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1. PRESENTATION

Direct work on social and labour integration of WVoTfSE requires a reflexive understanding 
of their personal situation and the specific knowledge and skills to respond effectively 
to their needs. Therefore, the continuous training of all professionals’ employment and 
social support services provision are key factors for the success of the social and labour 
integration of these women.

This Intervention Guide is a practical complement of the Intervention Model for social and 
labour integration of WVoTfSE.  Both documents have been developed in the framework 
of Building Choices project, financed by the Asylum Migration and Integration Fund 
(Home/2015/AMIF/AG/THBX). They are also based on the direct work and experiences 
within the framework of WVoTfSE of the National Agency Against Trafficking in Person 
(Romania), Association eLiberare (Romania), Charita Prague (Czech Republic), Association 
Trabe, and Madrid City Council (both from Spain).

The Guide is mainly addressed to employment counsellors and employment mediators 
from NGOs and public administrations, but it could also be useful for human resources 
professionals from companies and initiatives both from the regular labour market and from 
the Social and Solidarity Economy (SSE).

The document puts emphasis on the role of employment counsellors and employment 
mediators to follow up WVoTfSE’s social and labour integration not only during the labour 
pathway and job seeking process but also once they have found a job.

The Guide gives details of those specific aspects regarding WVoTfSE that should be taken 
into account to achieve a successful complement of the process while doing it. It also 
proposes a set of steps for the social and labour integration pathway and provides examples 
of tools that could be used in each of those steps.

Finally, it gives some tips on how to address some of the Strategic Key Elements according 
to the role of each professional and depending on the institution he/she works at (an 
NGO or social entity, a public administration, a human resources department of a 
company, etc.); such as Positive Actions, Other gender actions, Human Rights Approach, 
Interculturality, Intersectionality and Diversity management and Teamwork with entities 
and other stakeholders in the WVoTfSE.
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2. THE ROLE OF EMPLOYMENT COUNSELLORS AND/OR 
EMPLOYMENT MEDIATORS

The role of employment counsellors or employment mediators is the key to enable 
WVoTfSE’s access to quality employment. This Model suggests that the same counsellor 
could make the whole follow up of the women’s pathway. A positive environment linkage 
will be created at the very initial phase of the process. 

Either since the diagnostic interview or the in-depth interview, this relation should be 
established at one of these very first steps. It should continue until the woman’s position 
in any kind of job is assured for a while.

This counsellor will be the supporting figure for the woman during the whole process, 
promoting her autonomy process, her empowerment, being with her during the difficult 
moments and doubts that could arise, etc. 

This professional profile will serve both; as a supportive person for the inner process of 
the woman and also as a nexus with the different professionals she will be in contact with 
during the different training steps and the labour pathway (including job retention).

The last part of this pathway is particularly important to face events that could come 
out once the woman is feeling better and that could affect her process such as   nervous 
break-down, depressive behaviour, difficulties to concentrate or follow the tasks given, 
etc.

Therefore, the employment counsellor and/or employment mediator should ideally count 
with the following skills and competences specified in the Model:
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PROFESSIONAL

PERSONAL •	 Being respectful: professional and personal approaches based 

on respect and equality.

•	 Flexibility: they must have the ability to adjust and contextualise 

their training sessions and learning contents to adapt them to 

the characteristics and needs of each group of women.

•	 Role models for the social-emotional competences that they are 

helping to develop, since they serve as a Guide for the women 

and need to be credible.

•	 Teamwork: Capacity and eagerness to get involved in a team 

and work like a team.

•	 Commitment and sensitivity regarding topics such as 

women’s employability, empowerment and social-emotional 

competences: they must understand the relevance of their work 

and the impact that it has on the life of the women and their 

environment.

•	 Communication skills, which enable them to establish bonds 

and trust with the women and offer suitable feedback.

•	 Resourcefulness: the creativity of a trainer to effectively 

incorporate competences into their activities, in order to keep 

women interested and work with available resources is essential 

for this role.

Source: Intervention Model for social and labour integration of WVoTfSE. 
Building Choices Project 2018

Knowledge and experience of:
•	 Competency training.

•	 Feminism and gender perspective; human, women and children 

rights; migration phenomena and interculturality.

•	 Socio-emotional methodology.

•	 Working in a multicultural environment.

•	 Working with women, ideally with vulnerable women, migrant 

women and/or with women victims of gender violence.

•	 Labour market, entrepreneurship and self-employment.

•	 Basic knowledge of languages used by women apart from the 

destination country language. 

EMPLOYMENT COUNSELLOR AND/OR EMPLOYMENT MEDIATOR COMPETENCES
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Working with WVoTfSE could also be stressful and professionals will need to cope with 
their eventual anxiety, insecurities and breakdowns. That is why, apart from training, 
entities should take care of their employment counsellors and mediators by professional 
and training support.  According to the experience of professionals who have participated 
in Building Choices activities, the most important aspects are giving them the necessary 
time to rest and relax and providing constant therapy and counselling advice.
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3. TOOLS FOR ADDRESSING WVOTFSE’S ACCESS TO 
EMPLOYMENT: SPECIFIC NEEDS, SKILLS IDENTIFICATION 
AND TRAINING

Basic 
recovery

Employability
Diagnostic

Employability
profile 
assessment

Labor Market

•	 Follow up
•	 Action plan

Socio labour 
integration plan

•	 Labour intermediation
•	 Incorporation
•	 Job retention services

Image 1: Steps towards 
WVoTfSE’s social and  

labour integration 

Source: Intervention Model for social and labour integration of WVoTfSE. 
Building Choices Project. 2018

After the recovery phase (basic recovery), it is possible to begin to think about social and 
labour integration (Phase II). This phase II, in accordance with what is proposed by the 
Intervention Model for social and labour integration of WVoTfSE, embraces the following 
steps:
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WELCOME AND DIAGNOSIS OF WOMEN’S EMPLOYABILITY INTERVIEW

DESCRIPTION

OBJECTIVES 

Initial conversation between a woman and an employment 
counsellor.
Usually, with the support of a questionnaire, initial information 
of woman’s personal, family and professional background will 
be collected.
Also this interview can be useful to give information on support 
interventions for labour market integration.

Interview styles may change from highly structured or 
semistructured to highly flexible formats. In addition to 
recording the content of the interview, the counsellors may 
wish to keep a field log, where they keep track of their own 
observations, reflections, feelings, and interpretations.

According to the diagnostic made, personal and professional 
strengths, as well as all information related to the personalised 
social and labour integration process will be shared and 
discussed with the woman. 

•	 Answer a set of questions regarding the woman’s skills, 
education and training, work/livelihood, experiences and 
expectations.

•	 Raise commitment and create a genuine relationship 
between the woman and the counsellor.

•	 Raise awareness in relation to the significance of training 
and employment as a gateway to social and labour 
integration.

•	 Create a positive and nevertheless realistic vision of the 
personal job placement process.

•	 Help the woman to embrace all requirements to meet the 
starting point of the job placement process.

STEP 1: DIAGNOSTIC OF EMPLOYABILITY 
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WELCOME AND DIAGNOSIS OF WOMEN’S EMPLOYABILITY INTERVIEW

SPECIAL 
ASPECTS TO 
BE TAKEN INTO 
ACCOUNT BY 
THE SUPPORT 
PROGRAMS OF 
EMPLOYMENT 
AIMED AT 
WVOTFSE

Basics to any intervention: reducing uncertainties about 
intervention by providing as much information as possible, in 
the clearest and most natural way to facilitate understanding; 
avoid interruptions; perform a good time management to 
avoid fatigue; create an atmosphere of good communication 
needed to establish a cooperative relationship; use clear 
language and active listening techniques; check whether the 
woman is clear about the information received.

Basics to intervention aimed at WVoTfSE: to avoid 
conversations focused on the traumatic experience and its 
negative consequences.
•	 If the interview takes place in a holistic service, and it 

touches upon some aspects related to the trafficking 
experience lived or being lived, it would be necessary 
to get to that information an avoid asking her difficult 
questions about her particular situation.

•	 Be aware that WVoTfSE’s motivation for change is linked 
to the perception the woman has about the chances to 
achieve this change.

•	 Conversations related to personal problems get to negative 
feelings that could interfere with the expectations of a 
successful intervention.

•	 It is better to provide an intervention regarding the future, 
offering solutions rather than analysing the traumatic 
situations-causes.

•	 The idea is to focus on the professional interview- previous 
experience, training, skills, interests, etc. and in non-
personal topics.

•	 Begin with a positive approach that enhances those 
women’s personal competences and skills they already 
have. It is the way to begin their process of motivation 
and empowerment, to make them believe in themselves.

•	 Respect woman’s priorities and always listen to her point 
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WELCOME AND DIAGNOSIS OF WOMEN’S EMPLOYABILITY INTERVIEW

SPECIAL 
ASPECTS TO 
BE TAKEN INTO 
ACCOUNT BY 
THE SUPPORT 
PROGRAMS OF 
EMPLOYMENT 
AIMED AT 
WVOTFSE

of view: labour, training and competences aspects and 
topics.

•	 Always listen to her point of view, avoiding any judgements.
•	 Respect the decisions taken by the woman once she has 

all the information required for it and has had the time to 
think about it. 

•	 Give opinion when she asks for it and make it useful for the 
woman.

•	 Use a clear, inclusive and empowering language and active 
listening. Avoid making an examination instead of an 
interview.

•	 Establish a good bonding with the woman so that a good 
diagnosis is made and it is easier to find solutions to her 
needs.

•	 Express a true interest in the woman, her development of 
social and labour integration.

•	 A comfortable and private space. It should be safe, cosy 
and inspiring.

•	 Time devoted to the interview has two moments.
•	 1 hour or 2 hours for the welcome, collection of information 

on skills, education and training, work/livelihood, 
experiences and expectations.

•	 1 hour for sharing and for debating the results of the 
preliminary diagnostic and introducing her to her personal 
social and labour integration process made before and on 
the employment services available.

•	 A professional with competences in social and labour 
intervention from a gender and human rights based 
perspective. Specialisation on WVoTfSE or other people in 
vulnerable situations is required (See table “employment 
counsellor and/or employment mediator competences”).

RESOURCES 
NEEDED
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WELCOME AND DIAGNOSIS OF WOMEN’S EMPLOYABILITY INTERVIEW

METHODOLOGY STEP BY STEP
1.	 Welcome.
2.	 Information about the service to be provided.
3.	 Collection and recording of data.
4.	 Analysis and diagnosis centred on:

•	 Diagnosis of employability results.
•	 Professional qualification and previous experience 

required by the labour market by sectors.
•	 Use of information concerning available employment 

offers, job requirements and conditions, etc.
•	 The application for employment offers (social skills 

and other transversal competences, curriculum vitae, 
motivation letter, interviewing, etc.).

5.	 Upload information into a database.

Template of a structured interview for employability 
diagnostic

Template of the in-depth interview questionnaire for the 
designing of the social and labour integration plan

TOOLS
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PROFESSIONAL AND 
IDENTIFICATION DATA

•	 Name.
•	 Date of birth.
•	 Origin. Time in the host country.
•	 Proper health state.
•	 Social and economic situation.
•	 Exploration of a social or family support network 

to motivate towards integration
•	 Family responsibilities.
•	 Access to social and community resources (living 

area, transport availability, migration or recent 
relocation, Access to TIC, etc.).

•	 Legal situation, specifically if she has a work 
permit, to orientate the pathway to be followed.

•	 Family: where she lives, with whom, if she has 
children or elderly people or other relatives she 
takes care of alone and time available to work.

Template of a structured interview: guide for the diagnosis of employability 

As employment counsellor or employment mediator, you would:

•	 Have to introduce yourself, explain the objectives of the diagnostic, and request 
the woman’s consent to be interviewed.

•	 Record the data you are going to collect on an ad hoc fact sheet. 

Some of the data to be taken into account in the interview are the following: 
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PERSONAL VARIABLE 
RELATED TO 
EMPLOYABILITY

PROFESSIONAL 
VARIABLES

•	 Motivation for having a job is a priority.
•	 Expectations in relation to the labour market.
•	 Communication skills (includes the host society 

language communication skills that allows social 
interaction and participation in training and 
employment processes).

•	 Interest in training for employment as an 
integration tool.

•	 Transversal competences (active, committed and 
responsible).

•	 Interest in self-care.
•	 Self-esteem.

•	 Formal education level, training experiences 
including the up-to-date training in highest 
demand on the labour market.

•	 Skills learned from previous professional 
experience (knowledge, procedures, attitudes, 
etc.).

•	 Documentary evidence like professional licenses 
and/or education certificates.

•	 Techniques and tools for job search (including 
spent time, motivation to search and active job 
search sustainability over time).

•	 Digital/ICT skills.
•	 Time availability and geographic living area.
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Template of the in-depth interview questionnaire for the designing of the social 
and labour integration plan

•	 Can you please tell me a little bit more about yourself? 
•	 How do you normally spend your days?
•	 What things do you like to do?
•	 How important is employment for you? 
•	 From 1 to 10, what is your level of motivation to actively seek employment? 
•	 In which sectors or jobs would you like to work in? Which one do you feel ready for?
•	 Which are your strengths and weakness in terms of social and professional skills required 

to get a job, earn a living or progress in life?
•	 What are you good at?
•	 What is preventing you from increasing your possibilities of finding a job?
•	 What job skills do you think you need to succeed?

•	 Which aspect of your pathway are big priorities for you?
•	 Which actions do you think would be necessary to be done in order you feel comfortable 

and safe? 
•	 What information do you need?
•	 Would you be interested in performing a self-employment project? Do you have ideas 

for business? Which are they? Do you think they could be successful? Would you perform 
them on your own or with other associated individuals?

•	 What social support network do you have? How can you strengthen this social network?
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OBJECTIVES •	 Define options and pathways to improve employability.
•	 Comprehend the characteristics and demands of the 

local labour market.
•	 Understand the value of employment, personal 

motivations and the availability to achieve professional 
goals.

•	 Being committed to their own integration process and 
with the counsellor.

•	 Evaluate what kind of integration activities were already 
undertaken and with what outcome.

STEP 2: DESIGN OF A SOCIAL AND LABOUR INTEGRATION INDIVIDUAL PLAN 

DESIGN OF THE SOCIAL AND LABOUR INTEGRATION PLAN (INDIVIDUAL PATHWAY)

DESCRIPTION The diversity of individual profiles makes more complex the 
intervention process for successful labour market integration.
We need to understand that each woman’s situation is unique 
and there is no one-size-fits-all prescription to social and 
labour integration process.

The social and labour integration plan is a complex design of 
a personalised pathway that comprehends a wide range of 
services and procedures. It should be:

•	 Adapted to each woman needs and profile.
•	 Driving force behind the development of skills and 

competences.
•	 Specific process with a beginning and a defined end; 

clear objectives, gradual steps and results.
•	 Flexible.

If necessary, follow up and evaluation objectives and 
procedures could be re-formulated.
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RESOURCES 
NEEDED

•	 A comfortable and private space.
•	 Time devoted to the working session is structured as 

follows: 
•	 1 hour or 2 hours for an in-depth interview 

recording and assessing variables relating to 
competences, motivation, availability to work 
and personal and professional project.

•	 1 hour for (re)design of professional objectives 
and actions to be undertaken in the integration 
process. Commitment to be established with 
the woman.

•	 At least 10 follow up sessions.

•	 A professional with competences in social and labour 
intervention from a gender and human rights based 
perspective. Specialisation on WVoTfSE or other 
people in vulnerable situations is required (See table 
“employment counsellor and/or employment mediator 
competences”).

DESIGN OF THE SOCIAL AND LABOUR INTEGRATION PLAN (INDIVIDUAL PATHWAY)

SPECIAL 
ASPECTS TO 
BE TAKEN INTO 
ACCOUNT BY 
THE SUPPORT 
PROGRAMS OF 
EMPLOYMENT 
AIMED AT 
WVOTFSE

•	 Keep support and permanent reinforcement to elude the 
return to prostitution mainly due to income need.

•	 Be clear and concrete.
•	 Be realistic about the process and achievements.
•	 Establish achievable intermediate objectives and 

deadlines in each assessment meeting.
•	 Network with other professionals and services.
•	 Establish all decisions by consensus, keeping in mind 

that sometimes what is important in professional terms, 
does not match with what is considered important for 
each woman.
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RESOURCES 
NEEDED 

DESIGN OF THE SOCIAL AND LABOUR INTEGRATION PLAN (INDIVIDUAL PATHWAY)

METHODOLOGY STEP BY STEP

1.	 In-depth interview: Record and assess variables relating 
to transversal key competences and professional 
knowledge, motivation, availability to work and personal 
and professional project, specific diagnostic actions of 
entrepreneurial capacity.

2.	 Assessment made by the woman and the employment 
counsellor for the design of the social and labour 
integration plan (individual pathway): objectives 
and actions to be undertaken in the social and labour 
integration pathway.

3.	 Monitoring sessions or interviews to assign or update 
the diagnosis of employability (around 10 sessions). 
The final number of sessions will depend on each woman’s 
needs and her pace of progress. In the case of WVoTfSE, 
the pathways should be as long as necessary and apply a 
flexible methodology.

Template with possible actions to be included in social and 
labour integration plan.

TOOLS
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POSSIBLE ACTIONS TO BE INCLUDED IN THE SOCIAL AND LABOUR INTEGRATION PLAN

OBJECTIVE A sustainable strategy involves helping WVoTfSE to overcome 
challenges and obstacles and make competences and positive 
thinking and actions arise. Examples include:
•	 Change stress to positive time and emotions management.
•	 Change anxiety to calm and emotions control and care.
•	 Go through trauma and achieve resilience and relief.
•	 Go through lack of trust and achieve self-confidence and 

trust in others.
•	 Identify educational level and use it or go beyond it to 

achieve social and labour integration.
•	 Identify their job search and availability for work or 

promote it through the pathway activities or assistance.
•	 Identify work experience, use it and go beyond it if 

necessary to achieve social and labour integration.
•	 Identify cultural or linguistic barriers and help to remove 

them.
•	 Identify limited job opportunities and widen them through 

the pathway activities.
•	 Identify potential employer biases and find ways to shift 

them towards tolerance, knowledge and motivation to 
employ women.

•	 Identify inflexible resume screening systems and find ways 
to navigate them towards WvoTfSE’s recognition of specific 
needs to achieve their social and labour integration in the 
host societies.

•	 Attend social skills workshops, conflict resolution, 
decision-making, etc.

•	 Acquire a minimum self-esteem, safety and confidence 
level.

DEVELOP 
SOCIAL AND 
PROFESSIONAL 
SKILLS  

Template with possible actions to be included in social and labour integration plan

The issues and actions suggested in the following template have a generic component and, 
depend on the characteristics of each woman.
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DEVELOP 
SOCIAL AND 
PROFESSIONAL 
SKILLS  

POSSIBLE ACTIONS TO BE INCLUDED IN THE SOCIAL AND LABOUR INTEGRATION PLAN

PERSONAL 
ASPECTS 
FOR SOCIAL 
AND LABOUR 
INTEGRATION

•	 Work on basic transversal competences to maintain 
personal and labour commitment (respect others; 
fulfilment of basic social and labour rules, personal care, 
labour attitudes and habits, be punctual, etc.).

•	 Complementary training about teamwork, customer 
service, time management, etc.

•	 Hold sessions and/or workshops about motivation for her 
incorporation or re-incorporation to labour market, etc.

•	 Registration in on-line job search services.
•	 Promote, as an intermediate step to ordinary job, working 

experiences with schedules, styles and cultures that 
encourage the  social and labour integration of women in 
more flexible and caring environments. Collective self-
employment in integration/social entrepreneurship’s 
companies is considered an effective tool for vulnerable 
groups.

•	 Apply working practices adapted to their workers’ 
circumstances and where people learn, not only a 
profession, but social competences and skills. These are, 
most of the time, imperative working environments for 
WVoTfSE.

•	 Hold seminars and interviews preparation to improve 
communication.

•	 TIC’s training (internet, user computing, etc.).
•	 Develop the strengthening of women social participation as 

a group. In order to achieve this objective, it is necessary 
to gain skills and to create opportunities for them be the 
main actors in their own lives. For instance:
•	 Use local resources (museums, cultural centres) that 

facilitate exterior contact and the creation of social 
networks.

•	 Join associations, volunteering in a sector of their 
interest. 
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EDUCATIONAL 
TRAINING AND 
VOCATIONAL 
TRAINING FOR 
EMPLOYMENT

APPROACH TO 
ENTERPRISES, 
SELF-COLLECTIVE 
AND ENTREPRE-
NEURSHIP 
INITIATIVES

•	 Local language courses: language proficiency (reading, 
writing and speaking expression) that allows social 
interaction and the participation in training and/or 
employment processes.

•	 Schedule formal training access.
•	 Gather information about obtaining professional and 

educational certificates.
•	 Search of information and enrol in job training courses.
•	 Obtain certificates and/or professional license.

•	 When selecting employers to approach, there are some 
elements we should take into consideration:

•	 Is the workplace a welcoming and safe environment?
•	 Is the workplace providing long term stability?
•	 It is important that the survivor not be put on display 

as a proof of employer’s corporate social responsibility 
commitment. Does the employer act out of a sense of 
charity?

POSSIBLE ACTIONS TO BE INCLUDED IN THE SOCIAL AND LABOUR INTEGRATION PLAN

LABOUR 
INFORMATION 
AND 
INFORMATIVE 
NETWORK 
IMPROVEMENT

ACTIVE 
EMPLOYMENT 
SEARCH

•	 Gather information about the labour market, enterprises 
sectors, occupations (e.g. Observatory of occupations, 
corporate and professional websites).

•	 Draw up a list of enterprises of a professional sector of 
interest.

•	 Register in professional forums.
•	 Contact with experts in specific sectors asking for 

information.

•	 Design a tailored plan for active job search.
•	 Develop a CV and a cover letter.
•	 Send and/or give personally the CV to the enterprises of 
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POSSIBLE ACTIONS TO BE INCLUDED IN THE SOCIAL AND LABOUR INTEGRATION PLAN

ACTIVE 
EMPLOYMENT 
SEARCH

interest.
•	 Develop a search agenda (contact organisation, visits, 

time management, monitoring, etc.).
•	 Conduct interview workshop and recruitment tests.
•	 Self-employment and entrepreneurship activities.

SUPPORT’S 
SOCIO-LABOUR 
NETWORK

•	 Make contact and exchange experiences with women 
already integrated.

•	 Make a profile in social networks (e.g. Facebook, etc.).
•	 Draw up a list of organisations that support the situation 

of gender violence and socio-social and labour integration 
(e.g. women’s advisory centre, health services, social 
services, etc.).

•	 Visit and keep in permanent contact with this support 
institutions.
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SPECIAL 
ASPECTS TO 
BE TAKEN INTO 
ACCOUNT BY 
THE SUPPORT 
PROGRAMS OF 
EMPLOYMENT 
AIMED AT 
WVOTFSE

•	 Group actions will be also a good strategy to work 
interpersonal skills and to develop network supports 
between the participants. But depending on each woman’s 
circumstances, sometimes it is better to start with 
individual support and occasional peer groups meetings.

•	 Personalised attention is necessary, as a requirement for 
giving answers to particular and personal situations. The 
social and labour support with WVoTfSE, has to take into 
consideration psychological support, since in confidence 
and during progress, symptoms linked to lived traumas 
may appear.

•	 Participating in group activities is very useful for the 
improvement of women’s relationships and independence 

•	 Raise awareness and motivation to address vocational 
training and employment actions.

•	 Learn transversal key competences for employment and 
socio-labour competences and skills.

•	 Working experiences in labour market sectors.
•	 Be aware of personal strengths and weaknesses in order 

to better manage all the employment process challenges.

OBJECTIVES

STEP 3.1: EMPLOYABILITY PROFILE ASSESSMENT: IMPROVING 
PERSONAL, SOCIAL AND LABOUR SKILLS, ORIENTATION TO ACCESS 
THE LABOUR MARKET

IMPROVING PERSONAL, SOCIAL AND LABOUR SKILLS, ORIENTATION 
FOR ACCESSING THE LABOUR MARKET (FOLLOW UP)

DESCRIPTION This set of actions entails introducing women to the world of 
employment and training, highlighting their positive aspects, 
working on transversal key competences for employment and 
socio-labour habits, and/or providing information on specific 
professional sectors. Most of these actions are done in small 
homogeneous groups in terms of profile, age, time availability, 
etc. 
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SPECIAL 
ASPECTS TO 
BE TAKEN INTO 
ACCOUNT BY 
THE SUPPORT 
PROGRAMS OF 
EMPLOYMENT 
AIMED AT 
WVOTFSE

IMPROVING PERSONAL, SOCIAL AND LABOUR SKILLS, ORIENTATION 
FOR ACCESSING THE LABOUR MARKET (FOLLOW UP)

within to the communities they are living in.
•	 WVoTfSE must focus on rebuilding their lives: establishing 

new routines and habits, new schedules, rebuilding new 
social and familiar bonds, etc. The needs that must be 
attended are difficult to prioritize, but it is important to 
do so in the development of routines and skills in order 
to achieve a normalised performance in society, as well 
as the psychological and emotional wellbeing (lack of 
motivation, vocation, etc.).

•	 Once information or basic social and professional skill 
deficits have been overcome, women may engage in 
vocational training or active job search (next phase).

RESOURCES 
NEEDED

•	 A professional with competences in social and labour 
intervention from a gender and human rights based 
perspective. Specialisation on WVoTfSE or other people in 
vulnerable situations is required (See table “employment 
counsellor and/or employment mediator competences”).

METHODOLOGY STEP BY STEP

•	 Information workshops on specific occupational sectors.
•	 Labour information sessions with description of general 

offers of work or prospects of work.
•	 Workshops for personal skills development and labour 

competences for entering the labour market.
•	 General and specific group motivational sessions to promote 

self-employment and/or entrepreneurship initiatives in 
general or focused on certain areas of activity in which 
women have shown an interest.

TOOLS Template of personal, social and/or labour skills development 
programs aimed at WVoTfSE and their needs.
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Template of a specific action: workshop on social and labour orientation on 
competences from a gender perspective

•	 To inform women about the meaning of social and labour 
orientation on competences from a gender perspective.

•	 To express ideas and opinions to make adjustments 
between the methodology to be used and specific needs 
of each woman.

•	 To raise awareness on the importance of recognising  the 
life and labour experience of women for their personal 
development.

SOCIAL AND LABOUR ORIENTATION FROM A GENDER PERSPECTIVE

OBJECTIVES

From 8 to 12 women.
NUMBER OF 
PARTICIPANTS

DURATION

TECHNIQUES TO 
BE USED

2 hours.

Technique 1. Introducing ourselves. 
The counsellor will first introduce her/himself, giving tips on 
how to do it. This professional promotes a trustful and caring 
environment, especially if women do not know each other or 
in case there is some conflict between them.

Technique 2. Information on the social and labour 
orientation proposal. 
The counsellor will clarify any doubts on the orientation 
process, - why the women life and work experience sheet is 
needed, the importance given to transversal competences, 
etc. 

Technique 3. The tablecloth. 
Using continuous paper on the floor women will be able to 
express themselves: about the expectations on the labour 
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SOCIAL AND LABOUR ORIENTATION FROM A GENDER PERSPECTIVE

TECHNIQUES TO 
BE USED

orientation process; about questions made by the counsellor, 
taking care of children and your home is working?; is anybody 
able to take care of an elderly person?, what do we mean by 
transversal competences? How did we learn them?, etc.

Other tools: test to identify women’s skills

The following tests related to personality and behaviour could be also used to reveal 
WVoTfSE’s skills and abilities: 

Strength Finder. https://www.gallupstrengthscenter.com/   

DISC. https://www.discprofile.com/what-is-disc/overview/ 

Myers Briggs.  http://www.myersbriggs.org/my-mbti-personality-type/

https://www.gallupstrengthscenter.com/
https://www.discprofile.com/what-is-disc/overview/
http://www.myersbriggs.org/my-mbti-personality-type/
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VOCATIONAL TRAINING, INTERNSHIPS, AND PROTECTED LABOUR MARKET

DESCRIPTION Women at this phase, have decided and guided to enroll in 
vocational training as part of their pathway and their studies 
achievement:

•	 Informal education training (literacy, education for 
healthy living, PC, learning foreign languages, support 
for themes).

•	 Specific training related to work reintegration (mediating 
relations with job placement public agencies, CV writing, 
job searching, preparing for a job interview). This phase 
involves practical job training as close as possible to real 
labour situations.

•	 The possibility of taking benefit of training offered by 
public or private institutions.

•	 The vocational training courses specifically aimed at 
women and their profiles (tailored).

•	 Institutional agreements and application for specific 
training programs to local and regional public 
administrations.

•	 Signed agreements with enterprises for specific on-site 
training at the enterprises sites.

•	 A program within a social integration enterprise.

Women will have successfully completed this phase at the 
time specific competences and skills have been acquired 
for the requirements of the specific sector of training are 
positive. 

STEP 3.2: EMPLOYABILITY PROFILE ASSESSMENT: VOCATIONAL TRAINING, 
INTERNSHIPS AND PROTECTED LABOUR MARKET
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VOCATIONAL TRAINING, INTERNSHIPS, AND PROTECTED LABOUR MARKET

DESCRIPTION •	 Acquire technical know-how and sufficient socio-labour 
habits.

•	 Benefit of training services.
•	 Acquire real labour experience in productive environments 

or working for a social integration enterprise.

Counsellors with competences in social and labour 
intervention, with a gender and rights perspective, in group, 
attending to the WVoTfSE or other profiles of people in 
vulnerable situations.

OBJECTIVES

RESOURCES 
NEEDED

•	 Group activities are useful and rewarding for women, 
but not in all cases. Depending on each woman individual 
circumstances, sometimes is better starting with individual 
support and occasional group meetings.

•	 Personalised attention, as a requirement for giving 
answers to particular and personal situations, and in order 
to assume people to take their responsibilities and make 
the necessary decisions to define their own project. The 
social and labour support with this profile of women has 
to consider psychological support, since in confidence and 
improvement moments, symptoms linked to lived traumas 
may appear.

•	 The participation group activities is very useful for the 
improvement of their relationship and independence 
regarding to the communities they are living in.

SPECIAL 
ASPECTS TO 
BE TAKEN INTO 
ACCOUNT BY 
THE SUPPORT 
PROGRAMS OF 
EMPLOYMENT 
AIMED AT 
WVOTFSE

STEP BY STEP

1.	 Referral to outside training resources.
2.	 Tailored training courses.
3.	 Specific training agreed with companies.

METHODOLOGY
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VOCATIONAL TRAINING, INTERNSHIPS, AND PROTECTED LABOUR MARKET

METHODOLOGY

•	 Updated training resource Guide.
•	 Diary of training follow-up.
•	 Case study on a social integration enterprise

TOOLS

4.	 Access to public calls for training program proposals:
•	 Vocational training.
•	 Training and employment programs.

5.	 Social integration enterprise. 
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•	 To analyse the concept of “transversal competence” from 
both the labour and the life experiences of each woman 
participating in the workshop.

•	 To learn how to identify the transversal competences 
acquired by each woman through their labour and life 
experience.

•	 To raise awareness on each woman of their own 
competences (already acquired or to be acquired).

•	 To identify ways to include those transversal competences 
acquired in the tools to find a job opportunity (a CV, a job 
interview, etc.). 

SPECIFIC 

OBJECTIVE

Template of a specific action: cooperative workshop on the identification of 
competences for finding a job opportunity

GENERAL 

OBJECTIVE

To improve women employability by their identification of the 
transversal competences acquired in their life experiences.

From 8 to 12 women.NUMBER OF 

PARTICIPANTS

DURATION 4 hours.

TECHNIQUES

TO BE USED

Technique 1. Participant’s introduction and expectations 
on the workshop. 
The tablecloth technique could be used (see Step 3.1. 
Template 3 of specific action).

Technique 2. I am a woman. 
Using the sheet of competences and markers let women 
identify what they know to do. First: read all the sheet of 
competences. Then ask if there is some word they do not 
understand and explain it. Afterwards, ask each woman to 

COOPERATIVE WORKSHOP ON COMPETENCES 
IDENTIFICATION TO FIND A JOB OPPORTUNITY
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select individually in a paper the skills they find they have 
(duration: 3 minutes). 
Then divide the group of participants in  groups of two  
women with similar working background or skills, if possible. 
To work in pairs they need to tell each other about those 
skills each may have and did not identify by herself. The 
person will include these new competences with another 
marker with a different colour. 
Then open a plenary group session to exchange the conclusions 
from each group of pairs and a summary by the counsellor.

Technique 3. Ways of learning. 
Using a CV and tools in Annex 2, from each participant point 
out the most significant labour experience for each woman 
and work on them according to the annexes provided. 
Then point out the main colour of learning for each woman. 
Migration processes are tough and women might have 
reactions of sadness or rage the mediator should cope with 
and orientate as: ways of learning could be modified. Provide 
enough time to talk and debate as a group.

The tree of competences. 
Using the sheet of Competences,  Annex 1, the CV and a 
marker, each woman will build three trees in a sheet of 
paper that will include: the age of the woman and the job/
life experience in the borders of each tree as follows: on the 
top, the last job, in the centre the most significant job for 
the woman and on the bottom, the first job. These could be 
informal experiences. If no job comes out, it could be life 
experiences and work at home experiences not identified 
as such. Inside the leaves she will write the competences 
learnt in each experience.

COOPERATIVE WORKSHOP ON COMPETENCES 
IDENTIFICATION TO FIND A JOB OPPORTUNITY
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At this phase, women are ready to start active job search.
The transition may be from the diagnostic and pathway 
design phase, from the intermediate motivating actions 
leading to employment or from vocational training.
The starting point is marked by the decision to commence 
work and having at least met the minimum requirements for 
work.
This phase includes actions designed to help participants 
with the application process and to pass selection tests for 
jobs in those sectors which are of interest to women.
While labour counselling is characterised by a wide diversity 
of situations, two major categories can be defined.
Those women with higher employability indexes will 
simultaneously engage in active job search while also 
applying for jobs found by the enterprise mediator.
Women with lower employability indexes will use active job 
search as a learning process in itself to acquire the necessary 
skills and to conduct a self-evaluation of their commitment 
evaluating and taking stock of the characteristics and 
requirements of the labour market.

STEP 3.3: EMPLOYABILITY PROFILE ASSESSMENT: 
COUNSELLING FOR ACTIVE JOB SEARCH

COUNSELLING FOR ACTIVE JOB SEARCH

DESCRIPTION

•	 To take advantage of necessary and adequate resources 
for present and future job searches.

•	 To increase the sense of security and confidence of women 
involved in selection processes and future incorporation 
into the labour market.

•	 To take stock of the worker profiles which the labour 
market is demanding in a particular sector.

OBJECTIVES
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COUNSELLING FOR ACTIVE JOB SEARCH

The same general issues as in the previous phases
Specifically for this last stage of phase 2, it is necessary 
to bear in mind the following criteria for the suitability of 
objectives:

•	 Group activities are useful and rewarding for women, 
however, not in all cases. Depending on each woman’s 
individual circumstances, sometimes it is better to start 
with individual support and occasional group meetings.

•	 The individualised attention is a requirement for giving 
answers to particular and personal situations and for 
getting people to assume their responsibilities in their 
own life and professional project.

•	 The social and labour support with this profile of women 
has to consider psychological support, since in confidence 
and improvement moments, symptoms linked to lived 
traumas may appear.

•	 The participation group activities is very useful for the 
improvement of their relationship with the communities 
they are living in.

SPECIAL 
ASPECTS TO 
BE TAKEN INTO 
ACCOUNT BY 
THE SUPPORT 
PROGRAMS OF 
EMPLOYMENT 
AIMED AT 
WVOTFSE

Counsellors  with competences in social and labour 
intervention, with a gender and rights perspective, with 
experience in group dynamics, in attending to the WVoTfSE 
or other profiles of people in vulnerable situations.

RESOURCES 
NEEDED

METHODOLOGY STEP BY STEP
1.	 Draft and defend one’s CV.
2.	 Teach main job search techniques and how to put 

herself forward as a candidate for a job:
•	 Search for job offers in newspaper.
•	 Search for job offers in virtual job banks.
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PROFESSIONAL
COUNSELLING FOR ACTIVE JOB SEARCH

METHODOLOGY •	 Training in filling out employment forms and 
applications.

•	 Analysis of lists of enterprises and specific own 
candidacy offers.

•	 Training in telephone etiquette to get an interview.
•	 Training in the use of public means of transport.
•	 Training in the selection interview process.

3.	 Group job search actions
•	 Internet job search workshops.
•	 Labour counselling sessions focusing on a specific 

professional sector, also called pre-labour workshops.
•	 Counselling and professional information modules 

included in the vocational training courses.
4.	 Specific self-employment and entrepreneurship actions.

PROFESSIONALTOOLS •	 Database. Update of the diagnostic information.
•	 Labour counselling messages.
•	 Template of own candidacy for a job application.
•	 Template with different models of letters of introduction.
•	 Template with a Model job interview.
•	 Instructions on how to use technology as a tool
•	 Updated lists of enterprises that contact people in social 

disadvantages and temporary work enterprises, training 
centres, etc.

•	 Active job search agenda.
•	 Specific self-employment and entrepreneurship tools.
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STEP 4.1: LABOUR MARKET INTERMEDIATION, 
INCORPORATION AND JOB RETENTION SERVICES (I)

PROFESSIONAL
INTERVENTION IN THE LABOUR MARKET: LABOUR INTERMEDIATION

DESCRIPTION The women mostly profiting from the actions of this 
phase are those who are ready to begin work, are active 
job seekers or are devising their own idea of enterprises 
negotiation
This entails the labour market integration of women by 
adjusting employment supply to meet the demands of 
enterprises. This also includes individualised follow-up of 
the recently employed women.

The objective is to consolidate, to the degree possible, a 
labour intermediation service for the selection/hiring of 
personnel by enterprises, “mediation” meaning facilitating 
the relationship and mutual familiarity between the 
unemployed job seeker and the enterprise which wants to 
fill a job vacancy.
Women will have completed this phase at the conclusion of 
the integration process with success or when their labour 
contract expires and they return to counselling and/or 
vocational training.

PROFESSIONALOBJECTIVES Obtain relevant information on the labour market, 
identifying:

•	 Those sectors, activities and occupations which coincide 
with the potential and labour expectations of service 
provider programs for women.

•	 Hiring cycles in order to synchronise our counselling, 
training and integration actions with the needs of 
enterprises.
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INTERVENTION IN THE LABOUR MARKET: LABOUR INTERMEDIATION

•	 Permanent economic needs (children, own families 
still residing in their country of origin, debts) must be 
taken into account to determine the acceptable level of 
income.

•	 Legal status and feasible options to fix it must be 
considered in this phase.

•	 Assessment of psychosocial aspects.

•	 Education gaps must be clearly identified.

•	 Achieve and maintain the will and commitment of 
women to reach the end of their process. Provide 
support and make follow up throughout the whole 
process.

•	 Adjustment of expectations with reality.

•	 Identify their skills and strengths in a professional set-
ting and helping them to feel secure in their capacities. 
This generally involves intensive, long-term therapy, 
coaching and monitoring and continuous encourage-
ment.

•	 Avoid, whenever possible, training and job placement in 
traditional areas (gender-based, low income sectors).

SPECIAL 
ASPECTS TO 
BE TAKEN INTO 
ACCOUNT BY 
THE SUPPORT 
PROGRAMS OF 
EMPLOYMENT 
AIMED AT 
WVOTFSE

PROFESSIONALOBJECTIVES Establish a direct relationship between enterprises and 
the Service provider program to promote the hiring of our 
women while meeting their needs which means ensuring 
that those with special difficulties finding employment are 
given full and effective access to the labour market.

Find, analyse and manage job offerings with a view to 
helping Service provider program users find employment.
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INTERVENTION IN THE LABOUR MARKET: LABOUR INTERMEDIATION

1.	 Marketing actions

•	 Develop instruments and corporate material of the 

program for women social and labour integration.

•	 Disseminate the labour intermediation service.

2.	 Actions relating to women

•	 Gain insight into and analyse the characteristics of 

women.

•	 Prepare selection processes.

•	 Arrange training actions and internship in 

collaboration with enterprises.

•	 Follow-up with women at their new jobs.

3.	 Actions relating to enterprises

•	  Contact and mediate with enterprises.

•	  Search for and manage job offers.

•	  Follow-up employment opportunities with the 

enterprise.

•	 Interview with enterprises.

4.	 Evaluation, result analysis and planning

METHODOLOGY

TOOLS •	 Women database. List of women and their professional 
profiles.

•	 Enterprises database.
•	 Template of letter to enterprises.
•	 Corporate material of the program of integration.
•	 Template of the program and for the women introduc-

tion letter.
•	 Template of agreements with enterprises.
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STEP 4.2: LABOUR MARKET INTERMEDIATION, 
INCORPORATION AND JOB RETENTION SERVICES (II)

PROFESSIONAL
INTERVENTION IN THE LABOUR MARKET: 

INCORPORATION FOLLOW UP AND JOB RETENTION

DESCRIPTION This includes coming alongside each user of each user in 
the labour market integration process in order to ensure 
adaptation to the work post and work life in general 
and continuance in the job post over time. When labour 
market integration is through the mediation of the service 
provider, follow-up is also done with the enterprise. In the 
case of launching one’s own enterprise, support is provided 
during the creation and implementation process depending 
on the needs of the women and their degree of autonomy. 
The target groups to whom this phase is to addressed are:

•	 Women who are active searching a job.
•	 Women who have found employment of their own 

doing (self-candidacy) and through job search actions.
•	 Women who are already working in a social 

integration enterprise:
•	 Entrepreneurs who want to have their own 

enterprises with the support of Service provider will 
also benefit from this service. 

OBJECTIVES •	 Consolidate newly hired women workers in their job 
posts and professional life.

•	 Support the rest of the personal areas of each woman 
with a focus on consolidating their position.

•	 Obtain information from enterprises on their satisfaction 
with the mediation process.

•	 Inform women workers of their labour rights, contract 
characteristics, wages, tax issues, social security, etc.
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INTERVENTION IN THE LABOUR MARKET: 
INCORPORATION FOLLOW UP AND JOB RETENTION

•	 Permanent economic needs (children, own families 
still residing in their country of origin, debts) must be 
taken into account to determine the acceptable level of 
income.

•	 Legal status and feasible options to fix it must be 
considered in this phase.

•	 Assessment of psychosocial aspects
•	 Education gaps must be clearly identified.
•	 Provide information about available training programs.
•	 Provide training adapted to their specific needs.
•	 Achieve the will and commitment of women to reach the 

end of their process.
•	 Adjustment of expectations with reality.
•	 Individualised plan, with specific objectives.
•	 Identify their skills and strengths in a professional setting 

and helping them to feel secure in their capacities. This 
generally involves intensive, long-term therapy, coaching 
and monitoring and continuous encouragement.

•	 Avoid training and job placement in traditional areas 
(low income sectors).

SPECIAL 
ASPECTS TO 
BE TAKEN INTO 
ACCOUNT BY 
THE SUPPORT 
PROGRAMS OF 
EMPLOYMENT 
AIMED AT 
WVOTFSE

METHODOLOGY Follow-up on the adaptation of each woman to the new 
job.
•	 Timetable, relationships and salary.
•	 Satisfaction of each woman with her job.
•	 Worker satisfaction.
•	 Planning of complementary actions to reinforce 

perseverance in the job post (job retention).

Two examples of a Coaching techniques to achieve 
job retention.

TOOLS
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 EXAMPLE 1. Arriving late to work

A woman has a job for the first time in the host country. She is in danger to lose her job 
because she is always late in the morning. She wants to overcome this problem and keep 
her job. The employment counsellor/or employment mediator (acting as a coach) would 
conduct an assessment interview following the example given below:

Employment counsellor: What is the subject you want us to talk about today?

Woman: Well there are some problems that I have at my work place.

Employment counsellor: What kind of problems?

Woman: I started this job one month ago and I am often late in the morning. Also, I 
sometimes finish the tasks they give me with 1 or 2 days of delay. And they start to get 
really upset at me.

Employment counsellor: Who is getting upset with you?

Woman: Well, my boss and the other colleagues.

Employment counsellor: Would you like to talk more about this?

Woman: Yeah… you see this is my first job here. In the past in my country I had a 
similar job but nobody made such a tragedy for being late 30 minutes or finishing a task 
with let’s say 1 day of delay. But here is always a problem.

Employment counsellor: Can you tell me more about your job? What are you doing?

Woman: I am working as a secretary answering phone calls of clients of a restaurant; 
the customers want the food to be delivered at their work place or home. I start to 
work at 11 o’clock in the morning and I finish at 8 o’clock in the night. When I arrive 
30 minutes late my boss tells me that the customers already started to ring and I was 
not on the phone to answer and that due to this he is losing money. When I was in my 
country people were not so strict regarding punctuality.

Two examples of a Coaching techniques to achieve job retention
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Employment counsellor: Why do you arrive late to work sometimes?

Woman: Well it is true that in my home country people were more relaxed regarding 
this issue…punctuality…nobody got really upset if you were a few minutes late… But it 
is also another thing… not that I do not want to arrive on time…

Employment counsellor: Could you tell me about this “another thing”…..?

Woman: Well it takes quite a long time from my home place to get to my job place. 
Around 1 hour and 30 minutes with public transports.

Employment counsellor: What do you think you could do to reduce this time from your 
home to your job place?

Woman: Well I could try to search for a flat nearer to my job place…

Employment counsellor: Did you start to do this until now: to search for a place to stay 
closer to your job?

Woman: Not yet, but I am thinking for real about it…because I think this would be the 
best solution to solve out this time issue.

Employment counsellor: Would you like to continue to discuss about this solution 
during our second meeting?

Woman: Yes, sure… I think that I will begin to search today. Because I really need this 
job and I do not want to lose it.

Employment counsellor: Ok so let’s conclude: until our next meeting your “home-
work” will be to search for a new place to live closer to your job, is that so?

Woman: Yes
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  EXAMPLE 2. Language problems

The woman is facing difficulties for integration with her job colleagues due to her lack 
of good command of English. Colleagues are not really inclusive or patient. They will not 
change their attitude. It is the coachee woman who could make changes by herself.

Employment counsellor: I wanted to discuss a little more your desire for less tension at 
your workplace, which is proving to be a little difficult.

Woman: A little difficult? – You can tell is more than a little bit!

Employment counsellor: I’ve noticed that when you’re speaking about your work 
colleagues you mostly complain about them… For example, you say that:  “they just 
love to tease me for my simple English vocabulary”.

Woman: Right – Yes.

Employment counsellor: The other thing that seems to relate to this is the way you 
describe your employer´s attitude in the situation.

Woman: How’s that?

Employment counsellor: Well, you sound like you do get along well with him. You say 
things like: “he appreciates the job I am doing”.

Woman: Yeah.

Notice how the coach is gradually constructing a picture of the situation. Observations 
so far are mainly objective. The dialogue continues:

Employment counsellor: You know, I’m wondering if your point of view on the situation 
is affecting the way you are answering to it…

Woman: OK – go on.

Employment counsellor: What effect does it have on you the fact you do not get along 
with the rest your colleagues at work?



42

Woman: Well they stress me by teasing me almost every day saying that I do not speak 
well English and also when I ask them to repeat sometimes certain words when I don´t 
understand what they are saying.

Employment counsellor: OK, so I hear you complaining about this issue. How does this 
actually affect your behaviour?

Woman: Well I like my job but it is also a real torture to listen the guys from there 
saying I do not speak good English every day.

Employment counsellor: What do you think it would be good to be done in order for 
them not to tease you anymore?

Woman: Well for sure not to ask them to repeat again some words that I do not 
understand.

Employment counsellor: And what do you think you should do to solve out this aspect?

Woman: Well I think to study more and to be able to use not just simple words but also 
more complex ones. I think an intensive English training would be a good thing for me.
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4. WHAT TO DO ACCORDING TO YOUR ROLE

PROFESSIONAL
POSITIVE ACTIONS

EMPLOYMENT 
COUNSELLOR/
MEDIATOR AT 
AN NGO

•	 Be trained in positive actions and know how to promote 
and implement them.

•	 Be trained to identify those entities and initiatives that 
promote positive actions to orientate WVoTfSE to work 
opportunities with those entities.

•	 Use creativity to help and suggest to public 
administrations and other social and private entities 
and initiatives on how to create specific positive 
actions for WvoTfSE.

•	 Orientate my administration to contract WVoTfSE 
according to CEDAW and promote specific mechanisms 
such as social clauses addressed to WvoTfSE.

•	 Promote the orientation of companies regarding positive 
actions through Equality Plans and paying attention to 
the exclusion and vulnerability faced by women.

•	 1st step. Promote and orientate my representatives 
to vote for the implementation of positive actions 
addressed to WVoTfSE in terms of labour vacancies.

•	 2nd step. Implement a labour policy that enables 
WVoTfSE to be hired for public administration services 
(e.g. gardening, logistics, catering, etc.). 

•	 Ideas: social clauses addressed to WVoTfSE – social 
integration enterprises and regular enterprises 
contracting WVoTfSE and then being hired by the public 
administration.

EMPLOYMENT 
COUNSELLOR 
AT A CITY 
COUNCIL/ 
REGION/STATE

IN CHARGE OF 
CONTRACTING 
EMPLOYEES AT 
A PUBLIC 
ADMINISTRATION



45

•	 Be compliant with the implementation of Equality Plans 
according to the country´s legislation.

•	 Be aware of the need of implementing positive actions 
for women within the company. Also in case on Equality 
Plan by law is required.

•	 Receive and be in contact with local and national 
employment agencies to improve knowledge information 
on equality and gender. 

•	 Be compliant with the implementation of Equality Plans 
according to the country´s legislation.

•	 Be aware of the need of implementing positive actions 
for women within the company. Also in case on Equality 
Plan by law is required.

•	 Receive and be in contact with local and national 
employment agencies to improve knowledge information 
on equality and gender.

HUMAN 
RESOURCES 
DIRECTOR/
TECHNICIAN 
AT A 
COMPANY

DIRECTOR /
TECHNICIAN 
AT AN SMALL-
MEDIUM 
ENTERPRISE

•	 Be compliant with the implementation of Equality Plans 
according to the country´s legislation.

•	 Be aware of the need of implementing positive actions 
for women within the company. Also in case on Equality 
Plan by law is required.

•	 Receive and be in contact with local and national 
employment agencies to improve knowledge information 
on equality and gender.

PARTNER AT A 
COOPERATIVE/
AUTO-
COLLECTIVE 
EMPLOYMENT
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•	 Be aware and informed and be trained and train teams 
and employees on the gender perspective and feminism to 
promote a culture of equality and avoid misunderstandings 
and confusions on these topics.

•	 Apply Equality Plans according to the law.
•	 No tolerance actions towards sexist behaviours: clear 

policy and clear application of it.

HUMAN 
RESOURCES 
DIRECTOR/
TECHNICIAN 
AT A 
COMPANY

PROFESSIONAL
OTHER GENDER ACTIONS

EMPLOYMENT 
COUNSELLOR/
MEDIATOR AT 
AN NGO

•	 Be trained in gender and be able to train in gender 
employees, managers and human resources teams from 
public administrations and companies

•	 Promote and implement gender-equality in your NGO
•	 Provide specific tools for public administrations and 

private entities on how to support WVoTfSE’s social 
and labour integration in their entities through work 
opportunities 

•	 Promote and implement Equality Plans, and gender 
equality measures other than positive actions within 
my employees, providers and subcontracting services 
through specific gender clauses and other mechanisms.

•	 Contract employees, providers and subcontracting 
services according to gender specific clauses, measures 
and any other tools included either in the Equality Plan 
or in any Gender strategy promoted and implemented by 
the employment services of the entity.

EMPLOYMENT 
COUNSELLOR 
AT A CITY 
COUNCIL/ 
REGION/STATE

IN CHARGE OF 
CONTRACTING 
EMPLOYEES AT 
A PUBLIC 
ADMINISTRATION
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•	 Be aware and informed and be trained and train teams 
and employees on the gender perspective and feminism to 
promote a culture of equality and avoid misunderstandings 
and confusions on these topics.

•	 Apply Equality Plans according to the law.
•	 No tolerance actions towards sexist behaviours: clearly 

policy and clear application of it.

PARTNER AT A 
COOPERATIVE/
AUTO-
COLLECTIVE 
EMPLOYMENT

•	 Be aware and informed and be trained and train teams 
and employees on the gender perspective and feminism to 
promote a culture of equality and avoid misunderstandings 
and confusions on these topics.

•	 Apply Equality Plans according to the law.
•	 No tolerance actions towards sexist behaviours: clearly 

policy and clear application of it.

DIRECTOR /
TECHNICIAN 
AT AN SMALL-
MEDIUM 
ENTERPRISE
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PROFESSIONAL
HUMAN RIGHTS APPROACH

EMPLOYMENT 
COUNSELLOR/
MEDIATOR AT 
AN NGO

•	 Be trained in human rights approach and know how to 
implement it as a responsible actor.

•	 Be able to act as trainer on the Human Rights approach 
for public administrations and private entities.

•	 Be trained in human rights approach and know how to 
implement it as duty bearer. 

•	 Be trained in human rights approach and know how to 
implement it as duty bearer.

EMPLOYMENT 
COUNSELLOR 
AT A CITY 
COUNCIL/ 
REGION/STATE

IN CHARGE OF 
CONTRACTING 
EMPLOYEES AT 
A PUBLIC 
ADMINISTRATION

•	 Be aware, informed, trained and know how to act as a 
responsible actor to promote human rights in my local, 
national environment

HUMAN 
RESOURCES 
DIRECTOR/
TECHNICIAN 
AT A 
COMPANY

•	 Be aware, informed and know how to act as a responsible 
actor to promote human rights in my local, national 
environment

PARTNER AT A 
COOPERATIVE/
AUTO-
COLLECTIVE 
EMPLOYMENT

•	 Be aware, informed and know how to act as a responsible 
actor to promote human rights in my local, national 
environment

DIRECTOR /
TECHNICIAN 
AT AN SMALL-
MEDIUM 
ENTERPRISE
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•	 Promote an inclusive diversity management policy 
that includes: training for all employees, awards for 
intercultural and diverse teams that Excel and non-
tolerance actions towards any discriminatory behaviour 
from any employee and specially from the top 
management. 

•	 Promote an inclusive diversity management policy 
that includes: training for all employees, awards for 
intercultural and diverse teams that Excel and non-
tolerance actions towards any discriminatory behaviour 
from any employee and specially from the top 
management. 

•	 Promote an inclusive diversity management policy 
that includes: training for all employees, awards for 
intercultural and diverse teams that Excel and non-
tolerance actions towards any discriminatory behaviour 
from any employee and specially from the top 
management. 

HUMAN 
RESOURCES 
DIRECTOR/
TECHNICIAN 
AT A 
COMPANY

PARTNER AT A 
COOPERATIVE/
AUTO-
COLLECTIVE 
EMPLOYMENT

DIRECTOR /
TECHNICIAN 
AT AN SMALL-
MEDIUM 
ENTERPRISE

INTERCULTURALITY, INTERSECTIONALITY AND DIVERSITY MANAGEMENT

•	 Promote an inclusive diversity management policy 
that includes: training for all employees, awards for 
intercultural and diverse teams that Excel and non-
tolerance actions towards any discriminatory behaviour 
from any employee and especially from the top 
management. 

EMPLOYMENT 
COUNSELLOR 
AT A CITY 
COUNCIL/ 
REGION/STATE
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TEAM WORK

EMPLOYMENT 
COUNSELLOR/
MEDIATOR AT 
AN NGO

EMPLOYMENT 
COUNSELLOR 
AT A CITY 
COUNCIL/ 
REGION/STATE

IN CHARGE OF 
CONTRACTING 
EMPLOYEES 
AT A PUBLIC 
ADMINISTRATION

HUMAN 
RESOURCES 
DIRECTOR/
TECHNICIAN 
AT A COMPANY

PARTNER AT A 
COOPERATIVE/
AUTO-
COLLECTIVE 
EMPLOYMENT

DIRECTOR /
TECHNICIAN 
AT AN SMALL-
MEDIUM 
ENTERPRISE

Make a priority out of Gender Equality a priority. Make team work between employment 
counsellors, human resources managers and employers from social entities, public 
administration and private initiatives. 
Leading role: Public administration and NGOs. 
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5. ANNEXES 

ANNEX 1. SHEET OF COMPETENCES

Technique: I AM A WOMAN…

Authentic Efficient Active Optimist Ethic Easy-
going Expressive Friendly I know how 

to love Economic

Assertive Enter-
prising Original Persuasive Extrovert Good 

humour

I know how 
to be 
responsible

Productive Impartial Executive

Capable Specialised Quick - 
Responsive Practical Phlegmatic Perceptive Analytical Straight Commercial Committed

Clear Tough Ambitious Punctual Honest Careful Attentive Respectful Calm Logical

Concilia-
tory Devoted Self-

confident Team-work Leader Accurate Observer Sure Problematic Mathematical

Constant Formal Realistic Responsible Handy Reasonable Good 
communicator Emotional Treat Meticulous

Cooperative Independent Efficient Prudent, 
sensible Methodical Diplomat Good 

relations Memory Cooperative Systematic

Creative Matured Energetic Tolerant Objective Healthy Open to 
dialogue Negotiator Trust in 

myself Tenacious

Thorough Mechanic Expert Willing to 
collaborate Patient Sincere Management Organised Control Well versed

Specific Guiding Skilled
Open to 
new 
learning

Cautious Conscious Trustworthy Fair Delegate 
tasks Kind

Constructive Persistent Inventive Horizontal Quick Convincing Imaginative Impartial Discreet Lively

Coordinator Positive Loyal Criteria Thoughtful Polite Versatile Diverse
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ANNEX 2. WAYS OF LEARNING (1º)

Insert in this chart the most significant labour experience you have had:

Write three competences you developed 
in the labour/life experience you 

described in the first chart.

Add to this box the colour given to the 
type of competence according 

to Annex 4 proposal.

1

2

3
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ANNEX 3. WAYS OF LEARNING: RECOGNISING MY TECHNICAL 
COMPETENCES AND MY TRANSVERSAL COMPETENCES IN MY LABOUR AND 
LIFE EXPERIENCE

Formal education

Non-formal education

Home

From a very important person for me

On my own Red

Green

White

Yellow

Blue

WAY OF LEARNING SKILLS COLOUR
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