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Background & par tners

Through tleir practical work, two Supported Empyonent initiatives involvedn this
project (Salva Vita/Hugary andLebenshilfe Enngl/Austria) identified thaneed to
analyse the priiples oftheir work in detail, espgally with respect to theiews of
the involved stakeholders

Initiatives fom countrieswvith different lewels of development of Supported
Employment (SE) vere nvited to participate in the project. TwofBpean-Union
member countriefJnited Kingdom and Austa), two Accessiorcountries
(Hungary and Czech Rayblic) as well as Niavay are patners in the pract

AB Romerike las beenhte practial partne in theNorwegian part of the poject.
The SE initiative AB Romerike, with their motherganisation NorasoreAS, were
chosen as pter lecaus they ealy expressed amterest to participate ithe Quip
project While the wholeSE team participated il project, thective menbers
from AB Romeike in the national project &en were Anre Myhre (first pat) and
Yngve Moxnes (last partOther patners in the ational project team g&re Optima
with Kirsti Sgrstragn{first part ony) and Gete Wangn, who in the last paof the
project repeseneéd Akeshus Universit College. Employers representatre was
Ase Almvarg from Skeilar Oslo ASPer Bannsen and Elisabet Rghme Sivertse
werereptesentatives otie Directarate ofLabour.At the Work Researcinstitute
Kari Marie Helle initiated the project, while gstein Spjelkavik has been
responsible focarying it through.

Aims

* improving the methodsf&E in different Europan countries

« definingrelevant qualiy criteria in SE from the pat of view of the diferent
stakeholders (pject managers, job failitators, users, companies, public
authorities etc.)

» definingcriteriafor sucess of SEprojects othethan pure quantitative
measures

» developing instrument®f the omoingevaluation of SEprojects

» facilitating SEprojects b present and justiftheir work

Methods

In eachcountly one Supprted Emplgment progd have bben the tus of eseach
carried out ly a nationareseach instituteIn Noway thishas been the @k
Researchnstitute. A mixof qualitative and quartétive methods has beeailored
to fit the needs of the imlved stakeholders. @Gup discussions, interviews as wel
as informal convesatiors have been esl to elicitthe views of pedp with
disabilities, staff of SEprojects, emplgersas wel as public authorities.

The international proj# meetings haw erabled m@rticipants to learfrom each
other and to angse resuls from a compative pespective.

A larae corference in Bulapest with stakeholderBom different countriesllowed



for feed-back of theresuts.

Products

a website (vww.quip.at)

short summaries of eareseach phas

a final repot describirg the compaative regarch results

a brochue on the most importauuality criteriafor SE from the
perspectivesfahe stakbolders

a description of the statugio in each involved $ported Emplgment
project

a manual with various @eluation methods for improving the ajity of
Supported Emplgmentprojects andjuiddines how to involve different
stakeholders



Y11 0 TSP P P PP TPPPPPTN 2
IMEBINOGS ... ettt e e e e e e e e e s eeana e e e e e e e e e e e e e e e e e eeenannn s 2
[ 00 11 ox £ T PO U T PP PP RPPPRRR 3
Y = T P 11T SR AT PP 6
IO [ g1 0T [ ox 1 o] o PRSP PP PPPPPPPP 6
1.2 Aims and process &upported Empment..............ooiiiiiiiiiiicceiiie e 6
1.3 Quality of SUPPOIEEMPIOYMENL.......ceeeeeieiiie e e errer s 7
1.4 Oganisational famewvork, skills and competgies............c..couviiieiiiiiieemeeiiiiie e 9
1.5 Evaluation and impx@ment of the SE initiative................ovvvviiiccceeeeeeeiiinn 10
P2 [o ] ol oo = Tod g Lo Ts V= PP PP RRRPPPSPRRN 11
P2 I [ oo [F o 1o o OSSPSR PTPTPPPPP 11
2.2 Job description and WOrK PBES.........uiiiiiiiiiiii e cceeen e eene e e e e 11
2.3 Qualily & evaluation Of WOIK..........coiiiiiiii e ceeeec e eeeeeeeee e e 12
2.4Individual backgrourd, educatiorn& traiNiNg..........ccooeeeeeeeeiiiiiiiieeeee e 12
2.5 Oanisational flamevork and workimg condtions. ..............ccvvvvvviviiviimmeeee e 13
2.6 Themes from th@roup diSCUSSION...........uuiiiiiiiiii e e e 13
Theme 1: Working withhe client (jJob se@)............ovvvviiiiiiiiiiiceec e, 13
Theme 2. WOIK SIUBLION..........uuuuiiiiai et e e e e eener e e e e e e e e e e e e eeeeeeeeenne 14
Theme 3. Trainig andeducCation.............ccooeeiiiiiiieiiceee e 15
Theme 4. WOrK @NVIFAMENT . ......uueiieiee e inr e e e e e e e e eeeeeeeeees 15
Theme 5. Qualt eVAILRLION. ..........uiiiiiis e ceeeee e rree e e e e e e e e e e e eeeeeeees 16
Theme 6. Contact WIthN@PIOYET. ........ccooiviiiiii e 17
Theme 7. BIMILY. ... e e s emnnnennnnns 17

P A ©o] 1010 0= o | £ PP UPPPPPPTT 17

. JOD SEEKEIS VIBMY......iiiiiiiiiiitie ettt e e e e e ettt e et e e e e e e e e e e e e e s s mnne e e s 18
1700 I a1 o T [F o T o ISR 18
3.2Individual DaKGrOUIMS.........ceviieiiiiiii e e erenr e e e e e e e e e e e e e eeees 19
3.3 Process and qUBMIOF SE..............iiiiiiiii e 20
R IX g1 o1 i o] g 1o ] el =] 0 8 o] o USSR 24
CEMPIO/EIS VIBW ...t e et e e e e e e e s e e eaeees 29
00 I 1700 11 o1 1o o PP PP PP P P TPPPPPR 29
4.2 SeCtOr and QBNISALION ........uuuuiiiiieee e e eeeeea e e e e e e e e e e e e e e ireea e e e e e e e e eeeeeeeeeeeeennnnns 29
4.3 Process and qualibf supported emplment..............cooovvviiiiiiieeee e 30
4.5 Description of the Gtent Job............o i 35
4.5 Genedll EMPIO/Er AWAIEIBSS.... ..ot i ieeeeeeeeeeeeeiitieeeeeeeeeeeeeeeeeeeesassssnnmmmreeeeeeeesnnnnnnnns 39

. Polioy makersand funding DOdIES’ VIBVS..........couvuiiiiiiiiiiii i 43
ST A Lo oo [F o 1o o SO O P TRPTPTPPPPP 43
5.2 Qualiy of theco-operation with AB Romerike.............ccccccveiiiiiiieeeniciiieiee e 43
Evaluation of the coperation with AB ROmeriKe..............ooovvvviiivivieemeeeieeeeeeeiiiiinan 44
Improvements of th&0-0PEration..............coii i 44

5.3 Qualiyy of SE S&VICE and PrOCESS.....ccevveeeeeeeieeeeeeeiieeeeeeeeeeeeeeeeeeeeesssnnnnmmmeeeeeeeenenns A4
Geneal aims of Supported EMPIMENL..........cooiiiiiiiiiii e e 44
Knowledge of the SE serice’s pro@ss in detail............cooevvviiiiiicccrrieeeviieeee 44
Essential skills and charteristics of a jolwoach...........cooooiice e 45
Strengths and @akresse of SE in ge@ral...........ccccoooiiiiiiiiiiiiceeeiii e 45

5.4 What iS SUCCESSTUI SE........oouiiiiiiiiiiie e e e eeeanenes 46
5.5 How could SE ingreral be impro@d?...............ovviviiiiiiiiccmeeeiiiiiiiisee e e e eeeeeennn. 46
5.6 Evaluating the SHitiatiVe. ..o ereeee e AT



5.7 Evaluation methodsd quality iNdiCatOrsS. ...........ccevvviiiiiiiiieeeeeeee e e a7

V= 11U F= Ui [0 o SRR UPPPPPPPUPUPPRPN 47

(@ 10 = 1Y T o [Tor= Y o] = 48

5.8 FINANCIY Of SE.... oot errer e e 49
Financial soures andtonditions of the financiallgporting............ccoevvvvvviviviiccmnenen. 49
TIME LM ..ot e e e e e s ernna e e e e e e e e e e e eaas 49
Opportunities for furthedevelopment within the present fundis/stem................... 50
Alternative futue develpments in the funding BE.............cccccoiiiiiiiiiiiccciiiiiie. 50

6 Preliminay CONCIUSIONS. ... ..u.u i e e e ceeece e e e e e e e e teene e e e e e e e e e eeeeeeeeanennnnmmme s 50
(30 I 1 0T (U o 1 o] o [P 50
6.2 Preliminay reSUILS........ooeeeeeiiiii e e errr e e e e e e e e e e e e e e annen e as 51
6.3 Qualiy indicatorsand quality Criteria..........ccoouviiii i e, 54
7. Conclusion: “Briiging stakeholders’ cality perspectives togtherf ..............cccccvvvvvvvvviees 56

Tabell 1 Job seekersgender, @e, pevious workexperience, @sent job situation, obstacles

to work, and offtial diS@IlItY............oiiiiiiiii e 20
Tabell 2 The SE pra@ss; CONtadr@qUEITY ..........evvvrurerniiiniisceeeeeeiiiiees s e e e e e e e e e s eennsnnne s 21
Tabell 3 Job seekergods; reachedjoals? if no—why not? gende.................ooooviiiiicaeins 22
Tabell 4 Type of supportsatisfaction or dissigfaction; improvements................ccceeeee. 23
Tabell 5 Recommend wthers; wiy? who @n benefit from SO? gender.......................... 24
Tabell 6 Size of job; panent; lemth of JOb...........ovviiiiiii e, 26
Tabell 7 Support at workype of suppd; arnything to change? gender.................ccooonn...c. 27
Tabell 8 Dislikes and likes about job; hapgss; genelr..................eiiiiiiccceeviiiee, 28
TADEII O SECIAL.... .o e e e e e e e enee e e e e e e e e e e e e eeees 29
Tabell 10 Activiyy; numter of emplyees; emplgees with disabilit...................ccooeveeeeeeen. 30
Tabell 11 First contat WIth SE.........coooiiii e 30
Tabell 12 Expected support from SE...........coooiiiiiiiiieeee e 31
Tabell 13 Actual supparsupport needs met; ne®) frequeny ............cccceeeeeeveeiviiinnnnnn. 31
Tabell 14 Adequey Of CONtACT frEQBNGY .......vvveeiiiei e 31
Tabell 15 Contacted jotoach? what happens?.........coooovviiiiiiceee s 32
Tabell 16 DeciSion Of INGCHION...........uuuiiiiiiiiiiiii e 32
Tabell 17 Cooperation ih other support o@nisation® how do thg conpare?................ 35
Tabell 18 Wly was job sekerfrom SE emplged?.............cccoeiiiiiiiiiicceccieieee e 35
Tabell 19 Paid empi@e? type of pyment? contract and futeipossibilities..................... 36
Tabell 20 Emplgee’s sypport needs amjuatey mer? type of support? problefis............. 37
Tabell 21 PoSitive/Negate EXPEIBICES. ........c.uuuuuueeiiiiie et eerenaa e as 39
Tabell 22 Awaeness bdisability and equal opptunities iISSU€eB.................cccceevvvvvienn.... 40
Tabell 23 Awaeness bthe potential of people wita disabiliy through........................... 40
Tabell 24Legal obligations; problemB................cviiiiiiiisicceeiirirre e e e sneernnnee . 40
Tabell 25Impact on stth and staff SESPONSE......cccccvvviviiiiiiiiiiieecce e eeeeeen A2
Tabell 26 MOtIVatioN faIDIS.........oiiiiiiiiii e e e e e e eeans 42
Tabell 27Intervienvees plicy makers and fundig bodies.............ccccooeiiiiiiiieeiii e, 43
Tabell 28 Stregths andveaknesss of SE in greral...........ccceeeiiieiii e ccceciicieie e, 46
Tabell 29Quality INAICAIOIS. ... ...ciiiieiiie e e et mmmr e e e e e a e e e e e eannns 49
Tabell 30Quality indicators and qualit criteria for jobs provided p SE............cccccevvvneees 54
Tabell 31Quality indicators and qualit criteria for methods IrBE................cccoeeeiiivvieeen.. 55
Tabell 32Quality indicators and qualit criteria job coaclesin SE............ccccoeevveiiiiivicenns 55
Tabell 33Quality indicators and qualit criteria for professional etwork of SE.................. 56



Tabell 34Quality indicators and quaty criteria for targetgroup d SE..............cceevvvvvvvvnnnes 56
1. Managers’ View

1.1 Introduction
Norasonde AS is habour Market Enteprise (Norw: attfgringsbedrift),which consists of 4
units; the SE iniaitive, Arbeid med bistand Romiee, is ae of these units.

Two persons from N@asonde wee intervieved taether. Interviewee 1 is grsonnel&
rehabilitation mangerand interviewee 2 isdéad ¢ “Norasonde fanidling”, of which AB
Romerike (M) is part.

Their main tasks with gard to the SEnitiative is as followslInterviewee 1lhandles
personnel issues, including also to contributeatilifate the opeting d AB, mentorirg,
guidarce andcounsellingthe SE initiativelnterviewee 2 isesponsible fothe daily operatirg
of the SE initiatie.

Although the two intengwees sometimes heldgitly different opinions ad sometimes
expressed their views ffrently, thee wae no sibstantial differenes in tleir views. Their
answers to these gstions have thefore not beersplit up.

1.2 Aims and proces s of Supported Empl oyment
The main aims of B Romerike, acording to themanaersare:

* To reaxh thegoals of SEas expressed in the public gelishes with rgard to who and
how maty.

* Avoid long waitirg lists and keep thi®cus on waok integation.

* Help andguide job seedrs that are not ablto prsent themselves; help tiheo a
better understandgrandto get @cess to good wiing plaes.

» Contribute to the development of the businessddabour market to be me
inclusive.

The mangers descibe the SEprocess like this:
Job seeker enters the initiative from Tlabour Market Ofice.

» First step- clarification- is to get to know ez oher, to ceatea saé atmosphere and
find out about the persaneeds anavishes. Buit is alsoimportant to avil
relationships that becons® close that thecreateor promote deperahg/. We have
had examples of that, whe job seker lecane too dependent on thatrpeular job
coach.lt is important tdkeep the fous on workmtegiation, and not i cae for its
own sake.



* Next step is to look forgssibilities for emplgment, job or ty-out —which means to
always look for possibléasks/jobs in the businesss find out what the pess is good
at and find possibilitiesotlet him/her ty, help then to get acesslt is on e hand
important to avoid unstable work p&s; and onhte other hand to ppaethe job
seeker todee a clanging working life. It is important to creatan opemtmosphere
towards emplgers. Still, we haveealised tle importance d good written greements
at the work plaes— suchageenents are me important for the job skeis than what
might be the normatase

* Negotiation with the emplger, find out what is the optional solution. Wave
experienced ases whreit is difficult to decide how much pres&uto put on an
employer: A job seeler might want a fulitime job but the emplger may not want to
pay more than 40%A combined wae and disalement benefit might bagood
solution. Sl, it is impottant to avoid situatiass where job skers simp} become
cheap labou

» The last contact with theb seeker must beveell-definedcharge end of ®mething
and that something mebegins. We haw experiaced howeer, that thecontact
sometimes is maintained in oneya anothey often for a lomg time

According to the maagers, the nost important steps in the §ocess anbe describd like
this: For the most part, the §focess dvelops incircles. What is most iportant will alwas
vary acording to individual considerationslthaugh it might bea gererallesson to check up
the job seekés motivation and egerness withegard to get a job. The pesentation of SE/job
seeker towards emplgers is vey important,and enployers must be alloed time to think
things throgh. The a@n is to arrive at avorthy solution, “the moment of truth”.

According to the maagers, the most difficult task in the Sitocess an bedescribed like
this: To maintain a job ia chaging labour narke and not do somethingith people that
they don’twant. We hae experiencedrpblemswith job seekers that hawot been il
enough pepaed for suported emplgment—in these cass the clafication of needs, wishes,
competene and integsts takes too long time; dsitins are delged, and sddeny 3 years

have passedithout nothing hag happead and nbody really knowing why.

1.3 Quality of Suppor ted Emplo yment

According to the maagers, the main stregths ofAB Romerike is the initiative’s situation,
with good infastructureand geat \ariety in job dfers. The initiative is sitiated in a lager
context, within a busineghat contains an internahd external network tharovides

a variey of offers that agpb coaclcan utilize, e.gpossibilities for ty-out, function
analsis, diferent courss, ard in generl a hgh competence inghabilitation.

According to the maagers, the main wealesse®f the initiative is that th job coachs have
been to naow-mined, ad not being alel to seette multitude of possibiiies in the mother



organisation’s inérnal aml external network. Thisreaed a setarianattitude and a tan
identity that causd entrachment towards thestof our refabilitation g/stem. This was at
an earlie stage,and is no longer #cas.

The mangers desdbe high quality SE likethis: Arriving at a wathy soluion, which means
that the persons involvaéally want thefinal solution; that there is a goodatch betwen the
person’s owneasoures and the jobs we help theto find; and also that matchiramnd copirg
correspond. Wedwve sen examples were it took a total of/érs and a lbof efforts to arive
at a solution where theepsongot 40% saley in agood job and 6% socialbenefit. Still, the
worthy solution indicatefigh qualiy SE.

Low quality of SE is desribed like ths by the managers:Lack of follow-up during the
process. We hachaexample where #rewas a high level of intensit at the beginnig, but
waiting for agood job pasibility took so long thathere was noontact letween job cach
and job seekefor overayear. In generl, we faveexperienced theashger of too much
stagnation fer thefirst clarification phase.

According to mangers,good qualiy SE peceived by

« Job coaches: Help jobelers into emplgment.

» Job seekers: Find something wagrtb do, elevart work, be part ba work
environment, beaeped and belog somewhee.

* Employers: Get someonevho can do a job thatumst be done.

* Fundingagercies/goermment: Fulfilment of intentions get more pople fom a
passive to an activeondtion vis-a-vis the labour market; whilgpe of jobis
irrelevant.

Managers sggestions for possible improvement of AB Romerik

* Internally — improve themtegation of SE in the other units of our businés& don’t
want a SHEnitiative that has no connection teettest of our gstem or oubusiness as
a whole. So we ant thegjob coaches to greater cegree to utilize more ofur offers
and to see possibilities in our other units. We want all our 4 units, whichl et of
a rehabilitation gstem, to join force and to be wre ecéctic. This will give the SE
initiative a broader pl&rm of recouses.

» Externall - increase thtime that job coachestally spend out the anong
employers and at wik places. Tk point of that is to alwes look for possillitie s,
possible work tasks, to be moneative in the jolihey do with the job sekers and to
steadiy edwcateemployers. Perhaps a job aoh $iould spend as much 88% of their
time to such external activities, while nornya®l0% of their time is spentxéernally.



1.4 Organis ational fra mework, skills and competencie s

According to mangers,an oganisationalfamework that is important for high quafitSE can
be describd like this: Equalit of status- meanimg that the gganisation aknowledges that
everybody is as importanas eveybody else; eveybody shall hae an inteesting job and
carty out inteesting aisks that arestevant and irportant for the business.

The mange's desdbe the decision makip proess at Norasomdfrom treir own individual
posiion:

* Interviewee 1: Makes etisions in matters that have to do with the persgnn
employment, andvages.

* Interviewee 2: Makes etisions within the SE inatives and on behalff ohe initiative
vis-arvis the rest of theusiness. These adeisions thahave to do with the dail
operatirg of the initiative the servig of the labouMarket fice, the mantenance b
the guidelinesand their avn quality handbook- these ag all proessional matters of
the supported empjment process.

* The job coachs, @cordng to mangers’ views: Responsible for their oweportirg,
and for arrying out the apported emplgment pocess.

The mangers desdbe the most important skilland chaacteistics in their own jobs (vis
vis the SE initiative) likehis: Arrargein orde to crea¢ the best possibleask environment;
treat emplgees orequalterms; followup emplgees ly giving compliments and also to tell
when thingsare not as tty should le; arange fa inclusion and a good sial life within our
own working ervironment; give sigrals to emploges to be indeperaht in their job
performamrce and to trust their own competsa- but also to provide possibilities for
employees’ deelopmentof self and comgten@. Such perforrance @marus first of all
elementay pedagogic skils.

Important skills and chaicteristics fom job coah, accordiig to mamgers views: A job
coach must be humble édihave agood aal of enpathy — but should takeare not to becom
a therapist. A job axhmust be able to speakdpresent thigs in a ery clear laguage. A
job coach shall maiglconcentrate o) the job seker and pthe businessfe/labour marlet,
something that aainly means that there is a Ittt must match. Prefgldy a job cach tas a
varied bakground- feauring formal social edoation as well as experieadrom pratical
guiding and commungtion. What we ¥ to avoid,is to emply sonebod/ as a job coeh that
has ony experiencesrbm some institution, or soebod that ony wants to talk and discuss.
As a main pinciple thowgh, the SE initiative comsts of several job cafies, and it is
therefoe important taet emplo/ees that gie agood composition of skilland chaacteistics
within the team.



AB Romerike las produed a Handbook #t desdbes the job of gob coah, and which
works as a f@actical tool and for updatim Thee is also the SE specificatidrom the
govanment.

1.5 Evaluation and im pro vement of the SE initiative

The mangers desdbe the presengvaluation gstem of the SE initiativédB Romerke like
this: The labour marketughorities through theguidelines and specifations defingyoals of
SE. Evaluation is thereffe based oneports diecty to the local Emplgment Service, from
where the jobeekes ae coming.

Evaluation of the Se inétive within the Norasae enterpse is based omformation
and interaction.

The Advisoy Comittee of the Norasordenteprise establishegoals for tle
rehabilitation work in thenterpriseand is also rgsonsible for following ughe
differentrehabilitation units. Their work is based information and repting from the
SE initiative. The head of the SE initiative is responsible for thg dp#ations of the
initiative, the individuakases, antbr reportirg activities in the Se initiatie to the
Advisory Comittee. Addionally, each job coah reports on a igularly bass each
individual case to the lad Employment Servie.

When asked which sulbée indicators exist in thpresent gstem and whik do not, the
manaersansweed:

One shald be ardul with quantitative measuress the ont measuresilt is important to
acknowledje that the SE process will yeaccading to the individual job seeKemeeds.
Therefae qualitative judgenents must also be gasf the evaluation. On éhothethand- of
we establish oyl qualitative measures, theis a @nger that the SE presswill be too much
coloured ly careand prdlematic aspects. Eifoaus must alwgs ke kept m the individual’'s
resoures. The 3year duration limit of SE works all righ&s anevaluation pace, but thex
should be good possibilities for continued foltloyw. With regard t@valudion in geneal,
factors like time and may will always be imporant.

What ideas for newvaluation methods and qualitgdicators do tB mangers have?

According to mangers, t is vely important togetestablished evaluationdts and qualit
indicator schemefor enployers that use our SEesvice. This could incluel measwgs on how
much time our job coa@s have sperat the workplaces; andticould cled if employers ae
satisfied with the servicigom our job coahes. Tls would give us importa and useful
feedbak that would helgo improve our servie We must be careful nod develop aything
that will cause much papwork a that is tme-consuming.

1C



2. Job coaches’ View

2.1 Introduction

All job coaches ofvere interviewed. Results ofehinterviews e presentd in 2.1-2.4
below. Four ,embers othe SE team took part in aayip discussion. Results from theogp
discussion areeported in chapter 2.6 élow.

2.2 Job des cription a nd work proce ss

The job coacks presnt the aims of their work l&kthis: To improve job seekers’difjualit,
provide jobs and inggaion in the open labour market. This is a mainatghe betweenSE
and other labour arket grvices. A poblem is thathese aims are thammeas the statements
in the National Guidelirefor SE, so it is difficult to know if job coachesily refer to thege
or if they refer to what they think themselves. Still, isisurprising that thera of improving
life quality seem to be mentioned more oftenstressed more strgly than the aim of
providing jobs.

Based on jolzoacles’ job description, the following steps oEtISE procescan be identified:

1. Introduwtory corversation at theLabour Qfice, pesentation of SE and tlab seeker,
get to knoweach otler

2. Mapping esoures and Initation concernig job possibilities and jobmdic
conversations, establislrfidence collecting references,

3. Job seeking, contact witlkelevant emplgers, interiew training

4. Job match found, mapping outeds of support ahe work site, failitation, work
environment

5. Facilitation and followup at work, support at whrsite

6. Follow-up/evaluation, cafirmation of appointmet through congct, gradual
reduction, state akadiress

How job coacks peceive what ae the most diffialt tasks of their work:
* A mixture of problems. As SE is an individual approach, tioblpm is nger
the same
* To handle mental illnesses, how to deal withnhe
* The problem of beoming a sapeyoat due to wgidity of rulesand clients’
econony

How job coacks peceive the role of otlr actorsin the SE process:

* Family: Not so elevantbut we give them infornation
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* Clients: Main actor

 Employer: To povide jdos andwvages

* Fundingagercy: The government, the providefunding andguidelines
« Job coaches’ empjer aganisation: To providenira structue

2.3 Quality & evaluation of work
The job coaces’ priority list on success factor$ their work was st up adollows:

1. Job seeker satisfaatio

2. Findingemployment

3. Professional eagnition and development.

4. Satisfaction ¥ Labour Office

5. Satisfaction ¥ job sekers famil (this factor annot be split from factat. In somecases
the famil is importantjn some cases it is irrelant)

In addition: Economic fetors couldgive a letterquality situation. With hghe wages more
people/job coadaks woud start and stain SE work.

Failure in wak would then be the opposite of tedactas.

Job coaches’grceptionof their and otheactors view on highand/or lowquality of job
seekersjob:

» Job coaches: Social integion, individual development and job seegatisfaction.

* Funding bodes: As may peopk with disabilities into ordingrjobs at lovest pasible
costs, and that tlyeare ale to retain their jobs. Reduction of national tisty
pension costs.

» Client/job seeker: Bettdife quality, but also a jolthat gives satisiction.Wage is
probaby less important than social igi@tion. Paticipation — that is social inte@tion
—is probaby the most important.

« Employers: Trat ne@ssay work is done without trouble with the cliett.is ok to pg
wage, but it is not ok to waste @& on work notlone.

2.4 Individual bac kground, education & tr ainin g.

What job coaches considbeirg the most important skills in their job: toimportant is that
the job coach is solutieariented and that he/slhas patiencdt is also important to have the
ability to understandeaple (empatk) and to be ble to buid relations based on confiden

The ideal job coeh, acading to job coahes: Canot be described. Mosnportant is the
composition of the job coach team; it is neegs have diffeent/complenentay
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competenes and apacites. Still, itis an advatage to have experi@e from private business
& industly.

What is, accordig to job coachs, the ideal ediaion of a job coachit’s not rational to seek
for ary ideal eduation becausehat is needd is variation and divergibf competenes in a
SE tam. Still, proper level of edation seems to be cofje lewel and addibnal specific
vocational rehbilitation education/trainop Relevant educational themese pedgogic;
psycholagy; and sles ad marketingln sum weamight sg that the idealgb coat can be
describechs an edcatedteamworker with experence fom private busings and indusyr

2.5 Organis ational fra mework and working conditions.
When asked whatra themost important workingonditions for job coads, the job coaches
answer:

* wage

* good leadership (in the &m)

» the social conta@mongmembers of the &an

» professional autonoyn

Furthereduation and improved techratsupporie.g. computerdch.) is gen as less
important.

Proper eduational leveland experienc&om private busiess and indusgrare fictors that
constitute a baadkound b do a good job. When leed what could improvéheir work, the job
coacles answe

* a better undstandirg anong emplyers
* job coacheget counsellng on mental proleims anong clients

Better qualifications anchigherwageswill also help, while improved workg tools and
infrastructue is less important.

2.6 Themes from the group discuss ion

Theme 1: Working withhe client (job seedt)

In Norway a discussion ds beergoing on abouthe client cacept, and it is acceetl that for
occupationalehabilitation the concept jobedeershould be used. Thea®n why theclient
concept is rected is thatlient often is associatemith passive treatmenthe role ofa job
seeker shouldéda moreactiverole where cooperation between job s&erand the SE igup
towards an oczupationalgoal is the important poess that is gogon. So te discussion
group cecided to use thconcept job seak also in this international project.
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The job seekecomes tdhe SE groupgrom theLabour Office. Thee ae 6 pb coach
positions in the group. @ of these is fothe time being acant.t is suppged that aferson
groupworks with 30 job seekers.

The problems of the jokeekers ary very much.Physical problers, learning problems
(mental retedation) pychiatric problems and saiproblems are most gonon.lIt is not
very important to put the job seekers into sapeproblem caegories. Mt of them show a
mixture of this problem picturén theclarifying phase the most important task is to get
insight in the individual miture of problems, reaining abilities, interestand strong siels of
the job seekelt is however evident that ‘pgchiatric problems’ is an in@asing caggory.

Factors that may preventemployment fa a job seker ae again a mixture of pgchological,
emotional and social pbtems. The work with pghological/psychiatric problems is judged
to be the most difficult task for the SE workeThe SE group sl not and do not wish to
give pgchological treatment. But the ask fa parallel or supportive trament opportunities
that go on durig thefirst steps or in critical phasen the occupationaéhailitation process.

The SE goup works inéam. The tam discussethe job seeket€ases ard a coah is
appointed. Thenaeh of he SE coackvorks taeter with the job seek an an autonomous
way. Howe\er counselling fom the team is alwe available. Todaon S Ecoach follows the
job seeker throgh thewhole process. Time uséar each job seeler is most from 1 to 1 and
a haltyear, but someases mg be in the gstem br 3years.

There is a discussiayoing on as to mar speciabation of work. Thee caild be a possibiljt
of division of work betveen diret job seekecontct and fdow up on theone hand and mer
market oriented job s&ing on the othehand.But the near prsonal cordctand confidene
between job cachand job seeker must ngeét lost. Division of work is stil& discussion
theme for thayroup.

Theme 2. Work sitation.

The ability to undestandpeople, to feeémpatly with the situation of the job seekand
ability to build a relatiorof confiderce ae the oustanding &atures bthe job situation. Also
an attitude of findig solution and grat patieneare meribnedas a ypicd feature é the job.

Satisfaction in the job siition relates to satigfaon of the job seekelt may be important to
point out that not oglthe overall endresult is important. The smaller sseguring the
procesgyive job satisfation. When one succeed making like bettefor the job seeke when
he/she gts more seltorfidence this mg beexperienceds small but sigficant job
victories.

The reasons to choose drto sty in this kind of work also relate to job sker satigaction. It
Is a meaninfyl task to help people to a@ve beter life qualily. But the sacial ideal of
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integration as such is alsan important personaiotivating facto. Work that can m@pae and
assist socigtin development of tolerareeand inégration is seen asery meanindul. The
ideas behind SE work@very much in acordane with the SE worketgersonal beliefs.
This is a necessitfor job satisfaction in this kind of work.

The ideal SE workecamot be described. Whemorking on eam it is he ideal cagcity of

the team that counts not so much edcthe® menbers.It is advisable to bld teams where
differentcompetenes anl capaities arerepresenéd. This is more important than to seek for
the ideal ype of SE worler. However,experiencdrom workirg life is menioned as an
important factor.

Theme 3. Trainig andeducation.

The members of this SE team have neditrainng for this kind of workbefore tley started.
The teangives counslling andfeedtack. Howe\er, these is aged fa counselling, follow up
or educational support grsychiatic problems thebecome morand moreaelevant in the
work situation. There imore a ned for frallel follow up than for moredrmal education.
There is also aish to learn morerbm other SEdans in the rgion orat geate aranged
professional meetgs of SE workers.

Problems in the work that one was not quite areg forareagain the pgchiatric/
psychological problemf the job seeks. But itis also mentioned that the role of seggat
can be dificult. When the job seeks blame theiSE coaches fatheir difficulties, and for not
having dom agood job br them- this becomesraemotionaly difficult situation.

Another difficult situation, not egdo prepae for is the frustration®y time consuming
rigidity of the rulesandmeasures thatrato befollowed to obtain legl (economic) rghts for
the job seekers.

As in the discussion about idegpe d SE worke, this group firmy holds the views that it is
not rational to seek fdhe ideal edoation.It is vaiation and diversit of competence that
counts in SE work.

The ideal would be someénd of educational folle up on pgchiatric probems. Education
that is organiseds modies with different larning conent, would be good offer to SE.By
module learnig eah caach @&n fill up upon whahe/she finds is needed fs/her job. And
modules that give diffrent kinds of competencesill also be good in theeemwork.
Education that gies varation of competeres shald not be avaled but régher seachedfor.
It is the flexibility of the SE work situation that ast be the principle also ieducation.

Theme 4. Work enviranent.

The goup has ben worling with workenvironmet problems (handbookvailable).
They find the situatio todgy satisfactoy.
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There isgood prdessioral relationship betwen the team members. &hsee it as important
to be a pragssional unit. When thg attend to seinars or cordrerces tley try to do it so
that more than one membcanattend. Social eants are also madd to kep thegroup
togethe.

There is howeer, a needor better pofessional ontact with thd_abour Qfice.

In special it is desirabléor selection of job skess to the SEystem that there is good
professional conta between tle SE team and étonsultant at theabourOffice.

The most deeplfelt need is however, aeedfor better proéssional cebperation and meting
places with the outsideetatment gstem. Contacts and information into the professional
psychiatic system ae aked for.Information must go both wa. There isan evident lack fo
information on SE contributions insideypsiatricinstitutions.

Thereexist written metbd material, handbooks$\&E etc. The standhprocedure is mosil
followed at the start of thprocess ¥ clarifying the situation and start seelgi for jobs.Later
on in the process the dations and methods must follow the developnadrihe cas. The
host organiation— a lalour market comany - is sometimes used in the clajiig and tying-
out phase.

One soure of environnental and work conditioproblems lies in the relationship to the host
organisation. Thex may be a strggle from the SE group to obtain cessay professional and
economic autonomn This strugyle may become tme consumingndemotionaly stressig.

For the time beig thee aregood elations to the host orgaatson, but the SE group has
experienced s@us prollems ly their faomer hostand thg see that thesproblems mg turn

up.

Theme 5. Qualit evalwation.
The job caches’ priority list on success factovgas set up as follows:

Job seeker satisfaction

Findingemployment

Professional reognition and development.

Satisfaction i Labour fice

Satisfaction g job seeke's family (this factorcamot be split from fadr 1.In some
cases thedmily is impotant, in some cases it is irrelevarsee theme )/

SAREI A

Economic fators couldgive a better qality situgion. With higher wagesmore people would
start and stain SE work Howeve;, it is the social criteria of inggation tha are most
important for evaluationf quality. Individual cevelopment that is positivier the job seeér
is also important for qualitevallation.
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This SE group is workimout plans foquality control (documentation avable).

Theme 6. Cotact with enployer.

Here the lgal offer of jdbs is used. The SE grosparcles for jobs in thedcal press, at the
labour offiee, oninterret and throgh the persoal network of the job ske. The interest
prefaences of the job ssker detemines who, har and when aemployer is contactedin
greate work places it is the department personel mangement that is gdacted. But
mostly in smallerand middle geat engérprises it$ the day leader that is the contactgyson.

Information on the ase adthe conditions of the SE work is given to tledlegesat the
workplace inco-operation with the job seeker.

The problems as ea ly the emplgers lie in avoding trouble anextra work with the SE job
seekerBut the most seous problems that have besolved conern wages.

A vital method of the SE work is to follow the job seeker into the job situation and work side
to side with him/her as well as to assist in getjogd socl relations atte job, eat lunch
togethe etc. Tte follow up progamme § adjustd in accordncewith the needs of the job
seekerand is trapped den over time.

Observations at the wio place and sygestions on how to adapt the worklka to the
capaities of the job seadt is goirg on wren the oach is out at the work ate

A very interesting obsevation is the differeces inattitudes and norms between the abci
service gstem anavorking life. The transition fron social servicattitude into understanding
and aceptirg the attitudes and claims of vking life is a vey challenging development for
the job seeker.

Theme 7. Bmily.

Sometimes it mabe relesant to bring théamily into the development, but not oftéhis up
to the job seeker to dile if, when andchow contat to family shall be prformed.

Informationto nea family on the job and #&iningsituation mg howeer ke important. For
that purpose a bobureand some written materialbout SE is handed out to the job seeker.
This ma help the job seker in his/her own infonation to the famyl.

2.7 Comments.

The goup discussion wainteresting and thmembers of thegroup £ened eger to express
their views. Thg seemedto appreciat the opportnity to reflect on their ow work situation
in a resarch #tting.
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The themes for discussidunctioned wellbut wemiss better opportunitto go deper into
the special gnamics of &.

In particularwe would fnd it vely interesting togo deeper into thednsition from social
serviceattitudes to working lifattitudes. This transition calls for furtheudies as it mg be
seen as theore d occupational rehabilitation.

As to reseech methodswe want to add:

1. Introduwtion, informationon the project andlarifying the role 6the SEgroup in the
reseach praceedings.

2. Questionnaires

Group discussion

4. Feedback to the SEroup on how their informatin is presented and Wwat will
contribute in the total project.

w

Point 1 and 4 must be taken serigqu#l not the iformants mg feel exploited ly the
reseaches. Theircontribution will be the foundation dhe Quip project.

3. Job seekers’ view

3.1 Introduction

We interviewed pesons that wererdhad keen paticipating in the SE Qyanisation (AB
Romerike). Those psors live and/or work in aggion that coers a ‘ery wide geagraphial
area.As such, tiey weredifficult to reach.It would have taken mseveal days to visit them
individually. Therefore we made th@greementwith the job coaches th#tey took
responsibiliy to arrange a gatherirg of job sekea's/ex job seekers at a pattiar time in thei
office building. We a@reed to use one whole gldor the individual interviews and that we
would be 4 interviewes. In that way respondentsauld arrive at the time #t suited best for
themselves, and tigevouldn’t have to wait to benterviewed. Arangemerts also had to be
done visavis emplgrers respondents’ &avel roue, their trael expensesral food/drink for
all. The job coacdbs tookcare @ all practical arangenents whilel took cae of finding
suitable fellowreseachess for intervieving. It all worked out vey well, thanks are & job
coacles’ eforts andgrea will to cooperate in theroject.

We originally intended ¢ interview some 20 paras, and we anted respndents that could
tell us as much as possible about the whole SEegs) fronthefirst contact to leaving tle
SE organiation (SEO)We wanted persons thiadd gota steag job, thathad not got a stely
job, that were noyet in ajob position. Further more, weanted both oldrad young pasons
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and agood shag corterring gencer. At the end 16ersons showed up, thest called andasd
they either didn’t hae the nerves toome or thee were pactical hindranes.

We did not look at disahiiy/diagnosis as condition, maint because the jo coacles refusd
to take that into accao. The job coachs also efused to answer gstions on diagnosis, but
they agreed to give me “he official diggnosis’asgiven them fom theLabour Market Serge
(LMS). In Norway, all paticipants of SE must be registel at fe LMS andas such sent from
LMS to the SEO. Thealso ageed tlat we couldask the respondents theetses about what
they saw as their avn obstacles to gt a job, andre job coacks would prgide me with
information on what in their opinion were obdts on eachaspondentln thatway, it’s fair

to sa that also the jolbboaches beameresponders, and it gives good opprtunity to
compare viers on obstdes.

Respondents wereformed to bring alog a trused person if thewantedto, but none did.
The job coacks wee present inthe first part of tk interviews (individuabaclground)where
there wee qlestions that were ditult to rememler. After that the job caeh left the
interviewing ®tting, unlas the respondent waathim/her to sty It turned out the job coach
was preent in 2 of the & interviews.Interviewess reported that it was natgood thig they
were pesent, not beau® the resporeht didn’t dare to beritical, but beause thg tended to
help the respondent tanuch in talking ingeneal. Each interviewdstedabout 1 hour
(questions for the Naregian progct wee added ¢ the QuiP questionnaire

The 16 resporehts wee asked individuall to cane back oneveek hter r agroup
interview. Most of thendidn’t want to, but 6 persons i@gd tocome. Weended up \wh 5
persons; one just didn’t show up. Theeashea alone in one goup settingnterviewed them
all (no job coachs preent). That turned out to ben interestig experimeh No new
information was addefiilom the individual interviews, but tigroup paticipants obvioust
had agreat time refecting togethe:. It wasagreedthat the group inte&iew should last 1 hour.
It turned out that it lasted half an hour gmn, manly because thgroup menbers wanted to
talk to each otheNoneof them had met padipants of the SEO eler for talking tagethe
like this.

3.2 Individual bac kgrounds

We seen from the tableelow that 12 respondenigere in a job stting, whle 4 were not
(placement, Now: hospitering. “Obstcles to jobare the respondnts’ own views, while
“official disability” is a @mbination of job coacl#view and that of th& MS. This one is
eay to compae. It shoull be added that threspadents tended to focusame on external
aspects (g. mwch sick lewve, too long in theehalbilitation system) than tejob coaches did
Those that have multiple diagnosistually mostof the responents, focuss mosty physical
obstacles, while those thi mental problems focas problems with anxigt Where job seeke
focuses pissical obstales, the jolbcoach also fouses uncertaigtand low &lf-esteem.
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Tabell 1 Job seekers — gender, age, previous work experience, present job situation, obstacles to
work, and official disability

Gend |Age |Prev.work Job Obstacles to job “Off. D isability”
1 F 48 | Account Yes bad shoulder Diabetes/ Pys.retard
2 F 53 Since he age 618 Yes bad hand Fibrom/ned-shoulder
3 F 26 Sheltered onfl Yes tempo and tine Learning diff
5 F 45 Factoy, cleanng, Yes don't learn qick Mental/read &write
children
6 F 50 Storing, cleaing, Yes afraid Phys.retard /Mental
industry
8 F 54 Hospital Placem | rejectednot needed Mental
9 F 44 Factoy Yes Whiplash, depressed | Mentalfibrom
13 F 29 Caterirg Yes depressed, not needed| Readimy & writing
17 F 30 No Yes problems towrite Brain dant learning diff
4 M 47 No Placem | bad armhand Socialmis/ Plys.retard
7 M 28 | Work during simmer Yes unsde with others Mental
10 M 30 Clearing, caterimgy Yes nervots, Learning diff
11 M 40 Storing, paclg Placem | ashma, allerges, Phys.retard
muscles
12 M 37 Sorting, clearig Yes not reading ad writing | Brain danfreadirg &
writing
15 M 25 Sheltered ol Placem | problemswith theory Learning diff
16 M 30 Bakery (placanent) Yes healt problens Readimg & writing,
ashma/eczena
16 9F, 12 job,
™ 4pl

3.3 Proce ss and quali ty of SE
All job seekers come tdé SEO from th& MS. We checked ho they initially came to knas
about SE:
Via Labour Qfice: 8

Via Sheltered Workshop: 5
Via Social Secunt Office: 1
Via family: 1

Via local communi Activity Cente: 1

Why did they choose SE?
No choicegiven: 3 fecommended § LMS),
Support/help to get a jolil,
Help in a difficult life situation/some work: 1,
Eay access: 1

Cooperation with job coach.How often dothey meet?
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Tabell 2 The SE process; contact frequency

1. Information: Fomal meding

2. Corversatiors: Get to kow each other,
trust, qustions, questiandre, “get a picture”,
much writing Several tines aweek

3. Mapping possibilies: making plans,
discusing job alternativs, jdb matd, CV Less tha once aveek

4, Job search: apply for jobs, tpleoning
employers, adds, Labourffice, personal
netvork,

5. Job ontact: vist employers, job
interviews Every 2" week

6. Job/placementadjusiments atwork,
negotiatons about pament, length of
working time

7. Follow up: working togeher, kearnirg the
work, formal meetings, moralsupport,
negotiatons Several tines aweek

8. Stead job/no pb Once amonth

The proess is not so linear as shiso the queny of times that the job s#er and jolzoach
meet varies great deal.

Do they have a written plan? Aspects of contritmun, how oftenthey discuss the planral
do they know the nextep?

Most job seekers gahatthere has &en someortof written plan, but this seem to be
produced durig thefirst part of the proess, asdt of what the job seeakscall “the mappig
out phase” (prt 1— 3 alove). This plan is refrred to as an “greenent stieme” oras a half
year report to thd.abaur Office. 6 d the respondats sg that thee was ncsuch plan or that
they don’tremembe.

All job seekers sathat hey had an influeseandthat the contributed, bth to the written
plan/scheme/rept or tothe process igereral. They contributedby talking and &king joint
decisions as corening the next step. Most job skers €el that the job @xh listened to them
and took cag about theiwishes. Howewe 6 of the respondents gdhat they had no
influence, and twofathem had experiencea dominating job coah.

All but 1 of the responddgs knew an ansev as tovhat the next step is, btitey did not link
their answers tany written plan. Rather, tlyeansvered ingereral terms, such as: “Stan
this job”, “Get a contactfor a steag job”. It should be noted that 6 of thespondents wer
not participating in the S organisation ap more,and that another enat he time of the
interview was not etive. These obviouglhad no“next step” within the frenes of the SE
organisation.

What did ey hope to achieve in SE, have they reached those goals, and #wby?
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Tabell 3 Job seekers’ goals; reached goals? if no — why not? gender

Goals? Reached? Why not?

Job,yes, butwon't stay in this job 1 F
Stead job, ng public emplgment 2 F
Job,yes 3 F
50% jpb not reached, they domeedme 5 F
Job,no, age, ne goal: job+beefit 6 F
A small job not reached, can’t concentrate 8 F
Job,yes, love it 9 F
Job,yes 13 F
Job,no, butwill soon 17 F
Job,no, not y¢ M
Job,yes 7 M
A well paid job, no, te little wages, a not independent | 10 M
Job +benefit, not reached 11 M
Job,yes 12 M
Stead job, no, somdting happened 15 M
Job,yes, would like more edgation 16 M

(job seekers’ quet)
It was difficult for job sekers togive ary answe as to wly notgoals wee not reacled.

* 5report satisfetion,

* 2 report satisfetion andpossiby new goals,

» 1 reports expected satstion soon,

* 1 reports problems withtesad/ emplogyment in publicsector,

* 7 report not to haveeeched gals, 3 of those pably on the wa to full fill goals.

Type of support; what do they/don’t they like about the cooperationeWivas the co
operation successful andrhen not? mprovemers?

(see next pge)
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Tabell 4 Type of support; satisfaction or dissatisfaction; improvements

What kind of support do you get/need?

Satidfaction? Dissatisfaction? Improvements?

Supportto get staked,helpto sell nyself, a
lot of pusing, goodalks building my self-
esteem, alays accessie

That | got a jobtha the JCwas here for me, syprt onmy ovn premises
A bit too mud cortact in the beganing

Find ajob, help to write gplicaions make
appointmerts, paticipdion in job interviens

The operatmophere, easy to taligood cotect.
Didn't like tohave to lis up friendsand aquantancesto investigatgob
possbilities.

Help to aply for a job,adustmerts an the
job, disposal otime, learrthejob, hdp to
travel, make agreement on wageen
atmosjere when JC vis me at work.

That | got help to get myKe job.
I'm not disstisfied with anything.

Help to aply for a job, learrthejob, get to
know the work placepractical, socil ard
moral suport,know thd | can m&e contad
with JC

| liked it when we werked together, good ctatt.
Nothing.

A door-opener to wiking life, pushing me,
finds te righ job, helps redce my axiety

My JC isnotthe persorthat | hadhoped for, couldustas well fixed thngs
by mysdf via the Labour Ofite, he JC ima vely active or erfusiastc,
won't find me ajob.

A guarantee taie emplor, feel thatwe are
even, get suggestianlooking for jots

Good at fnding alternaives for me, gives good spprt whenthingsare
bad, goodpersonabualities

The SE organisin isna goodprofiled— people at my work placddh’t
know it.

One ttattaks better Norvegian han | do,
have meetings witthe bossgood toknow
thatthe Lis there

I'm happy hatl got a white € who & a foreigner ahe @me ime, in that
way we have a lot itommon,easy to talko, | hadnocharce withou SE |
might have commntted siicide.

| know of nothing tha's negative

Looking for jobpossbilities,help towrite job
applications.

Got a course odyslexia, good follev-up at the joh learned oe thing atthe
time, worked with mentil | felt safe, becameage throut the follow-up
bothbefore ad ater thejob.

A JC that wastoo prevailing,couldh’t cooperate, too uth pressure to get
job quickly, did not feel secure

Access to wik places, leaiing thejob, help
to betave, help tde @mtient, improving my
personal hygiene.

The personal gdince.
Took too mub time beford got a jd, ddn't like to lose 2 JCsut tha
also gave me merexperence.

A person thacan raise my chaces o the
labour market

Trust, openesshice atmophere,I’'m askel whatl want.

Toollittle contad with the JCwhish | got more falow-up atmy work place,
had alot of questims. lwas told he T wouldn’tdisturb me, hat | needed
to corcentrate on my jobend nottalk so mud ard askquestons

A person thal trustjoins me to work, one
that can talk with the employe

| liked to fave a JGt my own age, fel thatthe JCundersands me very
well.

Didn't like the conversansbetwesn my bos ard my JCabait my
progress.

Findsjobs,comes withme to work, téks with
colleagues ahboss

Have receied a lot of helpl’'m explainedthings, | gt answers to
guestons.

All right with atry-out-phase put my JCdidn’t do enougho chedk
possbilities for a eeady jobafter he ty-out phase.

Access to wik placeshelp to fnd ajob that
suits me call emplgers

Clever to obtan jobs, L explans enployerswhat SEis all abou and finds
possbilities for me to try myaif out.

JCdidn't quite undergand my problems,loudht they were mental
problems, bit my mainprablem comes from earlier straingyot proof on
that when expertsheked me- after the tieckthe JCunderstood me
better.

Adjustmens ard help & work, tednical
training, help to fnd a jdb, help tosearch
arourd

Good conad with the JC
Couldhave m@rticipatedmore inthe adjustmentsatwork.

Find ajob tha suits me helpto try my=lf in a
job, aperson withme n case of prol#ms
gives more scurity

| like the JC's effortshe caperaion.

| don't likeit that SEis called rehatti tation, | think it shaild it be a offer
to any pwil after stool, | don't like hat SEappearsto be sometimg
special tha makes me pecial.

Find ajob, supportatjob interviews, support
atthe wok place, see my poait ard
negative sies

| like JC's atitudes, to gea goodiob done.

Thelnfo at the Labour Office wasigt diffuse nonsensemy first JC wasiot
very eager anaot very updeed. My second @ took more responility;
saw bothmy postive and negative ges.

(JC=Johcoach) Job seekers’ quotes)

Professional backgroud, skills & characteristis of a JC:No answes indicated viewpoints
on what professionaldakground @ a job cach isthe bestlt is neverthekss eagto see on
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the lig above what chacteristics thg prefer: A supporter, one thagivesme a push, one that
can find a suitable job fane, one whean talk with emplgyers, o that @an raise g self
esteem, whoreaes a sa atmospherand improes ny chanas on the latur market.

There vere not may swggestions foimprovements, and those critical aspts given cannot
be understood in grgereral terms, but in ration to each individual situation.

Would they recormendSE to others?
Comment: In sane of the irterviews we added to this qséon: To whom is SEO a good solution?

Tabell 5 Recommend to others; why? who can benefit from SO? gender

Recanmend to others? Why? Who can benefit fran SE?

Yes, because | befied very much myself, SE arrages eveything, provides easier access |1 F
jobs, good to knw that the JGs present
Yes, also others cagethelp, but thg need nonecesarily haveso many obstacls/handicaps, | 2 F

this | think may amisinformation from the Labour Ofice?

Yes, SE klpsus to app} for jobs and to get aljp a goodhing toget help
The JCs are kind and hélp

No | can’t seavhy | should b that, thg didn’t succeedri finding me a job

Yes,youget hdp, and it's appropriate to thoseith a lav sdf-estean becase SE arrange
evernthing and getyou started

Yes, it's appropriate for those thatueehad a lot of probles painswhom is not believed 9
foreigners, thosehiat spek bad Norwegian, those ltat are vey modestwedk persons, thee
that ardow, those hat need alp

Yes, it's appropriate to everybodiyat ha a problem, both disabled and thasgdod heah 13 |F

oo o|w
m{m mm

T

Yes, SE can provide support amdke sireyou get a job 17 |F
Yes, but alhowgh it's nice toparticipate in the SE orgésaion, it must improve 4 M
Yes, it obviousy helps 7 M
Yes, especiayi to those hat have a problem toifid a jobby themseles 10 |M
Yes,you get guidance and hel to search for ap, and yoware nuch better follaved upbhan |11 |M

by the Labour Ofice
Yes, to thoseltatwant a job 12 |M

Yes, and is especialf suitable to pupils fron high shool that have problms tofind or hold |15 |M
on to an apprenticegh

Yes, but | don't que know why 16 |M
(job seekers’ quos)

3.4 Description of cur rent job
Where do job seekers woand what dothey do?

e Hair desse —washing har, clean dwst, aldjobs, aswer elephore, have th cah
» Office— geneal office, switchbard,answe questons, some filng
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* Shop- asistant, clean kaskets, pt out bread andcakescheck dée on milk, eggs and yoghurt,
fill up produds, take the gdage, pess ppe, dearing, botle aubmat

e Shop- asistant, put aut bakery and dairy prduce,take away old ppduds, maittenane of
bottie automat, vaoustidying like pajr

e ?—packirg

e Shop-take ordes, regider ordas oncomputersome respasiility for sale

* Factay — prodiwction wark, solder, mountng

« Cantha— arange meat ancheae, lvead lay table, sane food méing

« Cantha-— arange warm ocoldlunch, sh@ping, hy teble, wah dshes, dearing. Also dang
some work in ano#r part of the work plae Oddjob— Filing, some kitchen wé, water
plarts, ®ok cofee, keefthe money account

« Depatment stoe - oddjob, warehaise

* Warehoue - Put prodatsinto stelves reeive cistomes, celiver produds

* Cateing - Serve food, dde dides fill up poduds

« Warehoug— had tosiop die to dlergies

* Shop- asistant, repongble foryoghurt, milk, catclproduds and fll up freezer

* Factay — oddjob

* Factay — prodiction, mounting, weling plastcs, oddjob

This seems to be the rathtraditional jobs that SE provides, the odd jobs, while also some
very defines jobsin all cases, the JC was the most important person to find thinjdlzase,
the job seekefound the pb, in another @ a fimily member plged the nost important role,
and in a third casthe nost important was the empler. JC was involved in all cases. Vhe
all speak to collegues, in brakes. Owlin onecas does the job seekmeet collegues

outside the work plae
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Tabell 6 Size of job; payment; length of job*

Size of jobb, howlong

Wage, hours, days

1-10, 5 mh hosp>11 mth pemanent

87Nkr/h , 20hweek, 4 dgs

>100,3mth hosp>20mth temp. job

Ltr 23 (50%), 21hiveek, 4 dy/s

21-50, 3 mthhosp>1 year permanent

45 Nkr/h, 7,58h full time, 5 dgs

11-20, 6 mthhosp>3 mth pemanent

109,8 Nkr/h, 9hiveek, 3 dgs

21-50, 1 year, tap. jd 13 Nkr/h, 6 h/dg, 4 day
1-10, 4 mh hosp No wage, ull time, 3 dag
51-100,7 mth pemanent 850 kr/mh, 3,5 h/dg, 5 day
1-10, 4 mh hosp> 1,5 year pananent | 96,5 Nkr/h, 6 h/day, 5 ¢ga
21-50, 9 mthhosp> 1 mth pemanent | 100 Nkr/h, 4 h/dg, 5 day
1-10, hosp, full tne 5500 Nkr/mth (50%), full time
21-50, 2 mth SE-> pemanent 100 Nkr/h, ful time, 5 dag
1-10, 3 year, pernrent 87 Nkr/h, 37 hveek, 6 dys
>100, Hosp1 year 3 rth No wage, ull time

51-100,11 mh hosp> lyear 45 Nkr, 4 h/day, 5 ds
permanent
>100,3 mth hosp> 1 year hop 870® Nkriyear, 7,5 h/day, 5 ¢ga (50%wage)

21-50, 6 mthhosp> 1 year pemanat | 180® Nkr/mth, full time, 5 dag

10 of the 16 interviegeshas a per@anent job, most of them work half tim2 of the jobs are
in the public sector. Nanof these &vegot a ermanent job.

Does alybody support gu at work, andwhat kind of support? Anytting you'd like to
change?

(see next page

! Commert: Hosp = tenporay placenent, asesment,unpaid job seeker paid by L8
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Tabell 7 Support at work; type of support; anything to change? gender

No, I'm independent angant to take care afnysef. My colleagus cansee if Im getting bad 1 |F
(diabetes) andill tell me to eat

| was told thathie JC hadnade an agreeentwith somebodyat thestaff office, bu thathas not 2 |F
been necesary. We solve hings anong ourseles (he collagues)

No, nothing 3 |F
The boss giveme message, advise and traing onnew taks 5 |F
No, nothing 6 |F
JC took part in the job intervieand followed meup the frst days. A collegue did the trainig. 8 |F
Whish the JGwvould havesupported memorewhen the bossvasunfair to me

| get social apport from a coague ad the boss;ey show that they needme. Did noffeel 9 |F
welcome anong the rest bthe colleagus

No, but I'm told that{'s posdble to get a career developna¢aik, but | th& hasnot been 13 |F
necesay. | feel that SE isstill there forme alhough I'm nat part of the orgasiation aymore. JC

was more cleverhan hefirm — here thg thought | could learn all thigs in 3 day; the JC got

things slaved davn.

| get support frm a colleageand the bosshe kind of socidand professionaielp eveybody 17 |F
needs nw and then

The emplger did the traiing in this job; JC did the training an earlier job 4 (M
JC took part in the job intervieworked togeterwith me in the begnning, talkedwith my 7 M
employer. That'snot necesay arymore, noneed agmore.

No 10 (M
- 11 (M
A colleggue ad my boss helgo adqust my work. | missmore follow up from my JC, especiajl 12 |M
with physical adjustments, tednicd things,writing letters, ad | wish | had a cmputer with a

correction program

JCworkedwith me hefirst 14 days ad hadmeetngswith me andmy boss tgether. My boss 15 |M
finds thihgs to do forme, gives me a lot of hip. | always look forward to go to wdk.

No 16 (M

(JC = pb mach) (pb seekes’ quotes)

What do/don’t you ike about the job- are you tappy?

(see next pge)
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Tabell 8 Dislikes and likes about job; happiness; gender

Don't like Li ke/happy?
Thewages | like towork 5 haurs each dg time pases qickly, |1 |F
nice colleages ad cusomers mee new people all
the time
Long way to travel, smme canmunicaion | Nice enwronment, justwhat | need today, 2 |F
problems, bould have leanedmore samething's happenng al thetime, contactwith
computerwork people, lwalk, sit, stand notting cne-sided, good to

finish off at 2 o’clock, no respnsibility after work

Don't like to clea floor and dishe I like to fill up products, liked m&e it nice 3 |F
| don't like to cane to late, dort’like to | I like to do ny tasks, work with my boss ad my 5 |F
throw away old food don't like to be told| colleagus
to do other thing

Thewages | like my colleagies ad the avironment, thathey |6 |F
miss mewhen I'm not there
The boss didn’t treanewell, would have | Contactwith custaners,working with people 8 |F

preferred tavork with people ny own
age,more gravn ups

Didn’t feelwelcame among the | like to do a goodlob, | love my job 9 |F
colleagus in the begnning
Nothing Get alongwith everybody, like the cooperation, goq 13 | F
colleagus, no quarrels, th never nervas to go to
work
It doesn't alvays work well with my | like the socialty, to mix with colleagies, ad the |17 |F
boss, it's alvays mewho mus adjust, challenges in making food
thats nogood
Feel that work for free for the employer | - 4 M

Theyre happy with me socialy but they
claim that I'm not 100& effetive. JC
says it's not eploitation

Didn’t like same of he aistaners Good enviroment, lot's of different hings to do, 7 |M
need not do the sz all the tine

Boring to cleanlbors | like to work with food, no one ever argswithme, | 10 | M
| enjoy mysdf, there are niceeople

- - 11| M

- - 12 |M

Don't like the odd pbs, givesoo low | like the social avironment and sane parts ofte |15 |M

statis work I'm ddng

Don't like to gé up eary | like that i’ swell paid, that its eay to do thework, |16 | M

and that | need no eduaat

(job seekers’ quos)

During the group discudgsn, a main topic was vgge and social lifelt wasa geneal
agreenent thatto get a jd was more important thahe wae itself.It’s better to hava job,
than not having job. With a jobyou hawe someting to do;you neet peofe. One said that
it's nice to have a jobdrauseyou cango home afrwads! 2 paticipants obvioust were
very dissatisfied both with the \gaand that the didn’t get a stad/ job. One of them (no 4
above) said thatehhad @cided to drop the ideof work, as he would ogllbe exploited.
Another one hd decidedo fin a bettespaid job.

In geneal, it is an intereting result that the job s&ers/ex job seekeenjoyed to talk&
discuss those aspects ig@up etting. The hadnever done tht befoe. It is not common in
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SE in Norwg to usegroup-based methods, whilehas become ineasimgly more intouse in
other parts of theehabiltation ystem, with goodesults.

4. Emplo yers’ vie w

4.1 Introduction
We interviewed 6 marmgers and 1 cavorker, in atotal of 7 companies wihe they had
employees from AB AB Romerike, the SE gansation.

We did notexperience mandifficulties. AB Romerike conteted thecompauy first, then the
reseachea's phoned ah agreed on a timéor the irterview. The inteview lasted app. 45
minutes, but then we hatlded someeiv extra gestions for the Noregian resarch poject.
All interviewees vereeager to talk, and wee very open. One prokim wadgo find the time for
the interview. Anotheproblem, once gain, was he geagraply — the longdistances to travel
to each comany.

We found that some of the questions eveverbpping, and ve wae not sasfied with all

reformulations in the Navegian translation. Alsssome of the questions did not suit the
Norwegian situation. Buthe geweral lesson is thidhe interviews ran quitemoothy.

4.2 Sector and organi sation

Tabell 9 Sector

Sector Company
number

Public 1

Private 2,3,4,5,6,7

Describe the principal activities that your orgesation engages in.
How many enployees does your organisatitiave?
How many of your empyees have disabiity?

(see next pge)
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Tabell 10 Activity; number of employees; employees with disability

Company nr Activities Employees Disability
1 Teaching, researc| 100 - Muscles&
(1000) skeletm
2 Industrial 50 - Unknown, must
production have a lot of
follow up and
adjusments
3 Hair dresser 3 - Diabetes
4 Grocerie’s 24 - Brain
damae
- Psoriasis
5 Industrial car 110 - Social probler
production
6 Furniture sdes and| 50 - Mental
warehouse problems
- Mental
problems
7 Contaher transpor| 26 - Mental and
andforwarding physical problens
agens

4.3 Proce ss and quali ty of supported emplo yment

What qualties are you looking for intie serviceyou receie from AB Ranerike?

Number below refers to mmpany number:

N g~ wdhPE

Ability to create a feeig of safety

Follow-up

Ability to keep up a dialagewith the canpary

Close relatioship and enpatly

Samebod that ca follow up the enployee and the aopany
Accessibility, information and follow up

How did you firstmakecontact with A3 Romerike?

Tabell 11 First contact with SE

Company

How they made first contact

Responded to their geralmarketing

4

Responded to their cold tal

They responded tpour adverisement

Knew the job cach

Through our contaatith the Labour Market Setice

1R |N|IN|[O|W

Job ®ach cane to vist the canpany

A professional atitude, insight in the canpany’s need, opennss abouthie needsfahe anployee
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What kind of suppot did you expect from AB Bmerike?

Tabell 12 Expected support from SE

Company

What kind of support they expected

O wWNPE

~

Labour

Follow up

the qualiteswe looked for

Co-operation tananage he necessar labour

Samebog that cold give s an enployee & soon as possib
We needed follv up to avoidproblems on a layer tem

Expected nothig, job ®ach nade a goodmpression ad the job seeker hag

Escape frm trouble in he beinning and sipport and ajdstment over a
longer time, we alsowarted to help

Describe the support you actually got froAB Romerike.
Are your support needs adequately met?
How often do youmeet job coach?

Tabell 13 Actual support; support needs met; meeting frequency

C. | Actual support Adequately | How often meet

met?

1 |Ongoing, active ad constuctive contact, Yes Every secad month
telephone andtheetings.

2 | Information. a bit irsecurem the Yes Once aweek n the begnning, more
begiming, butwe didrit need nuch seldan than once anonth now
support, enployee eag to dealwith.

3 | Invited to give them a call h case of ag | Yes Twice amonth
problems, ey said that ay problem
would be dealtvith as heir problemnot
ours.

4 | Good service, folley up, responsibilit. | Yes TIf every secondveek

5 | We got labour, thewould cane here Yes When needed, leseldan than once a
within 2 das if we called in ase of week
problems.

6 |Job machwashere, butve preferred to | Yes Evely day in the bginning, more
use a colleage to techhie anployee he seldan than every month now
work, we've had contact on lephone
andmeetings.

7 | Not much contactsame contat by Yes Evely day in the bginning, more
telephone, can calf problems occur. seldan than every week now

Tabell 14 Adequacy of contact frequency

Is this level of Comparies

contact..

Too frequent?

About right? 7,6,5,4,3,1

Too infrequen? 2
Comments:

7: Was too often for while, now the frequecy is based omy needs.
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3: But itwas nicer beforavhen the job coach dpped in fora cup of coffee.
2: A long time shce we've seen the job coach.

What happens Wen a poblem occurs? Have you ever neededcontact the job coach

urgently?

Tabell 15 Contacted job coach? what happens?

Contacted JC ? | What happens?

1 |No

2 |Yes Employee didrt show up atwork, Jobcoach got thigs settéd.

3 |Yes Employeewanted towork less

4 |Yes Prablems with behaiour, sef hygiene and cloting - job mach taght us
how to make more denands

5 |Yes Employee disappeared 3 timameding with job coactwhowas abek to
make hings clearer/ pumorepressure onraployee

6 |No But we feel thatwe have otendone the beatve can taned employeés
needs

7 |Yes Employee haen’t metsocial $gnas adequatel, calsed toamuch irritation
among colleagies— job coachhas hd meetings with employee, didn’thelp
much

How did you decide the induction process lwihe job coach?

Tabell 16 Decision of induction

Company | Decission of indiction

1 Arranged throgh theLabourMarket Service, process juske ary other.

2 Decided byme and in ceoperatiorwith job mach, tmorth trial without pay from us, a
6-month trial period total.

3 1. Job mach promisediatwe would not get ay problens. lwas vey

eager to do this, but | had to coneé the top boshiad to fght a litle.

4 The topboss and the job coadad a conveation, ad we agreed a trial periodf 6
monthswithout ary pay from the canpary.

5 Job @ach contacted the emany, we thought it soinded ok butwe didrit need ag
employee at hattime. Laterwe did, so we contaéed the jolcoach.

6 Our top boss decided, he is vessympatetic to the ideahiat pwd shal participate in
ordinaryworking life, we dorit need ony perfecthuman beings.

7 Me (boss) and anotheranager decideddgether ¢ try supported emplgment, after
informationfrom job coachThis is our second, thiirst failed. The jd coach presente
a couple of persons thate didn’t want

Is there a written pla for the development of theork role?

Compaty nr. 5: Thee isawritten list of tasks, which is evaluated in theythat coworker
and emplgee freqently talk about it. This is used as motivation to impralie work, ad the
aim is a certifiate for tke job. The list is madeylco-worker andemployee togethe.
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Noneof the othe intervieweescould mention aywritten plan.
Two of them réerred toAB Romerike,arguing that they would have oa.

One said that thehada kind of development pta but not written.

Are you satisfied that “ame of agency” and “namefecemydoymert advisor” are suitably qualifid
and resourced to suppbemployees with a dabiity in your organsation?

All 7 companies answed yes to this question.
- Nr. 1 added: Two jolboaches have @arlapped edh other; thg bothappeato be
professonal and quick.
- Nr. 6 added: Ta job coah is competent, but not with the tasks (produntia the
compaly.

What skills and characteristics are essential for a job coach?
- Flexibility and prdessiaalism.
- A particular vew upon lmman beingsind intgraton, but realistic.
- Communicative skills
- Ability to uncerstand themployer’s situation.
- Service minded
- Able to crate saéty
- Not offera pwd, but aremployee.
- Insight into emplgee’s problems
- Calm
- Teach theemployee thework by beirg pregnt in the compay in the
beginnirg
- Experience from wiking life, more than agy academic eduation
- Experience from wiking with the paticular taget group.
- Show human considerati, empati
- Explain companies not texploit the possibty to get free or cleap labou

Do you think tat your partnership wth AB Romerike is successful?

All companies answedyes to this question.
- Nr. 1 addedquote): Wehave hadrequent contat; they showed responsility and
they cared, the had une@rstandig for ou needsand thg also made émands on us.
- Nr. 3 addedquote):It's eay beause ve ae a snall compaly, we're eay to handle,
and things ee beirg dealk with at once.
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What could ABRomerike do to improve their sgice?

The most frequerdnswe was that the had ony positive experiences, arfthd nothing to
add. When pressatlittle bit, the following poirg came upgmployers’ quotes):

Make themselves menisible to the whole working life, showho they are

Make moreadjustments

Find the rght job to theight person

The“free time”(without pa that we had1 month) is perhaps too shortptonths is
better, then both empfer and emplgeecanfeel more safe.

They forget sometimedhat we (thecompaly) have to be praéssional; theyare a bit
naive.

Should not be too sofin the edjes; speak merclearly to us.

Feel that dorit know sypported emplgment too well; the job coaatould have told
me more: are they never havingfailures?

Keep up the purtuality and the responsible atttta

Would you recornendAB Ramerike toother enployers? Please let isow the reasons
for your answer.

All companies answedyes to this question.

Reasons gien (emplgers’ quotes):

AB Romerike maks it ckar that pwaan wak and be useful (in aeconanic sense)
Such orgnisations shodlhave much more supgipthey (the olganisation)cost us
nothing, not even time na we profit from them ygetting labourand supprt

If | knew they had suitale work to be doneyhatthey can do is limited, the tasks
must be eas | know it aeates stiss beauseyou have to plan extra exeday when
the emplgee is a pwd.

Have alead/ recommerded them to another gaf our compag concen

Have alead/ recommeded them to two other agpanies, a vgrpositiveway of
doing things

| would if they havea peason in the companwho can follow up the empiee, we
have spent a lot of timaucselves to make it work

A quick way to get labou, we like it that thg takethe responsibilit and tle follow
up, also good that the is a trial period of 3 mohs

Becauseof the follow up there & a lot of pwdwith recourses.

Have you worked or argou working wth any oher organisation supportng emgoyees
with a disalility?
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Tabell 17 Cooperation with other support organisations? how do they compare?

C | Other agency How do they compare?
1 | AMB (Shdtered Workshop) SE better because théllow the person umitheworking
life
2 |No -
3 |No -
4 | Social Securit Senice They are onf concerned abduwffering canpanies financial
support, no fobbw-up, and dificult to get nformation
5 | Apprentice hrough Special 4 weels only, carit be canpared
School
6 | Another SIipported Emplgment | They disappearedhenwe caildn't find suitablework tasks
Organsation here
7 |No -

4.5 Description of the current job

Why did you employ fils person in your orgarsaion?

Tabell 18 Why was job seeker from SE employed?

Company | Why was this person enployed?

1 Needed labour

2 Needed labour, and thohigthe SE organisan was a positie intiative, we wanted
to participate in integratg pwd into work

3 Needed labour, and because #@isviree n the be@ning

4 Needed another person hetshop, one that nde present, one thaistanersmay
ask qustions

5 Needed labour

6 Had the ight qualiies

7 Needed labour

Did you interview “name of supported employee”
6 companies ansvedyes.

» 1 of them said thehad aconversation with the jpseekeand the job cad
before tle interview.

» 1 of them said it was “aost of job interview”,more like a @reer cevelopnent
talk.

1 compan didn’t know,since the intervieae was not with the companwhen the
employee got the job.

Does “supported employee” have a written contract of employthen
All 7 companies answed yes

1 company added tht the contrat stated time limitation
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- 1 compawy added tht since the corduct is writtenalso with the SE Omnisation, it
differs from the standardontract

Is “supported emfpye€ paid?

If yes, how much?

Is this a standard pay rate for your organisatioor has it been agreed for this
individual only?

If no, why not?

All but one companies ghthe emplgee is paid; 4 of them with standgpdy rate. We did
not ask how much thexgloyee is paid in etualmone/ —we know that andard pgment
is standard moneper haur and the intervieeewould not know the actualums. We also
know that individual pgment is “pocket mong.

We also checked thereis a written contret between the comgny and theemployee. All
companies hava writtencontract with the empyee.

We also checked employee has owill get a pemanent job in the compst:

Tabell 19 Paid employee? type of payment? contract and future possibilities?

Paid | Standard | Permanent or time limited contract? What possibilities in the
? or future re permanent contract?

individ ual
?

1 |yes |standard |1 has a the imited contract anavill not be ofered a permaent
job due to budgetniitations in the publicsector

2 |yes |[standard |We agreed to give thevgloyee standard pay rate, libe
employee lostmoney thatway because he loghé social begfits
money. Employeehas a conactwith a pemanert job

yes |individual |have a contraatith a pemanent job

yes |individual |have a contraatith a pemanent job

ah~lw

no Employeewas paidearlier, but lost it because broke contract.
Will be paid again (individally) in the future becauseéne jdb
done is importantfor the canpary. Employee has ane limited
contract, not a permant job,and it is not lkely that the
employeewill be offered a contraatith pemanant job beause
the canpary is not sasfied with the anployee

»

yes |standard |Employee ha a contractvith a permaert job

7 |yes |standard |Employee ha a tme limited contract and it is g uncertan if
the anployeewill be offered a permaert job contract because
the canpary feels it s toomuch trouble. Oficially they say that
they are reorgaising the canpary and herewill be no
place/task for the enployee

(extracts fron employers quogs)

Are you satisfied that “ame d emgdoyee’s” support needs are being agieately met by
“name of agency”
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Are you satisfied that “ame of emjpyee’s” support needs are being ayieately met by
your company? What kind of support do you féer? — Any problems for the company?

Tabell 20 Employee’s support needs adequately met? type of support? problems?

Company | Employee’s support need Employee’s support need met by

met by AB Romerike? company? Kind of support? Any
problems?

1 Yes, but perhaps tlgre doirg | Yes.
her adisservicesinceshe We've done a lot of adjustents, and we
won't get a pemanent job offer the anployee dange of asks/rotation
here. She coulbave done when needed.
quitewell alsowithou SE No prdblems.

2 Yes, but | don’know if Yes.
employee sill have contact | The emplgee does’'t needmuch etra
with the job coach. support. Butve need tanakeextra

planning evey day, and thacan be
stresgng to us n busy times.

Prablems: The inteviewee isdisappointed
about the other colleags hefeels hathe
alonemust t&ke care oftie anployee.

3 Yes, the eployee sems to e | Yes.

satidied We have contribied to raise ér self
esteen, and improved her appearance.
There’s a big dierence bateen nav and
earlier;: Hair, teeth, clothes, @womy.
Problems: It is important to be presemtith
employee dumg the dg.

4 Yes Yes.

Same faw problems in the bed@ning before
we adapted to each otheibehavior and
the cooperatiomwassettled.

5 Yes Yes.

Planning thework so hat enployee appears
to be stsfied, working dgy lastsfrom 7 to 3
with gead; work taks now.

Prablems: Needs &ra support, but there a
other enployees hathave @en more
support need!

6 Yes, after avhile, therewere |Yes
somefew problens betveen | Take care of thereployee, neds extra
the job coach and the protection on certain areas.
employee No prdblenms, givesme experience and joy.
7 Don't know, havan't really No.
found the balance beten Prablems: We lack a persanho can follav
beingkind and beingstrict. employee up, probleswith svinging
We’'ve told the job coach moods,we get tired andve dan’t have the
about our problems, but time to tak asmuch as he enployeewants
nothing really happens. to. Doesn’tunderstand jokes, a lot @frong
ideas

(extracts from emplger quotes)

Does “name of employe take part in companyraining?
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Number below refers to company number:

1 - Bothyes and no. Epiloyee has bengiven the same offrs asverybody else; sk
could obvious} have lenefited ly participating!

2—Yes, samefder as eerybody else, fas particited in health, environméal and safet
courses.

3—Yes, emplgee @rticipates in courseelevantto her tasks, whershecan improve.
4 —Yes, to a ertain dgree, meetigs, clange praesses, infor@tion. Participate when
needed, likeevelybody else, nobog participatesm eveything.

5-Yes, did that earlig but not now. But it's not a bigedl, is not discriminated.

6 — Yes, like eveybody ese.

7—we don’'t hae arything suitable; all our intead compay training requres
professional knowlege

Does “name of employe have acess to otherampany perks? (eg staffliscounts,
corporate clothing etc)
Is “name of employee” included in social activés organised throughvork?

All companies gie conpary perks alsao the SEemplo/ee. In onecompany they do not
offer employee reductionon the cds they produe.

All companies report thamployee is offeed to @rticipate in the same gal activities as the
others:

» Christmas parties

* Seminars

e Summer parties

» Barbeqles

* Private parties

Two companiesaport that emplyee, althogh invited, does not alwe want to join in, that

he/she is varresered.

(see next pge)
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Tabell 21 Positive/negative experiences

C | Positive Negative

1 | Employee is jg as selul as arybody else No negatve experiaces

2 | | wasvery happy that he enployeewas happy | All the plaming and adjushents, must find
to get the job. Emplgeeworks as everbody | suitable taks all he time

else
3 | Worked out asve had hopedour custaners | Sudden probims, must plan b avoid stress,
like the employee,shés becane a part of our | need follav-up. Wish hat enployeewould

shop want towork more hairs,we may need to
employ anoher one mstead, one that navork
morehours
4 | Everybody feek it ha been &, employee b Employee a bit too reserved, not enbug
very correct. Okwith routine tasks, 100% outspoke®, hard to comunicate,we carit
loyal, can be trusted smile togeher, he doeshmake inttiative. 2

colleagus follow him up, andl must alvays
be present, not fieble as othes may be,
cannot be sed for other task

5 | The emplgee & recourse, does a goadbj Demands a lot of tine, care takig, plaming,
which sanebog elsewould have had to do. |lacks nitiative. Must dten dderd the
employer vis-avis other enployees—it's not
always eay to get the rght understandig

6 | Positive aspect is to sdeetdeveloment of There are no negativexgeriencewith this
this young person. Mub less work and trouble| employee. We hadwo other pwd’s earlier,
than lhad anticipated. This ergyee ha and the had no quaficationsthat siited s.
given me a lot of joy. One of hem wasnearl blind and hadnuch
mental problens. The othewas not able to
come to he job because ohental problens.
But we know thatfrom other enployees a

well!
7 | We have learned to beore patientmore More difficult aspectshan positve. Having
kind, more tolerantpot so deranding. him here ha taken far too much of my time —

Employee dgves a lot of joy, miles a lot, and || wasnot prepared for thal.oo much
always showving up at hework. Employeehas | swinging in moods,wrong ideas, colleague
had a great develapent, appeas to have get irritated,we don’thave the time to alk &s
becomemore seare about msef much as he enployeewants

(Extracts fran employers’ quotes)

4.5 General Employer Awarene ss
Prior to the recruimentof “name of empoyee” how woud you describe your awareness of

‘disability’ and ‘equal opportunites’ issues?

(see next pge)
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Tabell 22 Awareness of disability and equal opportunities issues?

C | Awareness

1 |Haveworked at Labour Mamkt Servicewith pwvd, so | had eameknowledgewhich
affeded my awarenes

2 | My son b a sipport contact for pwd, | foud that very posiive and | learned fra that.
| realised that a lot ofyad have skills tha are not used

3 |1 was sceptidal thought people had to be heajtto be abldgo work. | know better
know, | may turn to theSE organgation agan nest time | need anemployee

4 |1 had no knwledge, but | thoaight — why no? | was irritatedhat socief to sut a
small extent allows pwd to participate.

5 |l wasneverfond of lazhes. But | realised that ewdvody is not alke, sane are
strong ad sane arewedk, varous qualities— thatwas my own experiece and
knowledge

6 |1 had no knavledge about pvd, but | had a special interestmlvery fond of the
adninistrative aspectsfany own work, the dealig with theemployees.

7 | Nothing in particular

(Extracts fran employers’ quotes)

Tabell 23 Awareness of the potential of people with a disability through...

C | Family Personal Previous work/school | Did this influence on
friends experiance decision?

1 no No Yes Yes

2 yes yes no Yes

3 no No yes No

4 no no no -

5 no yes yes Don’t know

6 no no no -

7 no no Yes no

Comment: We added school/education to thedatalie-category. We also asked ihey thought this

previous avarenes nfluencedon the decision torgjage a pvd employee in his canpary

Please describgour legal obligatiors with regard to the recruinent andemploynent of
people with a disabity.

Tabell 24 Legal obligations; problems?

Legal obligations/problems
1 No, but could have beefipwd supersede othemployers

N

Not the canpary, but he anployee,we paid toanudc so hdost hissocial
benefit

Don’t know

No, butwe wereworried abotithat n the begqning

Yes, irsurance, eveybody is covered by lhe sane rules

Nothing apart fron standard Mrwegan lawv/labour act that know of, and
law concening employer's responsibiliyy for access

7 Yes, camot have enployees oo longwithout offering them permanert job
Comment: We had sme problenswith this question, and added theord “legal”.

ok~ iw
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Please describe the addinal suppots and resotces supplied to employers for the
employnent of people wih a disabilty by your government antheir agercies.

4 companies ansved that they didn’'t know d any, while 3 mentioned #
following:

* Remed supprt

» Conversation support

» Various ofers from thd_abou Market Service
» Various ofers from the 8cial Secury Servie
* Wage support

Describe the impact, if any, benefit paymentgeople with a disabity have on your ability
to employ people with disability.

We knew we wouldn'get much information on this question, so we nefolated it: Does
financial support to pwtiave an impet onyour possibilities to engagpwd emplyers?
Reason for this is that this is a much more askedges issue in the filic debate in
Norway. But as ve haveseen, one congoy (nr. 2 becane aware d pwd employers bendit
trap throwgh their own experiercwhen thg paid the emplgee too much.

3 companies ansy thatfinancial support is not important for their possibéi#ito engge
pwd as emplgee.One ofthese 3 companies isryeclear that wht they wanted was labour
they did not ned financal support but help to adjustment. The other tavmganies claim
that a trial period is nessay. One of tlese two taims thatl month trial priod is enogh.

4 companies admit that financial support is rahybut again this isybeveryone conected
to the trial period. The fat trial period is important because tiget to know each o#r,
establish trust, see how thiunction, and edue risks. Two of the foucompanies sathat
the trial period is not albtutely vital; and one ofttem is afraid that too nch or too long tal
period my mean that p@ becomes amap labou

Describe the impact on your staff, and their resses to the recrumentof a person with a
disability.

(see next pge)
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Tabell 25 Impact on staff and staff's response

C |Impact on staff and staff's esponse

1 |Everybody wasvely satisfied becausetse workedwell. We never tdtedabout her as
pwd, andwe nezer mentionedthe orgaisation she canefrom (AB Romerike)— that
was up to her to talk about. Perhaps shalld have beermore open, but there is a
balance

Never heard aything negative; the enployee isvery socialand eveybody likeshim
Same scepticgm, bu it worked out all fine. The top bsses wre hemostsceptical.
We've had ony positive readbns

The other emplgees dont have to do the taskthat his pvd emplyeenow does, and
he likes doirg tham. Whats negatie is hat hey feel that tre compay is too flexble
towards hm, and thathe ges away with toomuch shirking

6 | That has been vgreay. Even if evelybody had to take conderations, evetbody had
the attitide thathis shouldwork out all right

7 | Theywere positve, but hey dso adopted an aweng atttude, due to earlier
experiences. Nobgdvas ngative. Over tine there ha been a lot of irritation, eve
shouing.

(Extracts fran employers, quotes)

g lwiN

Which, if any, of the following factorsnativatedyou to recruit a disabled person?

Tabell 26 Motivation factors

Company
Public relationg 4, 5
Corporate 4,5
image
Financial 6,5,3
reasons
Get a jd done

Help people
into the
working life
Comment: We left ou the caggoly value “Compliancewith equal opportunities ¢gslaion” since it isnotwell
suited to the Nawvegiansituation. We kept the rest ofi¢ caggories, but thewgstion was aked as a open
guestionstating that hey could choseseveral alteratives or add alternatives.

Are you able to recruit employees with &dbility because your organisation hasstes and
job descriptions thammatch the abilities of disable people, or would the giht disabled

person, given appropriat supmrt, be able to take on any role in your agisation?
Comment to the qustion: Ths questia was so dificult thatwe had to reformlate t. But the
Norwegan question was alsmot vely good: “Can pwd takeon ary task in the canpany, given that his
pwd has e right qualifications— or is the canpary neverthdess dependent aupport fromthe
outside?”

Messa@e from the compaies is: Aty person with the right qualiiations f@ arny given job
can do the job. Nobgdcan take on anrole in ary organisationwithout the right
gualifications. Adjustments is alws necesary, they like the job coah. For certin kinds of
disabilities it's good to have a jobachavailable for other disabilities it manot be
necessy. The bggest halleng is to handle stes—tasks must be done in a hyrr
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5. Policy makers’ and funding bodies’ vie ws

5.1 Introduction

The intention was to interview six people, but one did not show up. So we ended up
interviewingfive pasons from threerganisationgsee table J1 Because ofproblems in
finding suitable time to interview all six, we arged tte interviews so thate intervieved
some of them togther. This came natad at two @ganisations wher we irterviewed two
persons one pt, and thee pesons the other pte. We did ot find it difficult to interview
two and three @ople athe time.In both inteviews they seem to complment one anothekt
did not appear as #@nybody “held back information becausefdhe othets presene; it
seemed more like gy were ercouraged ly each dher to giveanswes of the questions. We
have interviewd (se talde 27 below):

* One persomepresentiy the nationalLabour Maket policy level (Directomate of
Labou, funding body)

* One persomepresentig the regionalLabou Market level

* Three rsons regesentng the loal DistrictLabaur Market leel

In ore interview, oe of the interviewes had died contact with the SE indtive and the
other had notln this cae only the ore in directcontact answed the gestions in partl and
the questions marked *ni partlll. The other theeintervieweeso-opeaatal directly with the
SEinitiative (AB Romeike) and wee theefore asked all the questions in the questionnaire.
One of the fouin directco-opeition with AB Ranerike repoted to ceoperate with eght
other SE initiatives. The other three-opeates vith one other initiatives in addition to AB
Romerike. Durig the interviews, theespondenttalked ony about this pdicular SE

initiative.

Tabell 27 Interviewees policy makers and funding bodies

Directorate of labour (Aetat Regional/County labour market Local labour market service
arbeidsdirektorat) service (Aetat f/lkesarbeidskontor) | (Aetat lokalt - Lillestrgm)
National | Depuy director ofAetat (1)
Regional Senior principal (1)
Local Division siperior (1) Manager of

division for support of
unamployed (1) Rehabilitabn
adviser (1)

5.2 Quality of the co -operation with AB Romerik e

As mentioned above fowut of five of the intenawed pesons ceoperatd directly with AB
Romerike. Answergiven in this chapter comesly from the® four gersms, represnting the
regional and the lcal level. At the rgional lewel the ceopeation is repoktd to be mosgion
a superior leel (eg. in dfficult problem sdving and when new job @ch msitions are
made). At the loal levelthe ceopeation often cacern the job sekers diectly (e.g. decidiry
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who is gettiig into the SHnitiative, discussing wat could be best for ¢hob seekeand
receivirg reports on ad job seeker articipatirg in the SEinitiative).

Evaluation of the cmperation with AB Romerike

All persons (four out ofour) that wee asled thequestions in this sectiansweed that thg
regarced the ceopeiation with AB Romerike asgood”. Three of theseregarded it as “ery
good” and reprted thatlere had bena pro@ssgoing on for naking the co-opemtion this
good. Rasons gien forthis vely goodco-opeation was that thehad ben able to gt to
know each otér bette and having lad the opprtunity of seeingand talkirg more diectly to
each othe The most important reasons, is thatthavwe agood dialg with the SEinitiative
and that the solve probéms and misunderstandsmwten the/ occur. They also mentioned
that they get regular information from AB Romekie on eah job seekeard what thg are
doing.

Improvements of theo-operation

On the question on how the-opeation could bemproved, diffeent answers cane up.
Three said that theo-operation is agood as it ca get; thg are \ery satisfed with the ce
operation as it is now. i@ repored that the comperation betwen AB Romerike and the lat
labour markedexvice caild get betteimplemented, ¥ getting theco-opeation more into
system.

5.3 Quality of SE serv ice and process
This section reflets all five interviewed @rsons'views, when not statedlarwise.

Genearl aims of Supported Empiment

All intervieweesclaimedto know the aims of SEnlsummay, they mentioned that the most
important aims are to hgjob seekrs in a poperway to get and kep ordnaty jobs with a
salay. How much joband how much salgreach pb seeker shoulget, should be based on
individual goals andamot bee stated igeneal terms. The aims artheefore not alvays to
geta 100% job. Te esut is often that job seekgget a prt time job, corhining salay and
disablement insurance

Knowledge of the SE serice’s proess in detail

All interviewees sg they know of the SE pragss in detail. A resume wfhat they know of
the process:

* Build up trust and confiehce letween job seka and job coach.
* Find out what the job sker wants anavhat’s realstic.

* Find the rght job for thgob seeker.

» Search the labaunarked and take comatct with rew emplgyers.
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* When in contact with empjer: Inform about thgob seeker, follow up thpb seeker
at work, and b availablgor both job seeleand enployer.
» Job seeker can be in thetiative for 3years.

The most important aspes, which came upyere:

* That the job seekegets he ability to sg what is important for him/her.

* Get to know the job seek by meetirg him/her intheir private sphe (get to know the
job seekens the persohe/she is).

* Important to work with the empi@rs andfind suitable work plags acordng to the
differentabilitiesand neds of the job seeks.

* The geographic dimensionin some plaes thee ae malry possible emplgers (eg. in
cities or big plaes)andyou might not have to wrk so hard on thegut of getting a
suitable job.In othe places, with fever emplyers, it might be necessy to work
harder toget possible jobs.

Essential skills and charteristics of a job cach

All five of the interviewees pointed out that it's difficult to give charectelistic of a good job
coach, lecaug the compsition of thgob coach teamis so importantlt is very important that
the team in its entirgtis constituted of various skills. But when this is saidytak pointed
out that communication and social skills seems to be the most important skills/cistieste
of a job coah.

List of what they reeledoff as important skills/charagtistics:
*  Empatly
* Pgcholaggical insght
* Working experiene
» Experience of wiking with disabled persons
* Practical inclined
» Social skills (e.g. able toommunicate ando-opeate with others)
» Concernedbout job seeers’ resoures more tha problems
* Be abk to work with may things at the same tien
* Have theability to find peoples’ potentials, whaléy aregoodat

Strengths and eakresses of SE in geeral
Many of the intervieveesreported tb same stregths and weakesses (listé in table 2).

One of the intenawees stated that all of the labromarket initiatives havstrengthsand
weaknesss of their ownPeople in different initidves need diffeent thirgs, and that's win
there ae different initiativeslt is thaefore not esy to speak irgeneal albut what is a
strength/veakness in onmitiative compared to anther.
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Tabell 28 Strengths and weaknesses of SE in general

Strengths Weaknesses

e Possibility of integrating people into ordingr *  Vulnerability when the job cach teas are
work (2). small (2).

e Cangive good follav-up to both job seeker » Job seeker can getwy connected/dependent
andworkplace, both practicand social of the job coach because otthlose ce
support (3). operation/relatiortsip (2).

«  Flexibility in the support fromjob coach (ad * Sometimeswhen the job seedr is on hither
hook helpwhen and where it B needed) (2). own (after the 3/ears period i the hitiative),

» Job oaches are vgravalable, eag to get at they can't manage to keep thgb they've got.
(5). Because thecarit do withoutthe SE-

+  Are able towork with few job seekers (3). support (3).

« Can be outvorking directly on the job *  Vulnerability when the job caches quitheir
seekersworking places (3) jobs (2).

* Good knavledge of he labourmarkes * In same cass the intggration n ordinay
demands (3) workplaces leads to the role @ macot for

the job seeker and not to thredgraion of
him/her (3)

Coment: Numbers réer to howmany inteniews gave his ansver

5.4 What is suc cessful SE?

What seems to be the most important indication of successful SE, andrmadrdf all the
interviewees, is toeach he main gal of getting eople into ordinary johdt doesrt seem to
be important that the job seelgats a 100% jobtican indicate just as mcsuccess with a
part time job.

It's also stated that suess is reachedhen the jb seekerget ascommonworking conditions
as possible.

Even though the &in indicator of sccess is to gt people into ordingrjobs, several of &
interviewees sessed thaiitiatives can have doreegood jokeven if a jobseeker dot get a
job. The explanation giveto this is the importance ofaehirg aclarification of the job
seeke’s working abilities Not eveybody is able b work, and this is important to find out of.
If the claification of thejob seeker shows that tiperson isn’t able to workhe initiative can
assist him/her in apyihg for disablement insuraeinstead.

Another indication mentioned of sugss is that the job coashhavea faith in succeedin
with the work thg do.

5.5 How could SE in general b e improved?

» Offer SE also to peopleith less disabilig than bday, e g. long-term uremployed
people and peoplof foreign larguages.
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» SE could offeta more diferentiaed support to g. people with pgchiatric
disabilities. Give them abilities to start workingyba one dy a week ove a long
period, and then imea® it to several dgs when hey feel moe familia and secure
with the work.

* A more formalco-opeation with others in the retbilitation g/stem (eg. the local
offices of saial affairs, the local halth cae g/stem)

* More information abouBE to possible empjersin the societ. This ma encourge
someof them to ty out the initiative.

* Increase andfomaintainthe job coacs qualificaibns (the job coaas askwish for
more qualifications on arketirg)

5.6 Evaluating the SE -initiative
This section is based on answermi intervievees that reported direct co-operation with
AB Romerike(four persons).

All of the four intervievees evaluated thwork dame by AB Romeike asgood. Here is a list
of what thre of the inteviewees vere sitisfied alout (and also expectetbin) AB Romerike:

» Fulfil the am of 6 job sekers pejob coah

* Thoroughy clarification of the job seeke

* Most of the job seekerget a paid job

» Co-operation with the @anisation about the joleskers

* That thereareaceptane for the fact that it is Aetat (fundig body) who
arrarge/control the SE iniative

All interviewees sg they don’t have ay swygestions for improvement of B\Romerike. Tly
claim that the Sknitiative seems to haveas ad longterm stratgies o how to improve,
and that the do the besthey can.

One of he intervewees said that since theehas lkben no complaints fronié job seeks (this
person has a lot to do with all the job seelattsrding to AB Romerike),‘that should speak
for it self”.

5.7 Evaluation metho ds and qual ity indicators

Evaluation

Evaluation of the SE initiative is mogttlone thraugh written reports andheetingsin
addition, the informal aatact ly telephone dacording to directco-opaation concernig job
seekerkis also used a®findation for evalatingthe initiative.
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The nore pacticalevaluation is done at the lockdvel (local laboumarke service and
mother oganisation), whe the more superiagvaluation is done at thegenal and national
level (Directorate @ labour and the coumgtlabou market offie).

g Superior level:
At the superior level thevaluation is doneybnaional survgs, by following up the initiatives
budgets ad by reading heyearly reports thg receive from ech SE initiative. °

g Locallevel:

Thereare witten repats from the SHnitiatives evey month (repaing new job seekers
attending to the initiativand which job seaksgoing out of the initiativeand to what). The
also demand haljearly reports angearly repors from the initiatives. The mother
organisation, loca& regional level authorities anthe national funding bgdreceiwe these
reports, and &se the emuation of the SHnitiative on these. Thiunding ody (local level)
have fornal meetigs with the initiative twice gear in addition to the egoing ealuation in
the practial work andco-operation diretly concerning job sekers.

Regading the ewaluation ystems and opportunds to evaluate theqcess direct, the
interviewees eem to gyreat extent to age in theanswers thggive. In sunmary they stated
that it is possible to evadte the proess in its entirgtquite well. But whenit comes to
evaluatirg the different stages in the procesey seem more insece if the presentystem
gives opportunities for #t. They mention that with a more diteuseof anavailable
specification documnt Kravspesifikasjon), tey might be able t@valuatethe process mer
in detail. One of the interewees man that theeports given hlf-yearly and yearly are quite
specific in ewaluating thedifferent stages.

Thedegree offinancing does not depend on thesult of the evaluation.

Quality indicators

All of the interviewees int out that there are dotjualitative and quantiti&e indicators of
the qualiy of SEinitiatives. And thg all claim tha the most impdant indcators ag, and
should be qualitative, not quantitative.

When asked wy they insist thatyou can’t ug onlyquantitative masuresvhen workirg with
disabled persons. One emviewee claim that it habeen shown that job desrs that suczed
in getting and keping a jpb, often has pécipatedin the SEinitiative for a long periodln
table 3 indicators repted by the intervewees ae listed.
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Tabell 29 Quality indicators

Qualitative Quantitative

The initiative is available/eay of accesgor all the See if job seekers geha ke jobs.
people they cabperatewith

Goodjob matdes {ind right jobs to the right perssh | See if job seekersytifew or mary jobs before thgget
and keep a stegdob

Good ceoperatonand canmunicaion betveen all the | Look at te stabiliy of the jobcoaches (lghlow
involved people in the Shitiative fluctuaion of staff)

Another interestig finding in these inteiews is that all the intervievesmentioned that it
could be vey informative to find out what the job seekarsd the emplgers meant about the
quality of SE. When finthg out what job seeltsand emplgers ae satisfed or dissatisfied
about; m§ give some sggestions for usful changes. Thiscould be ofgreat helpin pointing
out suitable quahtindicators for the SE initiatives.

Further, tle following remarks wee briefly mentoned durig the interviev, without arybody
really taking a stand:

» Each SE initiative should not be dgar than consisng of 8 job coahes.

* Questions arasked if tle SEinitiatives should be attael directy to thelocal labour
market servie. The l&dour market sevice is in clarge of tre SEinitiatives and there
are questions askl as tavhy they have to by a dace fa the initiativeat the labour
market entgprises.

5.8 Financing of S E

Financial soutes anatonditions of the financialugporting

In Norway the SE servie is totall financed ly the public financial gstem.This is a gstem
wherea pernanent amont is given foreachjob coach position. The support is a mowthl
amount per job cadn pasition, and it is given 6 months in advanieaddtion to this tis

also giveran amount foeach ew established joboach positions, as a &sting help”. This
“starting relp” when rew job coach positions aestablished, is 1 months extra support. The
only condition of the fiancial support is that the Department abbur hae approved th job
coach positions. This is being doavey yea with new established job aoh positions.

Time limit
The onl time limit in connection of the finaesof the SE service is thenlit connected to
the fact that a jobeeke only can sty in the prgram for 3years.
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Opportunities for furthedevelopment within the present fungig/stem

Two of the intervieveessaid that it is important ih a funding gstem thaits simple and fair
to deal with.It is up to ech local level to deide how to use their job cahes for the bestfo
the job seeketsnterests.In that thee may be opportunities for futher development, and one
of the intervievees saidhat “it’'s only thecreativity that mght stop the deslopment of the
initiatives”.

It was also mentioned ihe interviews that therare two progctsgoing onnow, which can
bee seeas a @velopmat of SE within the presd funding ystem (‘Nystartl arbeidslivet”
and “Mary”). The projecs are hading for the ame tagetgroupas in the more traditional SE
(people with workig disabilities), but what is new in these two projectthis direct and
spedfic heading for “people in prison” and “metadone assiste@habilitation to people with
drugaddiction”.

Alternative futue develpments in the funding GE

One intervievee pointecut what he called “utgpian” for an altermative pssible
developmenbf the SEwhich is to engge job caches in the lad labourmarket servie to
work with job seekes that don’t need so muchpgort that is given todain the SE. E.ggive
SE to people who havesbn lomg-term uremployed or to people whgot dfficulties getting a
job because theare peple of foregn larguages.This kind of alternative evelopment or
expansion of SE was also proposgdhree otherintervieweesBut they did stress that it was
only desiable if they got mary more job co&h pasitions, ad their intentio was not to build
down the SE support as it works tgda

Another wg of funding SE could be to givenancial support based on Wwamary job ekes
there ae in the gstem atach timeBut the intervewees aid this would proballnotbea
good way of doing it be@use of the riskfaa negative “quick flow” through the gstem, and it
would also be more caplficated to deal with thadministration of the finacial s/stem.

6 Preliminary co nclusions

6.1 Introduction
On May 8" the Norvegian team had workshopbased on our nationaports in the Quip
project?

Session 1: Brainstormingn what results weavein the Quip project. We phrased the
question: What do we know so far? And: Whataonot know enogh alout? We made a
rule thatwe would ony consider what we kne from the Quip reports, meing that all

2 Unfortunaely our practical partner (AB Ruerike) could ot attend theneeting due toriternal problers in
their organsatian.
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suggestions had to be ked to something writteim the reports. Aftethe brainstorming, ve
worked togroup orcategorise the sggestions in order to seehich siggestons were
connected. This as a dificult one, since it apes that all sugestions in one waor another
wereconneced. Aryway, we tried. Theesult is presentecebow.

Session 2: Working with the qualiindicatorsandcriteria. We startedith a geneal
discusion on what could possibbe undestood bythese ¢rms.It turned @t that eveybody
had tried to use the taller the pre@arations, but none of us couldytire aut vely clealy how
to understand it. We aged to understand “@lity indicator” vey muchasa terms for them,
while “criteria” then would be a specifiation on that particular themThen we split the
groupand worled together in pairs bore we presnted the results in thigroup. It turned out
that each gir had enddup with a high dgreeof overlappirg indicators/dteria. The esult is
presented élow.

In geneal, our bggest poblem was to leave outiogenenl knowledje (even prejudiceson
SE, and to stick to the actual data from this padrcsupported empianert initiative (AB
Romerike).

It must be aded that athe time of the workshowe had noyet staréd the interviews on
policy makers and fundig bodies. Hweve, policy makers’ views can to a&ertain dgree be
seen in public reports, @8 & regulations &guiddines. For tle qualiy criteria, we lave ued
these source®r the polcy makers files.

6.2 Prelim inary results

The following is a sumiary of a brainstorming orthe QUP projectamongthe participants of
the workshop.

We know that it is:
 Difficult to find job math
 Difficult to find interestel emplgers

We know more about:
*  Why employers ae satisied with SE
« Problems emplgers sore times experience with IS
*  What emplgers want fran SE

We know that:
* Permanent jobs for JS as a long tirasuit of paritipating InSE is unclea
* The question of what isjab, a real job, is uncé in SE

% JS =job seeker
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In connection to this, wknow more about:
* Quality indicatorstriteria in possible job matches as seemf JS’s poinbf view

We know that:
e JS wants jobs
* Employerswant to gt ajob done
* Factors sah as stety, trust, to been taken seridysre more important tdSthan
simply doing a job
* JS wants status

In connection to this, wknow more about:
Why JS want a job
e What kind of jobJS wans$
 WhatJS like and dislikeabout SE
« WhatJS wants to achieve in SE
 Good acess of JS to SE

We know:
* WhoJCs are, the JC background
« JClike their jobs, but there is appantly a high turnover
» JC works tooittle with JS’s professional network
e JC does evegthing, JC isan all rounder
« JC appearsotbe aguamnty for solving problems

In connection to this, walso know more about:
e WhyJC are JC
* Forms of natual support
* The problematic aget ®ncernirg methods in SE and the JGS relationkip
» Lack of prdessional pedllel treatment/follow up wittSE

We know more about
* The important skills/copetence ba JC
* Why JCs feel a lek of professional andanomicautonony in SE
 What is a good ganisaton of SE
* Problems with lack of idity orientation amog JS
* The paadox between l&cof user involvemetnard high dgree d users sasfaction
* Problematic aspects ccarning ugr involvementn SE, seen in action plan
definitions and making

We know that
 JSsis a vey hetergeneas group
* A charge in tagetgrouphas taken plaein SE, more mental illnesless PWID
* There is a&harge in the gpport needs; JS seemreed too little help
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SE has become mofd arification” for theLMS, this is not as stated irES
goalsguidelines

We know:

SE is seen ir and as a contrast td.MS

There is alose reatiorship between JC og JS

There is a pradox betwen a) l&k of use involvement in SE and b) a higtegee d
users satisfaction in SE

What kind of supportSgets

JSis vely satisfied withSE

Forms of natual support

JClike their jobs

We notice that:

SE 5 concernedbout human recaeses, not proleim oriented

SE has become moregpccupied with life qualit thangetting jobs

JS wants safgf trust, to been takeregousl —and that this apparentlis more
important than doing alp

JS wants status

Thereare problematic agect conerning methodsn SE and the J3S relabnship

We know that:

The internal life 6the SE orgnisation is time consuming
JC needs more time toespd outside office

We know:

WhatJS likes and dislikeeabout jobs

That wagye to J is unclear in SE

What emplgers wants fom SE

Thereare ®rious bentt trap problems in SE

Quiality criteria’s df a JC

There is a dierene betveen JS own perceptiar VD than oficial diagnosis and
also JCs perception

What we still don’t know enoughbout:

How does JS come in tontact with/g@t anare d SE?
Informal recruitment pasibilities toSE?
Why JS wants a job?
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* What happens with JS eftleavig SE?
* What criteria doek MS use when thgerecommed SE toJS?
*  Why did PWLD disappar from SE? Is iteally so, or is it just that new targgtoups

have ben added?
*  Why are tlere sdiew persons with plgsical disadities in SE?

* How to plan for areer cevelopment for JB

» Wageand steaglpermarent jobs in SE
* Adequate aganisation ofSE, or alternatives?
* How to improve SE?
* Why is thee a hgh turnoser in SE?

6.3 Quality indicators and qualit y criteria

Tabell 30 Quality indicators and quality criteria for jobs provided by SE

Quality indicators

Quality Criteria

Job
Coach

Job
Seeker

Employer

Policy
M aker

Job —wage

Wage

X

X

X

Same wage level as
others

X

Paid for every hour
worked

X

Job -type

Permanent/steady

X

Ordinary/open

x

x

Individ. development

Job —work task s

Get tasks done

Get feedback

Clear/obvious tasks

Control over tasks

Visible job results

Job — sociality

A place to go

Meet people

Something to do

Do things with others

Nice atmosphere

Fun, enjoyment

XX XXX XX XXX X

Job - match

Interested employers

Inclusion

Trust and safety

Relationships

XXX | X

Moativated for
ordinary work

XXX | X

Status

X

JS satisfaction

Trial period/work
practice
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Tabell 31 Quality indicators and quality criteria for methods in SE

Quality indicators

Quality Criteria

Job
Coach

Job
Seder

Employer

Policy
M aker

Method - support

Avoid problems

Get tasks done

Follow up

X
X
X

Find job

Apply for job

x

Training in job

Job interview

Many-sided
help/support

> [ [ >¢ = | <

Guidance

JC as guarantor for
good work

Method - user
involvement

Be heard

Be seen

Be made responsible

Tabell 32 Quality indicators and quality criteria job coaches in SE

Quality indicators

Quality Criteria

Job
Coach

Job
Sedker

Employer

Policy
M aker

Job coach - skill s

Empathy

X

X

Trust

Patience

Understanding

Safety

XX [ X | X

Follow up

x| > [ | > |

Work experience

Self-reflection

Knowledge

Professionalism

Co operational ability

XXX XXX X

Job coach - work
situation

Minimum time spent
on internal meetings

XXX XXX

Spend time on SE
process at the work
places

X

Functional
organisation

Professional/financial
autonomy

Professional
development

Good wages

Accessibility
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Tabell 33 Quality indicators and quality criteria for professional network of SE

Quality indicators Quiality Criteria Job Job Employer | Policy
Coach Seder Maker
Profes sional Relevant expertise X
network Other agencies X X
Relevant family X
Arenas for meeting X

Tabell 34 Quality indicators and quality criteria for target group of SE

Quality indicators Quality Criteria Job Job Employer | Policy
Coach Seder Maker
Target group Job seekers who are | X

“reality oriented”
Job seekers who are | X
motivated
Job seekers who are | X
“ready”

7. Conclus ion: “Bringing s takehold ers’ quality perspectives
together”

The followingconclusia is based on the result®in the Norwegian worlshop at the QUP
confeene in Budagst,Hungary, 11- 12 Cctobe 2002¢

The aim of the workshop

1. Find similarities and diieren@s amog the epresented stakeholdein regard to
experiences with supped emplgment.

2. Through tle exchage ofexperiences to prodagecommendations fdurther
development on suppodemplgyment in rgard b defining guality criteria.

Theworkshop stadd out with a short presentatiohthe participants analgereral discussion
about SE and the QB project, and then ent ove to the stakeholderstoies. Thegeneal
discussion revealeddhpartners in QUP have vey different startig grounds; from countries
involved in pioneer worko countries with nationg@rograms.

4 ParticipantsvereAse Almvang (Skeidar OsloAS), Per Bransten (Directorate of Labour), Elisabet Rué
Siverisen (Directorate dfabour), Tor Ove Gjersvik (AB Roerike), Enar MadsenAB Romerke), Yrgve
Moxness AB Romerike), Eivind Rivrud (Akershus Uhiversty College), Grete Wange(Akershus Universty
College) and @stdn Spjelkavik (Work Researchristitute).
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Therearealso diffeenas in the views on who thiargeted pesons for SEare. Spain for
instance works with pedpwith Down's gndromewheres job coahes inNorway expressed
that they would like to se more peopl&iith learning disabilities in SE. We also found that
there ae differerces in tle work of job caches aound among theountries; in some places
their role is vey wide ard varied, wheeas Norvay is con@rrned about howto limit and define
the job coach rel.

The participants discuss¢he methodologin SE and emphasised that thethods are suited
for other prdessional eeas and in other sé@ces.In Norway, however, it isimportant to
distinguish betweethe rational SE progam and he method.

Representativesdm theDirectoate ofLabour were cormerned about thgualitative
development of SE in ters of the Norwgian regiirements specifations recenyl been
implemented. Thewere also concened aboubeing in the role to mler ®rvice from SE

The job seeketold a stoy that emplasised the jolooachas some kind ofdsic guidnce
person who helps job de&r to make his own @esions.

The emplger focused orthe importance to ganise SE in wathatit leads to some kind of
sharing & risks involvedby hiring a suppded enployee; the existence of @mpetent job
coach that oprateswithin the frama&vork of a stdble organisation meanhat the risks
anticipated p emplojersare edued- in effect, @ noted ly all group f@rticipants, this means
that different sta&holdes share the risks involvedlso the supported enggke as a
responsible person.

The emplger told a stoy that facused on the dation of time, and guedthat it is important
to use aough time in the SE process in orderetablish a definitive job contract and a
meanindul day. The time must be used to establish good foHopwoutines and routines for
effective cooration. Tls was a point also job coaches and jebke agreed ta

A job coach pesented stoly, whichemphasisethe importance ofvell bang at wak and
possibilities for careedevelopment. The job cah’s stow also illuminated the importance of
asking qestions in a wathatgives the job seke opportuniy to really express how she/he
feels

Participants at the workep wereall different st&keholders with diffeent focus on SE, but all
ageed to theamegoal for supported empianert:

* The gal for SE is workm the open labour miget and the proess leadig to the gal
must be holistic and hawaeclea persgctive on vork.

The stories presnted athie workshop alleflecied this common ground. Enhstories preseged
were \ety pasonal storis, and theref@ it wouldbe incorect to presnt them in this report.
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Howeve, the stories we illustrative in terms ofaflecting this common view am@st the
participants and theecanmendations weralso eflected ly the persoal stories.

The following points wee geneated fom the stakholders’ stories:
* A prerequiste for good @operation in supportedrgployment means that

a. all actors at the wiplace are involved
b. other servies that mg be neessay to a seces$ul SE process arinvolved

Job match in supported empioent means

meanindul employment to the supporteemplgee

jobs that ensures inclusion of the supported eyeglat the wokplace
stead jobs to supportedmployees

oo

Quality systems in supported empiment should

focus on routines and riwds

be interwoven in nationdtamewak and cear inentions
produce stableand suitake organisations for SEgrformarce

oo

Action plans in supported empiment

are basd on a usés peaspective

include caee plannirg and carer cevelopment

focus on resawesand mssibilities, not thgnosis and problems

°o T

The workshopprodwcednine recommenations for the development afgood qualiy SE
process (should not be derstood as a priiy list)™:

* Focus on job match aralmeanigful work.

* Focus on eqal terms forall employees, includingemployee with a disabilityat the
workplace.

* Focus on job cach as spervisor, not decision kar.

e Get ajob quick and faus on enough timddr job coachand job seekg to achieve
independene for job seker.Less f@us on job peparations andssessmes prior to job

* Focus on ogoing process evaluation of &h indvidual SEprocess.

e Focus on job, not thergfreferrals to others).

* Focus on risk shiang between stakeholets.

» Develop clarguidelinesand requiements for th&E services.

» Secure exchage of expeiences fo stakeholdes of the SE process; shag competencies

® The participants of thevorkshop alsoworkedwith the “qudity house” made conments and putmarks onwhat
they held to be thenog important criteria featred in he haise. The resultfdhis exercsewashanded over to
the responsible rese&irs ofthe QUIP priect in Viema.
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