situation of the European labour market
was particularly alarming at that time: be-
tween 2008 and 2013 the European Union
experienced an exceptional increase in un-
employment rates, with non-EU nationals
strongly affected.

One of the main particularities of the project
was its choice of target audience. The pro-
ject was focused on female low-qualified
migrants and qualified young migrants, both
considered to be needing specific support.
These two populations are strongly exposed
to unemployment, precariousness and dis-
crimination risks. Furthermore, their profiles
are more and more represented into current
migrations towards Europe.

The six European partners of the project
worked in different contexts and profes-
sional frameworks: Enda Europe (France)
and Centre for Immigration and Integration
(Bulgaria) are NGOs, the Istituto per 1I’Eu-
ropa Orientale e Balcanica (Italy) is a univer-
sity institute; Bildungsmarkt ev. (Germany),
iriv conseil (France) and ECAP Foundation
(Switzerland) are professional learning or-
ganisations.

The complementarity of the professional
competences and environments of the six
partners is a specific strength of the project.
A peculiarity in the partnership was the par-
ticipation of ECAP in Switzerland, a non-EU
country, facing the same inclusion problems
as EU-members but starting from a less de-
veloped and more restrictive legal frame-
work on anti-discrimination and migration.
This allowed the partners to reflect together
on the impact and opportunities offered by
the progress made at the EU level.
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Combining Anti-discrimination and the
Promotion of Diversity to Support the In-
clusion of Migrants in the European La-
bour Market

The main aim of the Di&Di project was to de-
velop strategies for the successful integration
of low-qualified female migrants and qualified
young migrants in the labour market. To reach
these objectives, the six partners developed:

- A training programme, directly addressing
these two target audiences, focussing on their
empowerment through awareness-raising on
discrimination risks, better knowledge of their
rights, and tools and methods to promote their
migration experience as a specific competence
in the labour market. A European prototype
for the training program was elaborated by the
partners in 2014, starting from the innovative
approach of the Migrapass project (Autre-
monde, iriv et al., 2010-2012, http://migra-
pass.eu), focused on the valuation of migrants’
competences through the implementation of a
specific portfolio. The common training mod-
el was then adapted, tested and completed in
each national and local context.

- Amentoring programme, addressing employ-
ment professionals and those working with
migrant populations, aiming at developing
their knowledge on anti-discrimination, as
well as the specific difficulties and strengths
of the target audiences. The mentoring pro-
cess also intended to collect and share tools,
methods, case studies and best practices to
strengthen the mentors’ capacity to support
the target populations’ professional inclusion.
A European model of the mentoring pro-
gramme was developed to be adapted, exper-
imented and completed in each country of the
project. This common mentoring model trans-
ferred the results and innovative approach of
Enda Europe’s Diversity Plus project (2006-
2010, diversiteplus.enda-europe.org), focused
on the roles and practices of companies, trade
unions, local authorities and associations on
anti-discrimination and diversity promotion.

- Steering committees with experts in the fields
of employment, diversity promotion and an-
ti-discrimination, where the partners shared

the lessons learned during the Di&Di process
and collected new feedback and advice.

From lessons learned to new challenges

This final publication describes, in its first
part, how the project was implemented by
the partners in the five European countries,
taking into account the national and local
specificities, and the main results reached in
each context. It proposes then, in its second
part, to go beyond these differences in order
to extract common results, lessons and per-
spectives. The ambition of the Di&Di project
is indeed to design a European approach of
training and mentoring to support the target
populations’ inclusion in the labour market.

At the end of the project, in 2015, the Eu-
ropean situation with regards to migration
has changed considerably. Despite the sta-
tistical data becoming encouraging, with a
decrease of migrants’ unemployment rates in
2014, the political and humanitarian context
became critical. On the one hand, European
countries experience the rise of xenopho-
bic and anti-immigration feelings, strongly
represented in the public sphere through the
access to political power by extreme-right
parties. On the other hand, Europe has to
deal with a global refugee crisis provoked by
wars and extreme poverty in many countries
in Africa, the Middle East and Asia. Approx-
imately 500 000 migrants, notably refugees
fleeing Syria, Iraq, Eritrea, Somalia and Af-
ghanistan, have entered the European Union
in 2015.

Beyond the critical issues of emergency and
welcoming these people, this situation will be
a road-test for the European countries’ inte-
gration capacities. In this context, the lessons
learned from the Di&Di project, presented
in this publication, aspire to contribute to a
necessary common effort for inventing new
inclusion models in our societies.
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TRAINING AND MENTORING:
THE STRATEGY IN FIVE EUROPEAN CONTEXTS

1. Experimentation and findings
in Bulgaria

Bulgaria’s specific migration context is that
of a Balkan post-communist country, cur-
rently an EU member state. The understand-
ing of migration experience invariably needs
to take into consideration the country’s com-
munist past. Typical for the migration pro-
cesses during communism were the high de-
gree of regulatory control and the maximum
restriction imposed on human migration.
This applied both to its nationals crossing
the borders to move abroad, and to foreign
citizens moving into the country.

At the time of the last census from 2011,
8,444 or 23% of all foreign nationals with
permanent residence in Bulgaria were EU
citizens. Among them the largest is the num-
ber of UK citizens — 2,605 (30.9%), followed
by citizens of Greece — 1,253 (14.8%), Ger-
many — 848 (10%), Poland — 819 (9.7%), and
Italy — 456 (5.4%).

After signing the Geneva Conventionin 1993,
Bulgaria joined the family of countries grant-
ing asylum, thus assuming its international
responsibilities in this respect. According to
the State Agency for Refugees (SAR) for the
past 22 years around 52,000 people have ap-
plied for asylum in the country. Among them
the highest number of applications came
from citizens of Syria, followed by those of
Afghanistan, Iraq and Armenia. In fact, dur-
ing this period of time the average number of
submitted applications rarely exceeded 2000
per year. This state of affairs saw dramatic
changes with the escalation of the conflict in
Syria in 2013. Bulgaria, which since 2007 is
an external border of the EU, faced an un-
precedented situation to deal with. In 2013,
the number of applications reached 7000 and
during the next years continual to grow. Till
the end of September 2015 the applicant for
asylum are 12738. More than half of them
came from Syria, followed by citizens of Af-
ghanistan (SAR statistics, 2015).

As aresult of the unprecedented peak in asy-
lum seekers in Bulgaria, those arriving in
the country are confronted by institutional
collapse, political and media ostracism and
growing social tension. In a very short time,
the reception facilities are filled way over
capacity, the procedure for examination of
the applications is hampered by difficulties
during the proceedings and available exper-
tise proves to be extremely limited. All this
is happening against a background of a pub-
lic debate, which is dominated by extreme
populist discourse. It should be pointed out
that over the years, the attention of the media
has been focused much more on the refugees
and asylum seekers rather than on the eco-
nomic migrants. This has not changed with
the increase in the urgency and the scale of
the problem, but asylum seekers are often
referred to as offenders who have “entered
the country illegally”. This improper and
negative image is much more frequently pro-
jected to the general public, thus promoting
a negative attitude towards the foreigners on
the whole.

The training

The experimentation of the training in Bulgar-
1a was organised between February and March
2015. Overall, more than 30 participants took
part in the sessions, and the women slightly
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outnumbered the young migrants. As
a framework the training sessions fol-
lowed the programme developed by
Iriv and validated by the members of
the Consortium. The 10 modules were
merged into a holistic content, adapt-
ed to the needs and expectations of the
participants. Based on their previous
training experience and working with
similar groups, the trainers opted for
an individual approach, most relevant
for the variety of participants’ individ-
ual experiences, ranging from young
people speaking several languages
fluently to women with very poor
knowledge of the national language.

The training methodology was dominated by
interactive methods. The first introductory
session had three tasks to accomplish: par-
ticipants got to know each other to create an
atmosphere of trust and a friendly attitude,
a sense of the group dynamic and to form
expectations of the activity. Building on
this introduction, the trainers presented the
modules through the personal stories of the
migrant women. When they related their ed-
ucational and professional background, the
trainers introduced ideas from the modules
to guide their individual needs and to design
possible scenarios for future labour market
integration. This approach facilitated the
comprehension of concepts that for some of
the women sounded distant and abstract and
ultimately made the theoretical part of the
material more accessible. The second ses-
sion began with a mind mapping and shar-
ing exercise, while sitting in a large circle.
Whilst discussing their concerns and consid-
erations, the participants came up with the
idea of creating a Facebook group for young
qualified migrants in Bulgaria, i.e. a virtual
but also easily accessible space where they
could exchange ideas for career guidance
and professional integration. The name of
the group — “Sofia gathering us” — emerged
from the interaction (https://www.facebook.
com/groups/386570801549499). The third
session that combined the two target groups
of less qualified women and highly qualified
youth was a promising beginning to what
could become a valuable and productive
practice, if properly organized.

The mentoring

Organising the experimentation of the men-
toring was quite a challenging task, since
the target audience consists of professionals
who value their time to an extreme and tra-
ditionally do not have a very high opinion
of such endeavours. Therefore CII’s team
started by developing a recruitment strate-
gy that relied on finding the cross-section of
the target group’s and the project’s interests.
That happened to be the value of diversity.
For the project the value of diversity is the
core message that stands against discrimina-
tion. For the target group the value of diver-
sity has a business meaning in that it brings
new and missing knowledge and skills. To
get to them CII used professional networks
and institutional connections. Personal con-
tacts proved very important and productive.
The participants in the sessions represented
the following categories: PR experts, en-
trepreneurs, journalists, HR specialists, hu-
man rights activists, SMEs owners, NGO
activists. A central issue put to discussion
was how to approach difference in terms of
culture, language, opportunities, etc. The
Bulgarian public does not have much expe-
rience with the accommodation of difference
and that was probably why CII’s method of
attracting participants with the promise of
showing them the value of a migrant worker
was more or less a success. The CII team’s
research practice has pointed out that Bul-
garian employers avoid migrant workers
not because they have negative expectations
of their performance but because they have
none. The problem is that they do not know
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what to expect, and that is why they prefer
not to hire them and, hence, create a situation
of unintentional discrimination.

As a result of the mentoring sessions, which
were of a very discursive character because
information was exchanged in both direc-
tions, CII managed to outline the main char-
acteristics and problems of the national labour
market situation with regards to immigrants
from both perspectives: the immigrants’ and
the employers’. In Bulgaria the experimenta-
tion of mentoring was organised in 3 sessions
in between April and June 2015. The applied
methodology followed the main guidelines,
but was adapted to, both, the national con-
text and the specific needs of the participants.
The main idea was to make the information
and material understandable and useful for
the mentors by integrating their objectives,
expectations and professional contexts, as
well as the limits of their intervention ca-
pacities. The first training session introduced
the developed knowledge and know-how in
a conversation-and-game format. The par-
ticipants were asked to introduce themselves
and describe their expectations not only with
regard to the event, but also to the issue of
diversity on the Bulgarian labour market. In
the discussion that followed, they were in-
vited to share their thoughts and reflections
on the questions/doubts/insecurities they ex-
perience. The second session was based on
a Q&A exercise. The major question of em-
ployers (mostly SME owners), job interme-
diaries, and institutional (labour bureau) rep-
resentatives was about the marketable assets
of migrants, or what would make them val-
ue-added employees. The general agreement
seemed to focus on the knowledge of differ-
ent (rare) languages and notion of different
cultures. An important part of the participants
in the group were attracted to the event be-
cause of this particular asset, which possibly
explains their fields of activity: Translation
Company, tour operator, language school,
designer bureau, sociological agency. The
variety of languages, cultures and experi-
ences of migrants (often shown as a major
obstacle) was in fact outlined as the key as-
set for their integration in the labour market.
The third session provided the participants
with examples of various national contexts of
discrimination and diversity issues. Through

the subtle interventions of the trainers in the
discussion, knowledge was transferred on the
legal framework of discrimination and expla-
nations were given about the various forms
and practical expressions of this phenomenon
in a work environment.

2. Experimentation and findings
in France

In France, the experimentation with the
training and mentoring programmes was de-
veloped in a context where, on the one hand,
there was a legal framework focussed on
protection with regards to fighting discrim-
inations, and, on the other hand, where the
particularities of migration experiences were
not taken into account in the main public and
private programmes promoting diversity. In-
deed, these issues are usually dealt with in
relation to territorial policies fighting against
exclusion. The territories for priority inter-
vention are mainly determined on the basis
of social criteria. Nonetheless, recent studies
showed a direct correlation between being an
immigrant and the high exposure to unem-
ployment risks. These studies also demon-
strated that amongst immigrants, young
people who were students in their country
of origin and women who were profession-
ally active before migrating were most at
risk of discrimination, unemployment and
the downgrading of their social class. Hence,
this context lent itself particularly well to a
trial of the Di&Di approach.

The training

9




On the basis of the theoretical training de-
signed by iriv conseil in 2014, focusing on
10 main topics, a training programme was
offered in 5 sessions combining the 10 top-
ics. The first session was dedicated to the
general context and objectives of the Di&Di
insisting on the lifelong learning perspective
(modules 1 & 2). The second session devel-
oped the legal framework, both the European
and national levels of the non-discrimination
approach (modules 3 & 4) in order for the
learners to identify a situation of discrimina-
tion on the basis of legal / official documents.
The third session explained the barriers that
could be encountered (internal/external)
(modules 5 & 6) — in order for the learners to
identify the main obstacles they could face
in the labour market and how to overcome
them. The main barriers were the language (a
required linguistic level such as B1), having
their professional experience and qualifica-
tion recognised (only nationals of the Euro-
pean Union have an official recognition of
their national diploma and qualifications),
and the access to finance for those willing
to create their own activity (the documents
and information to be provided may be like
an exam to be passed). The fourth session
explained the tools & strategies already ex-
isting to overcome some main barriers- such
as the Migrapass portfolio (being able to de-
scribe a professional experience in terms of
competences and build a professional future)
or the Allinhe Guide (one option could be to
follow a training/education path to have gain
a national diploma/qualification...) in order
for the learners to have a concrete example
of pedagogical approaches to be followed.
The fifth session was a pedagogical conclu-
sion of all the other sessions which built an
action plan on the basis of a SWOT analy-
sis: being aware of their weaknesses and the
dangers of the labour market, the learners are
asked to focus on their strengths and profes-
sional opportunities. They were asked to take
into account different deadlines: short term
(3 months), mid-term (6 months), long-term
(one year and more). A collective approach
was privileged all along the five sessions
with a roundtable opening each session for
the learners to be able to present themselves
and their professional profiles in a group
and to discuss their professional opportu-
nities. The experimentation of the training

took place in two local environments. In
Paris, it was held at the Maison des Associ-
ations of the XI™ district in April 2015. The
association « Atouts cours », which offers
linguistic courses for migrants, sent half of
the participants. The partners first met the
person responsible for the course at the Em-
bassy of Croatia during a seminar organised
in January 2015 to present the project. The
club El Taller of the Cité des Métiers sent
the other half together with a few “external
participants” (1 or 2). In Seine-et-Marne, iriv
Conseil had already worked together with a
social centre in Montereau, the « Maison des
familles », in 2013 in the scope of a previ-
ous training course « MigrActrices ». The
social centre also offers linguistic courses to
migrants with a focus on the access to the la-
bour market. The training sessions were held
in May and June 2015.

The mentoring

The experimentation of the mentoring in
France was implemented by Enda Europe
through 2 cycles. Each cycle was composed
by two sessions (two half-days). In total, 25
mentors participated in the sessions.

The first cycle was organized before the
training sessions and mainly gathered as-
sociations’ leaders, trainers or project of-
ficers working directly with migrants. The
invitation to these sessions was dispatched
through: the mailing lists of the project Di-
versité +,(complete with contacts of local
organizations working with migrants or
in the field of diversity promotion and an-
ti-discrimination), networks created through
the steering committees, information on
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the Di&Di French weblog, Enda Europe’s
website and Facebook pages, presentations
organized at the Embassy of Croatia and at
the annual seminar of the AEFTI, a federa-
tion of associations working on profession-
al training for migrants. These first sessions
allowed to recruit the participants for the
experimentation of the training, since some
of the tutors enrolled a group coming from
their associations. Specific tools (a guide for
the trainers, a “tutor booklet” and documents
with key-data) and a participative pedagog-
ical approach were proposed. All along the
mentoring, tutors were encouraged to share
their experiences and professional practices
on the issues discussed.

The second mentoring cycle took place after
the first experimentation cycle of the train-
ing. This allowed to collect feedback, case
studies and best practices during both the first
mentoring cycle and the training sessions,
and then to implement the second mentoring
program. The new sessions gathered a more
varied group since some representatives of
companies’ clubs, of migrant associations
and of professional learning organizations
took part in them. The mobilization strategy,
before the mentoring programme, was im-
proved through the organization of bilateral
meetings with key-actors and the design and
dissemination of specific communication
tools (flyers, posters). The contents of the
program were presented in the same order
as in the first mentoring cycle (correspond-
ing to around five modules of the European
mentoring model per session). Nevertheless,
the participative pedagogical approach was
further implemented through the direct con-
tribution of a jurist specialized in anti-dis-
crimination who had participated to the first
mentoring sessions. She presented concrete
suggestions on how to build a support strat-
egy for job seekers exposed to discrimina-
tion, and helped in analysing the case studies
collected during the training. The pedagogi-
cal tools were developed, mainly through a
“role-play” in small groups, aiming at show-
ing the concrete roles of different profession-
als in fighting discrimination and promoting
diversity. The participation of migrant asso-
ciations’ representatives was a real asset for
this second cycle, since their contributions
to the discussion were focussed on concrete

difficulties faced by the Di&Di target groups
and allowed them to take into account the
complexity of real personal situations.

The learning outcomes of the mentoring
sessions included a better knowledge of
anti-discrimination issues and of the target
participants’ strengths and weaknesses and,
also, a better identification of the comple-
mentary roles of different profiles of profes-
sionals in improving equality and access to
the labour market for young migrants and
migrant women. The four mentoring ses-
sions implemented in France also identified
some specific needs shared by the tutors;
there was a need for strengthening their ca-
pacity to support equal access to the labour
market for migrants, through profession-
al training on theory and methods, but also
through the development of networks with
other organizations and professionals. These
outcomes of the mentoring programme were
analysed by Enda Europe in order to define
the dissemination and sustainability strategy
after the experimentation.

3. Experimentation and Findings
in Germany

How does one work on the issue of dis-
crimination and diversity in Berlin’s labour
market with a person who grew up in Ber-
lin as a child of immigrant workers from the
1970s? She finished school with quite good
marks, started but did not complete an ap-
prenticeship in the retail sector, gave birth to
children until the age of 27, always worked
in between, for shorter periods (in a super-
market, drugstore, bakery). She always kept
contact with her job counsellor and now, at
the age of 34, has been employed for the last
two years, in the so called “secondary labour
market”, paid by the labour office, as an in-
tegration facilitator for migrants, doing her
most appreciated and most satisfying job,
but which is just supposed to be a spring
board for the first labour market?

How does one work on the issue of dis-
crimination and diversity in Berlin’s labour
market with a person who has been living

11



in Germany for nearly two years, after es-
caping civil war in his home country? He
had studied mechanical engineering there
and briefly worked in industry, then he was
forced to join the army but deserted to flee
from massacres in the neighbourhoods. Now,
at the age of 27, he faces the death penalty in
his home country, and has received the per-
mit to live and work in Germany, for at least
the coming years, and has joined the network
of integration facilitators for migrants while
searching for a job as an engineer.

And how does one work on the issue of dis-
crimination and diversity in Berlin’s labour
market with a group of altogether 17 job-
seekers, who present 17 different stories of
migration towards Berlin over the past 50
years and who temporarily work together as
integration facilitators for other migrants?
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- The training

This was the setting for the experimentation
of the Di&Di training programme in Berlin.
Not knowing exactly what to expect in prac-
tice, the training followed a core principle
of adult education: Expecting and enabling
learners to direct their own learning process,
on the basis of their motivation and their rich
life experience and expertise. Under the open
title of “Welcome to Berlin”, it was complet-
ed in three one-day-sessions, with the time for
adaptation from one session to the other.

The first session was dedicated to the question
of what would be an inclusive or “welcom-
ing” society. Participants collected ideas and
formulated positive visions and even political
requests which reflected their own negative
experiences. Different spheres of inclusion —
housing, labour, education, health — and differ-
ent levels of intervention — individual, politi-
cal, legal — were identified. On this basis, also
those obstacles could be gathered, that persons
with a migration background or experience
may face at the entrance to the labour market.

The second session focused on the national
legislation for equal treatment and its prac-
tical implications, as a way of dealing with
the obstacles related to unequal treatment.
Counselling services on equal treatment and
anti-discrimination, complaint points and ex-
ample cases of legal processes were presented
and discussed. This appeared to be an inter-
esting and new finding for most participants;
that, regardless of their background, there is
a legal act which gives everyone the right to
defend oneself against discrimination, and
that there are public support points to assist
them in this. Another important outcome for
participants appeared to be the realisation that
although the rule of equal treatment is fixed,
discrimination is not always evident: a single
case or situation, at a subjective level, may be
interpreted in more than one way.

While during the first two sessions partici-
pants freely decided how much they wanted
to involve their personal story, the third ses-
sion concentrated on individual competences.
A self-reflection process, based on a short ver-
sion of the “Migrapass”, which was accompa-
nied by structured peer counselling and high-
lighted and analysed personal experiences,
skills and aptitudes as possible assets for the
labour market.

Through strictly activating methods such as
mind mapping, facilitated plenary discussions
with short input units, independent work in
small groups followed by a presentation of
work results, peer counselling and individual
work, participants trained their skills to ques-
tion and analyse, to shape and express their
position in the view of others and to validate
their own experience and perspective as a val-
uable contribution to a common piece of work.
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- The mentoring

The training was followed by the experimen-
tation of the Di&Di mentoring in the same
network of integration facilitators, also in
three one-day-sessions. Now, participants
were team leaders and mentors, whose task
was to develop teams of integration facil-
itators, to coordinate their work, to insert
new facilitators in existing teams and/or to
train them on the job. The mentoring, titled
“Strengthening strengths” started from coun-
selling competencies as the core competen-
cies of integration facilitators: What they are
and how to detect, acknowledge and promote
them among employees or colleagues and in
a team. Further on, obstacles to good team
communication and supportive leadership
were resolved, and finally, within this con-
text, the sensitive question of discriminatory
action at the work place and its legal frame-
work were considered. This approach ap-
pears to be very useful in working contexts.

A compact one-day-version of the Di&Di
mentoring was then developed and exper-
imented with people who work in training
and employment programs. Titled “Sensi-
tive to discrimination?”, it addressed persons
who are aware of the risk of discrimination
and its legal framework and it provided a
structured group reflection on one’s own ex-
periences and practices. This appeared to be
a valuable approach especially in the Ber-
lin situation where most of the persons who
work as trainers, tutors, coaches or interme-
diaries, have no migration background while

a high percentage of their clients do have a
migration background.

The conclusions from the Berlin case of
Di&Di experimentation are quite short and
clear: The training and mentoring modules
suggested by Di&Di are easily adaptable to
different specific contexts, and they provide
a way to insert issues on discrimination and
diversity as cross-cutting aspects in labour
market integration programmes.

4. Experimentation and Findings
in Italy

The Italian experimentation of the Di&Di
project was held in Forli, a medium sized city
in Emilia-Romagna region, in May 2015.

On January 2014, the number of foreign-
ers appearing in the civil registry of the
Forli-Cesena province was 44 879 represent-
ing 11,3% of the total population.

In terms of Nationality, foreign migrants liv-
ing in the province of Forli-Cesena and com-
ing from European Union countries made up
29.2% of the total. Foreigners coming from
Central Eastern Europe made up 27,9% of
the total. In general, foreigners coming from
Romania, Albania and Morocco are the most
represented and they are followed, in terms
of numbers, by those coming from Moldova,
Ukraine and China.

In terms of Gender, in the last 5 years, the
number of migrant women has been increas-
ing in comparison to the number of men. In
January 2014 this number made up 51.9% of
the total number of foreign people living in
Forli-Cesena (in 2009 it was under 50%).

In terms of Age, 22.5% of foreigners are be-
tween 26 and 35 years of age while foreign-
ers between 36 and 50 represent 29.3% of
the total. The percentage of people over 51
is much lower, 13,2% of the total. Notably,
there is a progressive aging of the foreign
population (January 1st 2011 only 10.4% of
the total foreign population was more than
51 years old).

With regards to the “qualified young mi-
grants” (aged below 30 years), the group
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was mainly represented by women who took
their diploma in their own country before ar-
riving in Italy. The “low-qualified women”
group was represented mainly by a heteroge-
neous group of women coming from Eastern
Europe (Macedonia, Romania and Ukraine).

- The Steering Committee s contribu-
tion to the experimentation

The University of Bologna played a central
role in the Steering Committee as a selected
group of professors helped IECOB both in
elaborating the modules and animating the
lessons during the experimentation. Another
key actor was the “Foreigners’ Council” of
the Municipality of Forli (the Council’s Pres-
ident and Vice President are foreign citizens
and permanent members the Municipality).
IECOB also involved “Dialogos”, a big lo-
cal cooperative working with migrants, and
several associations representing foreign cit-
izens of a same nationality, such as the As-
sociation San Lorenzo (Romania), Juvenilia
(Albania) and Burkinabé (Burkina Faso).
Furthermore, IECOB contacted the local of-
fices of two national trade unions (CGIL and
CISL) who were active in the recruitment
phase and during the implementation of the
experimentation (a representative of CGIL
was invited to one of our training session to
speak with trainees). Last but not least, other
key actors of the Steering Committee were:
Raoul Mosconi (Councillor for “Internation-
al Cooperation”, “Human Rights” and “So-
cial Integration” at Municipality of Forli),
Enzo Samori (Head of the “Social Integra-
tion” unit at Forli municipality) and Edera
Bratti (HR Manager at Fiorini Industries).

In order to design both the training and men-
toring sessions and adapt them to the program
of proposed modules, IECOB organized sev-
eral meetings with professors of the Uni-
versity of Bologna (mostly anthropologists,
lawyers, sociologists, and area experts given
the migration context). In addition to train-
ers, IECOB relied on two experienced tutors
who actively followed the implementation
of the training sessions and played a crucial
role in connecting the topics, the interactive
lectures, and the follow ups, according to the
modules’ structure here below described.

- The training

The experimental training phase in Italy in-
volved a group of 13 people (11 women and
2 men) with a mixed profile in terms of ori-
gin (Albania, Brazil, Cameroon, China, Mac-
edonia, Morocco, Romania and Ukraine)
and age (between 23 and 36). The training
program took into account the 10 foreseen
modules and was divided in the following 3
phases:

1% Phase (Modules 1, 2, 3, 4) - Frontal lessons:

e Introduction of Lifelong Learning
Programme, Di&Di Project and
course presentation

e The European Union Law and pro-
tective measures against discrimina-
tions in the working world

e Employment Regulations and Poli-
cies in Italy from a comparative point
of view
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2" Phase (Modules 5, 6) - Interactive lessons:

Participants were divided in working groups
and teachers animated classes starting from
trainees’ experience. They also worked on
case studies representing examples of dis-
crimination. During the 4" class trainees
and mentees were put together in a common
session (a role play game with an interview
simulation allowed our target groups to ex-
change their experiences with an enjoyable
working methodology).

3™ Phase (Modules 7, 8, 9, 10) “The follow up”

Based on the outcomes of the interactive les-
sons, teachers and trainees elaborated an ac-
tion plan for self-empowerment. A trade un-
ion representative was also invited to answer
participants’ questions on several subjects
regarding their rights and the ways to keep
them protected.

The planned schedule included 6 sessions
(each one lasting half a day) which took
place on the following dates: 4, 5, 14, 22, 28
and 29 May, 2015.

- The mentoring

The experimental Mentoring phase in Ita-
ly involved a group of 14 people between
the ages of 25 and 45. All participants had
a mixed profile in terms of working back-
ground and they were involved in the follow-
ing organisations: Fiorini Group (1 HR man-
ager), Municipality of Forli (the President
of Foreigner’s Council), Association San

Lorenzo (the President), Association Pensie-
ro e Azione (3 volunteers), Association San
Martino (3 employees), Papa Giovanni XX-
I (3 employees), Dialogos (lemployee),
Consorzio e Mestieri (1 employee).

The mentoring program was designed to
evolve parallel to the training programme
and was divided in the same 3 phases:

1% Phase (Modules 1, 2, 3, 4) - Frontal lessons

e Introduction of Lifelong Learn-
ing Programme, Di&Di Project and
course presentation

e The European Union Law and pro-
tective measures against discrimina-
tions in the working world

e Employment Regulations and Poli-
cies in Italy from a comparative point
of view

2" Phase (Modules 5, 6) - Interactive lessons

Mentors were asked to share their own ex-
perience in order to compare the different
approaches that participants had in dealing
with discrimination on the labour market.
Furthermore, they worked on case studies
proposed during training lessons. Finally,
during the 4" class, they worked together
with trainees: a role play game with an in-
terview simulation was proposed (as afore
mentioned).

3™ Phase (Modules 7, 8, 9, 10) - “The follow up”

With the help of the mentor, participants an-
alysed the outcomes of the interview simu-
lation and discussed, in two mind mapping
sessions, diversity and discrimination issues.
Additionally, the attendees were given the
possibility to observe themselves in their own
social and relational processes and given the
chance to work on themselves by trying to
deconstruct some of their defensive patterns.
This allowed for authentic ideas about dis-
criminations and prejudices to be raised.

The planned schedule included 6 sessions
(each one with a half a day duration) which
took place in the following dates: 8, 9, 15,
22,29 and 30" May 2015.
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5. Experimentation and Findings
in Switzerland

- A particular context for the imple-
mentation of the Di&Di

Despite its geographical position and its
non-membership in the European Union,
migrations play a fundamental role in Swiss
society and its economy; 100.000 newcom-
ers reach Switzerland every year. They come
mainly looking for work, but in 40% of the
cases also for reasons related to family reuni-
fication. Furthermore, a growing number of
asylum seekers and refugees have come, dur-
ing the last few months, due to the humani-
tarian crisis. Migrants are a very heteroge-
neous population: considering their gender,
age, educational background, motivations
and expectations. The target group of “qual-
ified young migrants” — as intended by Di&-
Di — is different than in the other countries
in which the project is developed: students
entering Switzerland are obliged to leave the
country at the end of the studies. However,
instead, there is an emerging group of unem-
ployed or under-employed qualified wom-
en, who are reaching the country for family
reunification reasons, and try after an initial
phase of integration to find a decent job,
encountering hard difficulties in validating
their qualifications.

In the Swiss public discourse, discrimination
and diversity are normally sidelined and pre-
sented as “gender related” issues; foreigners
are not represented as “discriminated”, (even
if some research disagrees’), and diversity is
rarely taken into account, both as a potential
disadvantage or possible added value (apart
from in specific situations and companies).
Additionally because low qualified migrants
are normally included in sectors and compa-
nies in which they represent the great major-
ity, and “diversity” is the norm (low qualified
jobs, such as cleaning, tourism, etc. or spe-
cialized sectors like construction, manufac-
turing...). “Conformity with norms” plays
a major role in comparison to “diversity” as
an asset for inclusion and progress in the job
market. This dynamic of the job market fa-
cilitates the integration of migrants, even if
they are unemployed.

Following this approach, Federal and Can-
tonal policies focus on “integration” as a
means for coping with discrimination, valu-
ing to a certain extent diversity. For exam-
ple, language and integration courses, sen-
sitisation projects, a specific pilot program
on “mentoring”, jointly promoted by SEM
and SECO in 2014. Active measures to fos-
ter integration are practiced at different lev-
els®, mainly addressing those unemployed,
but also addressing companies and the so-
cial partners (some Cantonal bodies — like
the Integration Commission of Canton Frei-
burg - designed guidelines and pilot initia-
tives addressing the companies). The above
mentioned Mentoring Program directly im-
plements some principles very close to the
Di&Di approach, trying to provide mentor-
ing opportunities for newcomers, activating
the expertise and accompaniment of well-in-
tegrated migrants acting as mentors.

However, the low level of legal protection
against “intangible” discriminations charac-
terizes the job market’.

5 See for example the “report 2014 on the racial discrimination in Switzerland” on Rassismusbericht FRB_IT
or the report Episodi di razzismo trattati nell’attivita di consulenza 2014, Rete di consulenza per le vittime di

razzismo, giugno 2015
6 see: http://www.dialog-integration.ch/

7 See the see the results of the last MIPEX Index survey - http://www.mipex.eu/
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- The training and the mentoring

The Swiss experimentation took place with
the local partner ECAP, a training institu-
tion that provides a large range of services
and courses supporting a better integration
of migrants. They are mainly focussed on
empowering migrants, to make them more
capable of upgrading their lifestyle in the
host country: to improve linguistic skills, to
provide advice and accompany unemployed
people, to develop mentoring initiatives, in
which the migrants themselves play the role
of protagonists®.

ECAP piloted DI&Di in two courses ad-
dressed to unemployed migrants, aiming at
providing them with training and support in
finding a job. The issues of discrimination
and diversity have, therefore, been included
in a more comprehensive path, organized on
behalf of local public employment services,
enriching it with the modules and instruments
developed in the DI&Di framework. The
mentoring has been developed and tested in
the framework of some existing initiatives
already set up and implemented by ECAP in
two different linguistic Cantons (Ticino and
Aargau). This approach allowed for a heter-
ogeneous target, not selected according to
prior sensitivity to the topic and, moreover,
to test the possibilities to draw attention to
the specific theme in existing courses. Ideas
and results underpinning the Di&Di model
have been critically discussed and evaluated
through focus groups with stakeholders, train-
ers and mentors already active in the field of
the integration of migrants.

The experimentation aimed at verifying to
what extent and with which adaptations the
Di&Di philosophy and learning model could
work in the Swiss context by addressing pop-
ulations who need specific support, such as
those low qualified and unemployed (includ-
ing young adults, both women and men) and
qualified migrant women. Working in a public
employment program, however, the heteroge-
neity of participants was accepted as a reality
and a resource to activate mutual exchange.
For this purpose, the use of specific reflec-
tive tools and practices, such as case studies,
Problem Based Learning and “peer-to-peer”
learning opportunities played a key role.

Given the context presented above, the exper-
imentation focused on allowing participants
to become more aware of their competences,
rather than enhancing diversity as a potential
added value. Additionally, the awareness of
discrimination has been dealt with (what is
discrimination and what is not discrimina-
tion), with the aim of making people more
capable of planning and implementing strat-
egies and behaviours limiting the influence
of “implicit” discriminatory factors (advice
on logics regulating the job market, knowl-
edge of realistic spaces in the job market, op-
timization of the job search, identification of
strategies for overlapping collateral factors
of discrimination etc.).

The awareness of existence and multiple di-
mensions of discriminations has also been an
important outcome for the mentors’ training.
Moreover, for the mentors ECAP had the ad-
ditional aim of integrating and networking
their usual practices with existing reflections
and local services and professionals’. These
outcomes seem reached on a personal level.
Nonetheless the project in Switzerland high-
lights the difficulties of involving specific
training module professionals from firms
and the public sector, as only coaches and
trainers were mainly reached, both, due to
cultural reasons and the underestimation of
the role of discrimination. The process start-
ed with the DI&Di project should be imple-
mented and expanded with new strategies.

8 See for instance the “WWW? pilot program, MinQ, and the other courses on www.ecap.ch.

9 See the Swiss weblog http://di-di-swiss.blogspot.ch/
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6. Some lessons learned

The Di&Di project was very helpful for find-
ing indications, strategies, opportunities and
obstacles which could be used by any Eu-
ropean actor willing to develop and imple-
ment a similar type of training programme.
The necessity of going beyond specificities
emerged in each Country and some general
guidelines and areas for improvement were
found.

In general, given that “discrimination” is
quite a complex and ambiguous concept,
that can be hardly recognisable in a work-
ing environment, dealing with the issue was
a challenge itself.

The involvement of associations, migrant
communities and strategic institutions turned
out to be a valuable strategy for reaching
key beneficiaries and producing an effective
analysis of their needs. Additionally, link-
ing Di&Di experimentation to other existing
paths and courses was helpful for the recruit-
ment process and the project’s sustainability.

With regards to the training path, the mod-
ular approach of the model was a strength
because it allowed to meet the target groups’
needs and to alter the arguments, timeframe
and strategies depending on the specific tar-
get, while maintaining a common concept.
Furthermore, the definition of specific and
common thematic modules, allowed each
partner to focus on and share the main issues
and to, at the same time, insert each path in a
European framework.

Participants were able to increase their
knowledge about discrimination on the la-
bour market and they acquired new under-
standings and skills to overcome it. This
result was reached thanks to the reflective
and interactive methods and the experienc-
es exchanged with other participants. The
active bottom-up approach and the use of
didactical tools allowed students to develop
abstract and multidimensional concepts from
their personal and concrete experiences (case
studies, problem based learning, mind map-
ping, scaffolding strategies, etc...). Further-
more, the proposed “active perspective” al-
lowed participants to develop two aspects: a
pure learning process on one side and a “can

do” attitude (“I know, I know how to act, I
can act”) on the other side. In general, the
empowerment process succeeded.

Joining, in the same learning process, two
heterogeneous target groups (low qualified
women and highly qualified youth) using
their differences as a starting point for per-
spective exchange and discussions was a
big challenge of the project. Although this
approach was considered a good strategy
to foster cooperation between participants,
it brought out some difficulties in finding a
common approach to satisfy their different
expectations and learning attitudes, given
their different levels of language proficien-
cy and education. Each partner dealt with
this particular challenge using a personal-
ized path based on participants’ skills and
knowledge, through personal interviews or,
in some cases, with the support of mediators
and tutors.

Another critical factor for the organisation
and implementation of the experimentation
was the choice of the time schedule. Due to
the different habits of the two target groups
(low qualified women were available during
work day mornings while qualified youth
preferred the week-end) it was essential to
choose a time schedule which could satisfy
the needs of all participants. Another crucial
aspect emerged: even if the foreseen period
for the experimentation (3 full days) was
sufficient to explore a complex issue, such
as discrimination, participants expressed the
desire to have more time to focus further on
this theme.
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With regards to the Mentoring course, putting
together professionals from different fields
was a productive and stimulating choice and
generated very useful information and inter-
esting exchanges of experience.

Additionally, the participative pedagogical
approach guaranteed the active involvement
of mentors, providing a theoretical frame-
work for generating new perspectives and
a deeper comprehension of the phenomena.
Furthermore, allowing participants to think
together to find practical strategies for future
action was another element of success.

The involvement of private sector repre-
sentatives (i.e. companies, interim agencies,
etc...) and professionals was quite a chal-
lenging task for two main reasons. One the
one hand, they usually have little time to
dedicate to this kind of topic. On the other
hand, they tend to have a poor opinion of
such endeavours. In order to overcome these
difficulties it would be necessary to use net-
works of professionals and institutional con-
nections. Furthermore, focusing on diver-
sity, a cross-section of the target group and
the project’s interests could help to involve
people not initially interested in the specific
topic of anti-discrimination.

Similarly to the Training course, the time
schedule was a key factor for the Mentoring
course too: as aforementioned, professionals
lack time and, hence, it would be better to
concentrate the course during a short period
of time.

The heterogeneous composition of groups
creates a basis for future networks of profes-
sionals working in different fields. Further-
more, once they attended the course, partici-
pants may offer valuable testimonies of new
strategies and processes.

Both courses had some foreseen learning
outcomes (changing perspectives through
cooperation and exchange, being aware of
discrimination practices related to origin,
race or ethnicity, acquiring useful compe-
tencies related to a migratory background,
implementing innovative strategies and tools
to handle discrimination on the labour mar-
ket) that are characterised by a long term

perspective. Hence, it is only possible to par-
tially measure their impact during the project
implementation. Therefore, it would be nec-
essary to organise a follow-up, giving par-
ticipants the opportunity to attend a course
with a more extensive programme and con-
sidering the possibility of providing updated
teaching materials.

Finally, during the experimentation, the
importance of ICT and social networks
emerged and their role in the sustainability
of the project. Indeed, based on the work and
reflections during classes, the training group
exchanged experiences and information us-
ing tools such as mailing lists, Facebook and
thematic weblogs.
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PART TWO

PROJECT SUSTAINABILITY AND POTENTIAL FOLLOW-UPS

The project partners, who implemented
Di&Di in five European regions, look back
on an intense cooperation with different lo-
cal stakeholders and European colleagues
on the topics of discrimination and diver-
sity on the labour market. Local structures
and needs were analysed and compared with
each other and transformed into tailor-made
training and mentoring offers. The attention
to the issue of discrimination raised by the
project has had various echoes in the field of
job integration for migrants in the participat-
ing regions.

New training and mentoring opportuni-
ties: According to their individual profile —
whether a research institute in Paris or Forli,
a vocational training centre in Switzerland or
Berlin or a development agency in Sofia or
Paris — the project partners completed their
portfolio by new methodologies, training
and mentoring offers. ECAP (Switzerland)
is introducing Di&Di training and mentor-
ing modules in their existing instruments
such as coaching for unemployed people,
training for caregivers and trainers, mentors
and coachers. Bildungsmarkt (Berlin) is fol-
lowing a similar strategy to complement its
existing instruments of job activation and
coaching and its very recent programmes for
the labour market integration of refugees. CII
(Sofia) is negotiating with government agen-
cies, such as the labour bureaus and branch
corporate organizations and the employers’
union to provide training on diversity and
discrimination issues, and train the trainers
for their regional structures. Enda Europe
(Paris) is introducing the Di&Di mentoring
during events organised with migrant organ-
isations, in the framework of their ongoing
projects. By linking existing practices and
paying close attention to the recognition of
and the response to discrimination one can
reach and involve a wider audience of job-
seekers and mentors and enrich the initial
instruments. Iriv Conseil (Paris) has also in-
cluded the Di&Di training course in its reg-
ular training programme. Furthermore Enda

Europe is discussing with the City of Paris
the option of including the mentoring pro-
gramme in a local “toolkit” on anti-discrim-
ination and developing it on a territorial ba-
sis. The Municipality of Forli (IECOB) took
into consideration the possibility of using
the Di&Di training and mentoring package
to organise similar courses in the future. CII
has used a specialised press channel to send
a message to all potential stakeholders that
could benefit from the courses.

Competences: A core aspect in the experi-
mentation of the Di&Di training and mentor-
ing was empowerment. The facilitated entan-
glement of different perspectives, the choice
of a wide range of participatory methods,
the active and partly controversial examina-
tion of the phenomena of discrimination and
ways to handle them, the reflection of com-
petences as an asset to diversity — all these
helped to sharpen one’s self-perception,
self-confidence and become more aware of
one’s own position by effectively using in-
formation, strategies and tools. Now, a few
months after the experimentation, jobseekers
can present refined professional pathways,
“either answering job offers or being con-
tacted for other jobs, finding a job starting
a VPL process, creating a professional ac-
tivity” (Paris), trainers have “reflected and
refined the methods and materials they use
in job integration and train the trainer/men-
tor courses” (Berlin), migrant women “gath-
er more actively the information and tools
they need to push their integration into the
local society and work™ (Forli) or job tutors
and employers “started to be attentive to dis-
crimination as an issue in the world of work”
(Sofia). Di&Di initiated processes at various
levels, always depending on the individual
starting point and the local public discourse.
This way it addressed the gaps regarding ac-
tion against discrimination and for diversity.

Networks: The experimentation in the five
regions allowed the identification of the most
strategic field of intervention to develop an-
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ti-discrimination and diversity programmes:
network-building and direct cooperation
among professionals and institutions. This
leads to better knowledge and validation of
each other’s work and contribution. In the or-
ganisation of the training and the mentoring,
accompanied by local steering committees,
Di&Di established contacts between organi-
sations: the Di&Di partners with various pri-
vate and public stakeholders on integration
and labour market issues, the stakeholders
among themselves, contacts between profes-
sionals, mentors to mentors, company own-
ers to company owners, public servants to
public servants, and across the professional
fields, as well as contacts between the target
groups and those who are “managing” their
integration.

Two examples:

- In Paris, the relationship built by iriv
Conseil together with various or-
ganisations (Atouts cours, Club El
Taller or Maison des Familles) has
clearly had a positive impact on the
participation of the learners and the
success of training, asbefore the ses-
sions, several direct exchanges were
organized to check the profiles of
their trainees and the relevance of the
course for them..

- In Italy, IECOB could count on the
collaboration of several local part-
ners already involved in the Italian
national Steering Committee of the
Di&Di project. Some of the most
representative actors were the Asso-
ciation Dialogos, the Municipality of
Forli, the University of Bologna, and
a big enterprise, Fiorini Industries,
represented by its Director of HR.

Networking among stakeholders and par-
ticipants is supported by the Di&Di partner
organisations via their national weblogs and
mailing lists. Weblogs serve to “feed” the
new local Di&Di community with useful
information and tools, overcoming discrim-
ination in the labour market and enhancing
diversity. Mailing lists are a valuable tool to
foster networking and exchange of informa-
tion among participants.

Furthermore, Di&Di led to the development
of new partnerships and common projects on
the issue of migrants’ professional inclusion,
i.e. under the local European Integration
Fund to combine linguistic learning and the
Di&Di approach or under local funds for the
integration of refugees to combine the Di&-
Di approach with awareness-raising process-
es towards employers willing to employ ref-
ugees.

Materials: In all partner regions, the exper-
imentation phases were documented in de-
tail, whether in reports or as training guides.
Along with a common prototype of the Di&-
Di training and mentoring concept, five Di&-
Di-packages are available, which illustrate
different local models of implementation and
serve as practical tools to implement similar
courses within other organisations, profes-
sional contexts and local contexts.

While discrimination against migrants ac-
cessing the labour market certainly exist
throughout Europe and is widely document-
ed by research and practice, public discours-
es and daily practices often tend to underes-
timate it. The implemented Di&Di approach
increased awareness on the subject among
the involved individuals and institutions, but
the process must be maintained and expand-
ed. With the aforementioned axes of sustain-
ability, it is the hope of the partners that the
Di&Di project can contribute to this task.
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CONCLUSION

CHALLENGES FOR AN INCLUSIVE LABOUR MARKET

Enhancing diversity and fighting discrimina-
tion has been a central policy in the European
Union since the adoption by EU countries of
the directive of 2000. In the first stage (2000-
2007), the focus was on its legal implica-
tion due to the national legal frameworks
needing to be implemented in the different
countries. Despite this common effort, and
national regulations, tendencies still differ a
lot from one country to another. EU member
states and other countries strongly affected
by migration, like Switzerland, have differ-
ent attitudes towards the definition of man-
datory rules for combating discrimination.
However, they share the opinion they are rel-
atively low, as highlighted, for instance, by
the MIPEX Index surveys (www.mipex.eu).
Now, the attention seems to have turned to
active measures to overcome discrimination,
to facilitate integration and equal opportu-
nities in the labour market. In recent years
(2007-2015) new challenges and objectives
have come to the fore, such as including key
principles about diversity and equality into
educational practices and learning in Europe,
involving stakeholders on the ground such
as employers (the Charter of Diversity was
adopted a few years ago).

The Di&Di project was implemented be-
tween 2013 and 2015 in the framework of the
Lifelong Learning Programme (2007-2013).
Its theoretical approach — reminiscent of
the non-discrimination approach- is closely
linked to the practical approach — enhancing
the diversity process. It gathered five Euro-
pean countries - France, Bulgaria, Germany,
Italy and Switzerland - with different back-
grounds both in Vocational Education and
Training (VET) and in the non- discrimina-
tion approach even if sharing the same com-
mon legal references - implemented both
by the European Union Agency for Funda-
mental Rights (EU, 28 countries, Brussels)
and Council of Europe (CoE, 47 countries,
Strasbourg).

The Di&Di project intended to show how far
the diversity approach could be a challeng-
ing issue both for the learners/trainees and

the trainers/teachers. It underlined the many
obstacles (external/internal) still to be over-
come on the labour market for the particular
audience the Di&Di project addresses: quali-
fied young people and low qualified women,
both sharing a migratory background. The
non-discrimination EU directive of 2000 is
to be implemented on the ground with ap-
propriate pedagogical tools and strategies.
It involved both a first target group - learn-
ers with a migratory background facing dis-
crimination - but also a second one- trainers/
teachers and professionals working with mi-
grants (such as Human Resources staff) - in
order to have concrete impact on the ground,
addressing diversity management and vali-
dation issues.

The directive of 2000 was the first step to en-
hance diversity in the EU. Since then, sever-
al European countries have offered different
strategies to promote the non-discrimination
principle, especially in the access to educa-
tion or vocational training in order to include
learners who might suffer from discrimi-
nation. Vocational training and education
strategies were mainly focused on a legal
perspective: identifying and legally charac-
terizing discrimination in order to develop, if
necessary, a legal process. The legal aspect of
non-discrimination requires constant updates
as new criteria emerge on a national level for
describing situations of discrimination, such
as the where a person lives (this new criteri-
on appeared in France in 2014).

Another approach is to promote diversity -
identifying and valuing diverse skills and
competences, needed by the EU labour mar-
ket. This is one of the main aims of the Di&-
Di project. The Di&Di approach focused on
diversity and lifelong learning perspectives
by implementing an approach oriented to-
wards the innovation of human resource
management policies and practices. This ap-
proach has been implemented considering
heterogeneous situations - addressing em-
ployees and management structures in com-
panies, unemployed people looking for a job
or willing to create their own activity, facing
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difficulties in overcoming challenges related
to their “diverse profile”. In both situations
Di&Di focused on the empowerment of the
people through an exchange between learn-
ers and trainers/mentors, in order increase
the awareness and capacity to recognize hur-
dles and resources and set up effective strat-
egies to make diversity an asset.

From this perspective, a pedagogical approach
needs to be focused on tools and strategies to
support the diversity approach. Struggling
against discrimination is to be understood
through access to the labour market by offer-
ing appropriate learning/teaching strategies.
The educational and formative approach is
essential to equip learners/trainees with rele-
vant strategies to value their specific profile in
an increasingly demanding professional envi-
ronment and, hence, acquiring the ability to
overcome situations of discrimination.

A general/pedagogical framework was de-
signed during the first year of the project,
taking into account the handbook on Euro-
pean non-discrimination law and requiring
constant attention in the five national con-
texts. Both education and integration poli-
cies have been considered, but also the in-
stitutional context (profiles of stakeholders
in charge of implementing the education and
integration policies) and the local/profes-
sional context, involving professionals who
are asked to support migrants in their educa-
tional/formative path. A training programme
aiming at fostering the mutual exchange be-
tween graduate migrants and low qualified
female migrants was designed during the
first phase (2014), together with a mentor-
ing programme for trainers/teachers & pro-
fessionals working with them; in the second
year (2015) training and mentoring sessions
were delivered in the different countries,
adapting targets and contents to the different
professional realities. In order to reinforce
the diversity principle, different profiles of
trainees were associated to the training ses-
sions. It has been a main challenge of the
experimentation. The pedagogical approach
also combined the knowledge of discrimi-
nations (mainly legal issues) together with
pedagogical support to overcome these dif-
ficulties to enhance the diversity approach.
This is a 3 step approach: remembering the
general framework to struggle against dis-

crimination, being able to identify the main
obstacles faced by migrants in the EU coun-
tries and facilitate access to the EU labour
markets. The questions raised were, and still
are: how far can we enhance the diversity
approach in vocational education and train-
ing? Is diversity really taken into account
in educational practices and learning in the
EU? What could be the relevant educational
strategies to reach the goals, such as empow-
erment processes or any other inclusive or
cooperative educational strategies?

The implementation of the Di&Di Model in
the different countries has emphasised how
context make a great difference: the sustaina-
bility of the Di&Di approach largely depends
on legal entitlements, job market conditions,
sensibilities of stakeholders and actors but
also on heterogeneity of target groups and
potential beneficiaries. Stronger legal frame-
works hamper the diffusion of major dis-
criminatory behaviors, even if in most of
the cases recruitment and career policies are
questionable, but are difficult to persecute,
apart from more evident cases of discrimina-
tion based on origin or gender (two criteria
taken into account in the project). Sensitivity
for equal rights and, above all, the conviction
that diversity provides wealth, at both pol-
icy level and in HRM strategies,— facilitate
the engagement of stakeholders, providing
new insights and perspective, and creating
a positive environment for valuing cultural
differences. A job market in which the de-
mand for workforce is high and differenti-
ated helps learners use their resources, give
sense to empowerment processes and avoid
engendering frustrations and reproducing
exclusion and discrimination.

Educational and formative opportunities also
play an important role when certain condi-
tions are respected. Pedagogy based on ex-
change and mentoring draws on the commit-
ment of a wide range of learners, their ca-
pacity to interact and activates peer learning
processes. Migrants who achieved a positive
integration and professionalization pathway
can play the role of mentors, providing sus-
tainable role models for newcomers and rela-
tively disadvantaged migrants. Peer learning
and mentoring can be useful even to more
qualified persons looking for integration and
career opportunities.
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Moreover, the Di&Di approach implies the
availability of competent trainers, coaches
and mentors, capable of orienting and guid-
ing the empowerment process, providing
formative hints, moderating the discussion,
activating reflection on experiences of sub-
jective and objectives discrimination, facili-
tating the grassroots development of positive
strategies. These trainers should know the
legal frameworks in which they are working
and the conditions of the job market to help
learners understand the situation and increase
their awareness of what discrimination is and
cope with the constraints hampering their
progress at both social and professional lev-
els. They are expected to play a fundamental
supportive role in the process.

Finally, in order to spread pedagogical ap-
proaches designed and tested by Di&Di
among a wider audience — in all EU coun-
tries and not only amongst the Di&Di part-
ners - it is important to share the Di&Di
approach with practitioners coming from
various backgrounds, appreciating its meth-
odological value. It is not possible to suggest
a “one size fits all” model but a method to be
contextualized and altered according to the
different frameworks of application, making
diversity the most powerful tool and strategy
to fight against discrimination.
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