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1. Introduction – What is WhomeN Project about?
The general objective of WhomeN Project is to offer new opportunities and competences
to adult women at risk of social exclusion (immigrants, unemployed and long-term
unemployed women, young women with a low level of education, single mothers) to
improve their qualifications and thus their levels of employability and integration into the
society, mainly using innovative methodologies of recognition of skills and competences
that include transversal and soft skills.
The project focuses on the development of an effective protocol for the evaluation of skills
and competences based on EU guidelines for validation and recognition, ECVET and
EQAVET tools. This will allow further professionalization of occupations that are commonly
underpaid and carried out by women at risk of social exclusion. The protocol will support a
better integration of these women who do these jobs without official professional
qualification but with a lot of experience and competences.
In order to enhance social inclusion of women at risk by recognition and validation tools, it
will be necessary to consider not only basic skills and competences, but other transversal
skills aimed at the development of new abilities, such as intercultural communication,
autonomy, self-leadership, coherence, integrity, attention and listening ability, selfregulation, interest, curiosity, authenticity, personal and social responsibility, ability to
reflect, proactivity, passion, intrinsic motivation, divergent logic, humility, continuous
learning, empathy, ability to argue, time management, trust and others.
This will be possible mainly by a training program for adult education professionals tailored
to learn about the evaluation of skills and competences based on EU guidelines for
validation and recognition, ECVET and EQAVET tools. Later these professionals will design
an innovative protocol with more effective adaptation to the special characteristics of these
women and the needs that should be presented. In their daily professional life trainers
detect soft skills that could help women to complete their professional process of sociooccupational integration and cultural integration. But often these trainers don´t know
methods of recognition and validation using ECVET and EQAVET tools and how to
implement them.
The added value of this project is to reach a consensus about an effective protocol and
tools. Women at risk constitute the focus, and soft skills will be the unifying element to
offer new job opportunities and a comprehensive development of women at risk of social
exclusion.
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1.1 CONTEXT AND INNOVATION
The economic and social crisis that some European countries are faced with has led to a
sharp decline in economic activity and recession. The labor market is severely hit, and
unemployment rates are increasing thus negatively affecting the EU’s potential growth.
In this scenario, the aim for Europe should be to become a smart, sustainable and inclusive
economy. Inclusive means among other things, raising Europe’s employment rates and
helping people of all ages with less opportunities to manage change by investing in new
skills and training.
One group amongst others that need special consideration and support is the group of
women at risk including immigrant women, unemployed and long-term unemployed
women, young women with a low level of education and single mothers who are faced with
the risk of social exclusion. These women are at risk because of issues related to work-life
balance, limited availability for training and access to resources.
Thanks to a European cooperation established by complementary organizations coming
from different countries and working fields, but sharing common objectives, this study
focuses on the analysis of training needs of women at risk of social exclusion, employed or
unemployed, but in a position to get a job.
In this way, training for employability and lifelong learning aimed at these women is the
objective of this analysis and recommendations.
Women at risk face several difficulties in their socio-professional inclusion process.
Difficulties are:
a lack of job qualifications
problematic recognition of their previous qualifications due to the lack of a system for
the equivalence of diplomas, particularly in the case of refugees or immigrants and
women over 45 years
isolation of women with large families, whose time is demanded by household tasks
obstacles generated by low qualification and experience and their non-formal learning
Low training and professional qualifications as well as difficulties by recognition of
these qualifications limit their access to specialized jobs.
work in economical and contractual precarious situations
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WhomeN project arises from the necessity to develop new approaches aiming at
promoting the professional competence of women at risk of social exclusion.
The proposal is to develop new methodologies and a protocol based on the recognition of
women's knowledge and capabilities, which are acquired in different spheres of life (formal
education, labor experiences and life experiences) according to European guidelines for
validation and recognition, ECVET and EQAVET tools. This will allow a further
professionalization of occupations commonly carried out by women at risk of social
exclusion as well as a better integration of these women who do these jobs without official
professional qualification but with a lot of experience and competences. To enhance social
inclusion of women at risk by recognition and validation tools, it will be necessary to
consider not only basic skills and competences, but also transversal skills aimed to develop
new abilities.
The objectives of this recognition process are:
Definition of a specific training professional itinerary according to each prospective
target group and each occupation selected by partners.
development of a protocol for evaluation and recognition of skills and competences
within the most common job roles manned by women at risk of social exclusion (based
on EU guidelines for validation and recognition, ECVET and EQAVET) that includes tools
for monitoring and quality assurance.
Development of curricula and pedagogic material for occupational counselors,
pedagogues and trainers on how to implement the protocol that includes special
attention to soft skills and guidelines to introduce standards to respect cultural diversity
and gender equality.
Implementation of two courses for occupational counselors, pedagogues and trainers
about how to implement the protocol in different contexts of competence background
and with different target groups.
Implementation of the protocol and evaluation of the quality of all the integrated
processes.
Implementation of a training course for women aimed at the development of
professional competences and soft skills according to specific training itineraries
established by each partner.
Dissemination of the project results and products in each partner country via guidelines
and other methodological tools.
The project will contribute to the Europe 2020 Strategy and targets considering the role of
education and training for recognition of competences, empowering people and ensuring
that adults who have low levels of education, unemployed, immigrants and early school
leavers can access lifelong learning to upskill throughout their lives.
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1.2 GENERAL PURPOSE OF THE STUDY
The proposal considered by the project is to develop new methodologies and tools to
facilitate the process of identification, assessment and development of competences. That
will be based on the EU guidelines for validation and recognition, ECVET and EQAVET tools.
But it will also include an itinerary of recognition of transversal competences acquired by
the target groups during their personal and professional life.
In general, recognition and accreditation systems of professional skills still have important
biases that affect mainly women and therefore those with lower levels of qualification
because of their above described situation.
From this perspective, the study will be carried out as follows:
Women at risk of social exclusion are given full prominence to achieve a better
understanding of their situation in terms of employment, their objectives and desires
for labor insertion and mobility.
It is essential to analyze the training needs of these women as well as the difficulties
they have to face by searching for employment due to their low qualifications.
Subsequently, in a later phase of the project the conclusions of this study will allow the
WhomeN project team to:
analyze and define routes for acquisition of soft skills by low-skilled women,
establishing the connections between these and the acquisition of new specific skills,
based on personalized itineraries.
generate a proposal to work with the target groups as participants.
generate a pilot protocol for a comprehensive and inclusive recognition of professional
competences.
The results of this project will be to act as a complement to official processes and systems
of recognition of professional competences by a tool based on the recognition of soft skills.
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2. Objectives
The main objective of this study is to assess the training needs of women at risk in the
participating regions of this project. Each partner country (Bulgaria, Germany, Italy, Latvia,
Romania, Slovenia and Spain) will define a specific objective profile of women on which the
study will be carried out (women over 45 years of age, immigrant and refugee women).
This general objective comprises a series of objectives of a more specific nature that guide
the research as a whole:
acquire knowledge about the training and work experiences of the women at risk living
in the participating regions of the WhomeN project:
identification of the achieved levels of regulated training, and in the case of
immigrants and refugees, based on the recognition of their degrees in the host
countries.
identification of the level of qualification of women at risk in each country,
considering previous work experience and possible jobs they would like to do.
analyzing the trainings developed by the profiles of women at risk and defined in
each country.
acquire knowledge about the training needs of women at risk in each participating
country to improve their chances of obtaining qualified jobs of higher quality:
determination of the adequacy between the jobs done and the achieved levels of
training and/or qualification as well as the elements that explain the possible
imbalances in them.
knowledge about the expectations of women at risk regarding the jobs they aspire
to do based on their training and previous experiences.
determination of the opportunities for women at risk to do qualified jobs in each of
the participating countries.
analysis of the training needs of these women, considering the quality of
employment opportunities that may arise in each area of the participating countries
as well as the changes and challenges faced by companies in the productive sectors
that deal by the majority with these people.
offer guidance for experts and professionals in adult education to develop training
materials for women at risk, aiming at improving their opportunities to achieve
qualified jobs:
identification of the main obstacles impeding the access to lifelong education or
occupational training for these women (linguistic difficulties, demotivation,
schedules, prioritization of employment).
general analysis of the adequacy of existing training actions in each of the
participating countries according to the detected needs and obstacles for the access
to training courses.
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compilation of a list of proposals and recommendations about possible measures
to be implemented to develop effective training materials that respond to the
detected needs.

3. Methodology of the study
Research combines quantitative and qualitative methods. WhomeN project partners, who
provide training and services to women at risk of social exclusion in Bulgaria, Germany,
Latvia, Italy, Romania, Slovenia and Spain, interviewed migrant women, refugees and
women over 45 years old, who are the target group that we have chosen as the most
representative among the large group of women at risk of social exclusion. They often face
problems in terms of recognition of their professional and personal skills.
The study of quantitative data was performed using the practical application of the
methodology of descriptive statistical analysis, data gathering and displaying them in
frequencies by charts and graphs that simplify reading and understanding.
Regarding the qualitative part of the study, it has been carried out by the technique of
discourse analysis and conversational analysis with the objective of determining the
discourses regarding the training and employment opportunities present in the participant
women in each organization. We gained information related to the priorities, needs, uses
and customs of immigrants, refugees and over 45 aged women in the field of training. It
offers additional information on the elements that affect personal and subjective matters
such as motivation, barriers, obstacles or satisfaction.
The bulk of the research is set around a methodology with a brief quantitative analysis and
in-depth qualitative analysis.
In this sense, we considered that the most effective methodological strategy is the
"bottom-up" approach – from the scenario closest to the possible reality and direct contact
with women at risk, avoiding emphasis on large institutions or agencies. It was enabled by
the entities that participate in the project. They are entities which train these women,
accompany them and advise them in their job searching processes and during their social
inclusion.
The qualitative research techniques offer a deep knowledge of the reality of the object of
the study from a closer point of view. The analysis provides information and material that
is rich in nuances and details and can be very interesting for the conception and global
understanding of the analyzed object.
The following table presents the qualitative methodological techniques that have been
defined to cover all the specific objectives contained in the study.
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Table 1: Objectives of qualitative techniques applied
Specific objectives of the study

Qualitative methodological approach
documentary review of studies, reports and other

acquirement of knowledge about the
training and work experiences of the
women at risk living in the participating
regions of the WhomeN project

statistics that exist about the training needs of
women at risk and specifically about their
employment and training situation in this regard
in-depth interviews with women at risk:
immigrant women
refugee women
women older than 45 years

acquirement of knowledge about the

in-depth interviews with women at risk:

training needs of women at risk in each

immigrant women

participating country to improve their

refugee women

chances of obtaining qualified jobs of

women older than 45 years

higher quality
offering

local work group with these women

guidance

professionals

in

for
adult

experts

and

education

in-depth interviews with women at risk:

to

immigrant women

develop training materials for women at

refugee women

risk,

women older than 45 years

aiming

at

improving

their

opportunities to achieve qualified jobs

local work group with these women

The technical summary of the sample design is reflected as follows:
Table 2: Survey data sheet
Universe (Women – participants – final
indicators of WhomeN project)
geographical scope

size

error

type of survey

2190
Participating countries at the study: Bulgaria, Latvia,
Germany, Italy, Spain, Romania, Slovenia.
150 valid surveys (21 per country)
7 work focus groups
without intention to obtain statistically significant
results
Face-to-face
self-administered

(Note: See Annex 1: Methodology O1)
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3.1

PHASES OF THE STUDY

1st Phase – Draft of the state of the art
definition of the prospective, particular target group per partner
research at regional level on
already existing studies, plans or projects (public and private level)
training needs of women at risk (each specific target group)
difficulties to access to national channels for the recognition of training and work
experiences
2nd Phase – Collection of statistical data
analysis of quantitative information collected by each partner from official statistical
sources available in each country as well as secondary data obtained from studies of
training needs of women at risk from other entities
search for required official statistical data to “take a photograph” of each region
3rd Phase – Preparation and analysis of the questionnaires
preparation and analysis of the questionnaires as the instruments to support the face
to face interviews with the target groups of each entity
completion of approximately 21 semi-structured interviews with women at risk (the
target group profile chosen by each entity – immigrants, refugee women or women
over 45 years of age)
4th Phase – Realization of seven focus groups
realization of seven focus groups – women at risk who are actively searching for a job
Each partner will form a local work group of women at risk to gather complementary
information for individual studies.
5th Phase – SWOT Analysis
compiles and resumes all the results obtained in the previous steps and define
strengths, weaknesses, opportunities and threats

3.2

RESEARCH TECHNIQUE

classical methodological triangulation in social sciences combining theories with data
sources and research methods by quantitative and qualitative methods
statistical analysis of the data provided by the existing sources and the data provided
by the interviews carried out by each participating organization as well as the
realization of focus groups (7 in total)
The coordinating partner designed a document with guidelines and templates to show
other partner countries how to work with the statistical data compilation, the
questionnaires and the focus groups. (See at Annex 2: IO1-A1.1 Guidelines & templates)
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3.3

INSTRUMENTS FOR RESEARCH

3.3.1

Quantitative/qualitative study - use of questionnaires

Specific questionnaires were designed – one for immigrant and/or refugee women and
another similar one for women over 45 years old. Theses questionnaires are included in
the annexes at the end of this document (Annexes 3 and 4).
The process of interviewing and fulfilling the questionnaires was done by face to face
interviews. The extraction of the information was done by using templates in guidelines.
The general stages of the work have been:
1. Preparation of questionnaires
The questionnaires include key questions based on the socio-demographic profile,
interests, preferences and the level of satisfaction of working women. The questionnaires
have 26 questions and a template for evaluation of soft skills, structured in 4 blocks:
BLOCK 1: socio-demographic characteristics
BLOCK 2: education and professional qualifications
BLOCK 3: training actions and perception of needs
BLOCK 4: evaluation of soft skills
2. Identification of the target group
21 interviews were conducted with different women with the profile of the study group
defined by each partner. Each project partner selected the profiles of participants.
selection of participants
conducting interviews
audition and transcription of interviews
information analysis
preparation of reports
3. Procedural development
Conducting interviews by using semi-structured interview instruments considers the free
expression of the participants with the aim to encourage discourses.
4. Review of the completed questionnaires
In this phase, possible errors are identified and corrected before tabulation.
5. Coding and pre-tabulation
It is about systematizing and simplifying the information coming from the questionnaires
based on variables and values.
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6. Method
Inferential descriptive statistics techniques were used. This is a process with multiple
stages that includes:
tabulation
statistical analysis
descriptive study
interpretation
conclusions
3.3.2

Qualitative study with focus groups

One local work group of women at risk, belonging to the specific target group chosen by
each partner was organized in each partner territory. There was flexibility for all partners
to

choose

the

most

appropriate

profiles

for

the

meeting,

following

some

recommendations:
TARGET GROUPS
1.

active women participating in training courses of the entity

2.

women who belong to women's associations

3.

employed women

4.

unemployed women

5.

trained women

6.

women with no experience in training

The process of development of the focus groups was done following guidelines and
templates. (See additional information in Annex 2)
PARTICIPANTS

TIMETABLE

OBJECTIVES

limited number of participants (not more than 15) + a moderator + an
observer

1 hour and a half (max.)

to gather information concerning perceptions, attitudes, feelings, beliefs,
experiences and expectations of women at risk of social exclusion
concerning difficulties in searching employment
to detect training and educational needs of those women and their
difficulties to recognize work experiences and training in a formal way
to identify transversal and soft skills with the potential to be developed in
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training courses itineraries

PHASES

1. selection of participants that fit into the target group
2. contact with participants via telephone and email by WhomeN project
partners at each territory
Emphasis will be put in both cases on a brief explanation of the project,
its needs and importance for the addressed women.
3. logistic organization of focus groups: room, moderator, observer,
recording
4. Fulfill the questionnaire (Block 4, SOFT SKILLS) (30 minutes max.)
5. active discourse (1 Hour)

Procedural development
In the focus groups group dynamics were developed and facilitated the identification of the
consensus and disagreements based on the perception of the participants about key
elements of the training – needs, motivations, barriers, tools, priorities, recognition
processes and tools.
Both the interviews and the focus groups were based on a terminology that was perfectly
understandable by the participants. Both survey instruments were adapted to the context
culture. They consisted of open questions to avoid limiting the ability of the participants to
respond with reformulations.
Analysis of data
analysis of direct data: → classification into categories
descriptive analysis of the affirmations: → summaries of answers, descriptions of direct
cases
interpretive analysis: → description and analysis of meanings and discourses
pre-analysis phase: → reviews of the data by the research team to prepare the
summary that defines findings, interprets key issues, and allows defining the
homogeneity of the worksheets
analysis phase: → analysis of abstracts and transcriptions based on the trends,
opinions, extension, intensity and redundancies expressed by the participants of the
focus groups
Preparation of report and conclusions
In this phase, the information extracted from the data analysis were structured to offer a
diagnosis of the training needs of working women. The report provides both quantitative
and qualitative information about the subject for decision-making and the preparation of a
plan and training activities as well a process of training recognition aligned with the needs
of female workers.
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4. State of the art
The state of the art on training needs of women at risk of social exclusion has been
developed in two phases:

Heuristic phase
searching and collecting sources of information of different nature: reports,
yearbooks, laws, articles, dissertations, applied researches, official documents,
private documents on different initiatives, news, audiovisuals

Hermeneutic phase
reading, analyzing and classifying information collected according to the
importance for the research to be carried out
The introduction of the study is a description of the state of the art in the field of training
needs and difficulties to access employment of women at risk of social exclusion. Each
partner directed this description to the profile of women with whom they performed the
study: immigrant and refugee women or women over 45 years. In addition, each partner
described official national systems for the recognition of social and professional skills. In
this regard, each partner selected different information sources on the topic, studied the
contents and summarized main conclusions providing a “picture” of the situation in each
partner region.

4.1

INTRODUCTION & SUMMARY OF CONTENTS

The recommendation of the Council of Europe (2012 / C 398/01) states that the validation
of learning outcomes, namely knowledge, skills and competences acquired by non-formal
and informal learning can play an important role in enhancing employability and mobility,
as well as increasing motivation for lifelong learning, particularly in the case of socioeconomically disadvantaged or low-qualified people.
Non-Formal Education (NFE) has a long history and is seen as an important form of
learning, personal development and training for an active participation in society. NFE is a
permanent educational process that offers adults the possibility to develop and empower
their values, skills and competencies different from those developed within the framework
of formal education. These so called "soft skills" include a wide range of skills.
The study of training needs of women at risk as a representative group among people at
risk of social exclusion intends to enable organizations to design an instrument that
facilitates the process of recognition of competences and soft skills acquired throughout
the professional life.

14

4.2

MOST RELEVANT CONCLUSIONS OF INFORMATION SOURCES ANALYZED

4.2.1 Immigrant women
GERMANY (information provided by Ländliche Erwachsenenbildung Thüringen e.V.)
Refugee and immigrant women in Germany have a high risk of social exclusion. The rate of
the risk rises with the age of the women. The risk also depends on the education level and
the question of having family or other relatives in Germany. Refugee and immigrant
women without support from family members often feel demotivated in front of all
problems that need to be solved in the new country. Higher aged women have also a
higher risk of exclusion.
Furthermore, the risk depends on geographical factors: for women who live in rural areas it
is much more difficult to get a job, courses or practical trainings.
More than 90 percent of the interviewed women said, the most difficult challenge is
German bureaucracy. Often, they get less of information about recognition processes and
are confused about conflicting information about their rights and obligations.
Especially for Muslim women there is another problem: most of our interviewed women
explained they made racist experiences because of wearing a hijab. It is also difficult to get
a job or practical trainings with a hijab. Especially in sectors with a high level of contact with
customers most employers don’t allow wearing hijabs. The level of tolerance in this case
also depends on geographical factors. The risk of social exclusion for women who wear
hijabs is higher in rural areas.
Official national systems for recognition of training and professional skills
Professional skills are recognized by a craft certificate if someone successfully completes
an apprenticeship and by a University certificate if someone successfully completes a
study.
Furthermore, it is possible to gain officially recognized professional skills in special
courses/trainings. Such courses/trainings are offered by registered/accredited educational
institutions/organizations (like ours). The courses have to be certificated by the different
chambers, the employment agency and job centers or other superior institutions. These
courses can have profession related topics and topics referring to social skills, language
skills and ICT-skills.
Informal acquired skills - professional skills, social skills, language skills, ICT-skills are not
recognized by a national system. The only possibility for recognition of informal acquired
skills is a job reference by an employer. Each employee has the right to ask for a job
reference whenever he/she needs it. The employer has the duty to describe in detail the
professional, social, language and ICT-skills of an employee if it is required. That kind of
reference is very important for employees, if they look and apply for a new job, because
there are no other authorities recognizing informal acquired skills.
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Recognition of skills of immigrants
Professional skills of immigrants can be recognized by official institutions depending on the
professions. But for recognition, immigrants need to provide their certificates – craft
certificate or university certificate. The certificates have to be translated and legally
certified by an official institution.
Regrettably immigrants have no chance to get their professional skills recognized, even if
they worked for many years in a profession. But they have more and more the chance to
exhibit their skills to employers by passing hands-on trainings. So, they can make use of
the German problem of a lack of skilled workers.
ITALY (Data and information analyzed by Cooperazione per lo Sviluppo dei Paesi Emergenti
Onlus)
The research was focused on general data about the Italian situation and more specific
regarding the Veneto Region, in which the project activities will be carried out.
The ISTAT data (Rcfl, annual average 2015) outlined an overall picture of Veneto’s labor
market in which the employment rate of non-EU population (15-64 years) is 55.4%. The
female population has a lower employment rate than the male population.
There are some constant problems of different nature according to the employment of
immigrants:
strong professional segmentation and limited opportunities for professional growth
greater risks of displacement from the labor market
women are less active in job searching
little contact with the Employment Services System which is linked to a strong
dependence on ethnic networks for the search of a job
the phenomenon of over-education which depends mostly on the lack of recognition of
the qualifications of the countries of origin
the less opportunities for professional career
poor wages
The inclusion of non-European women in the labor market is a serious problem. Beyond
the cultural aspects, there are demographic factors (presence of many young mothers with
young children) as well as problems of reconciliation of family and available job
opportunities. The problem of reconciliation of family and work times is indeed very
difficult to overcome for immigrant women, who often cannot count on the presence of a
family network.
In order to promote job inclusion of unemployed people, employment centers have been
set up in Italy. In these centers it is possible to get information and access to opportunities
and participate in training activities to find a job. Many employment centers, especially in
larger cities, have a branch dedicated to immigrants to solve work-related issues and above
all to identify job opportunities. Cultural and intercultural linguistic mediators facilitate
training paths or work placements.
Most of the foreign users looking for employment went to a Public Employment Center
(CPI) to verify the existence of job opportunities. Most of them did so for reasons of an
16

administrative nature and go there to register or to confirm or renew their unemployment
status and declare their availability to the labor market.
With specific reference to participation in regional vocational training courses, only a
minority of the employed or unoccupied foreign population was involved. Even in the case
of job seekers, foreigners have a low participation rate.
Official national systems for recognition of training and professional skills
The Italian national system for recognition of training and professional skills derives from
the path taken at the beginning of the millennium at European level. During the Lisbon
European Council (March 2000), which represents the starting point for an engaging
process involving the European Union and the national education and training systems of
the individual states, the European countries decided to invest in the development of the
education and training system to increase Europe's level of competitiveness. Several
instruments and indicators were set up, including the European Credit System for
Vocational Education and Training, inspired by the success of the European ECTS system
for credit transfer in higher education (ECVET).
The European Parliament has recommended that the European member states relate their
national qualifications systems, both for general and higher education and for vocational
training, to the European Framework. Italy has still not completed the formulation of a
framework of national qualifications. There are some regions, like Veneto who have made
significant efforts in the construction of a useful system for the validation of skills in formal
but also informal/non-formal contexts.
In Veneto, an on-line guidance system has been set up for students of schools, vocational
training centers and companies: Borsino delle Professioni (“The bag of profession”). The
webpage includes a first description of professional qualifications for skills. In addition,
information is available about the professional profiles active in Veneto and their
relationship with the scholastic paths. It intends to be an effective tool to facilitate the
processes of encounter between supply and work demand and to plan the development of
the training offer of the Region. For some years now Veneto Region has started the
construction of a system to validate the skills acquired by people. In December 2012 the
Guidelines for the validation of skills acquired in non-formal and informal contexts were
approved. This document outlines the characteristics of the services to be offered to
citizens.
Currently, tools have been refined for the recognition of competences: the individual
dossier of the evidences of the skills acquired and the attestation of acquired learning
results. The dossier and the certificate have been used since 2011 within the services
offered to workers beneficiary of active policy interventions. Despite this, the diffusion of
this service within the employment centers and the services for the workers is
underdeveloped, mainly due to a lack of personnel that can guarantee this support with
specific resources.
The use of these services by the most vulnerable population, especially foreigners, is still
inadequate or absent – probably due to the lack of knowledge of the existence of these
services. During 2015 the Regional Catalogue of Professional Standards (RRSP) was
developed, which proposes a list of professional profiles significant for the local job market
17

and related competences. The competences that make up the RRSP are technicalprofessional skills attributable to recognized and recognizable activities and results. The
RRSP intends to contribute to describe the skills needed for professions, to better balance
the supply of vocational training paths and labor market needs and to increase the
contribute to the integration process between education, training and work serving the
citizens. From January 2018 the employment centers can directly evaluate the skills
acquired during an internship, in collaboration with the reference company.

ROMANIA (Data and information analyzed by Asociatia Ecumenica a Bisericilor din Romania
– AIDROM)
In Romania, according to the National Education Law no. 1/2011, non-formal learning is
considered an integrated learning process within planned activities with learning objectives
that do not explicitly follow a curriculum and may vary in duration. This type of learning
depends on the intention of the learner and does not automatically lead to the certification
of acquired knowledge and skills.
The skills and attitudes developed by students in non-formal learning include:
interpersonal skills, teamwork, self-confidence, discipline, responsibility, planning skills,
coordination and organization/project management skills, the ability to solve practical
problems, etc. As these competencies have an increased relevance to the personal
development of the individual, contributing to both active participation in society and the
labor market, they are complementary to those acquired by formal education. The
methods used are very different from the pedagogy used in formal education. In the case
of non-formal education, the emphasis is on learning by action, peer learning and
volunteering.
In Romania there are two kinds of training providers: public providers and private
providers. Public sector providers are represented by schools subordinated to the Ministry
of Education which offer courses to the benefit of enterprises, and vocational/vocational
training centers, which role is to train, re-train or offer second chance education
opportunities to individuals, especially to the unemployed. Private sector providers are
vocational training centers, subordinated to the Chambers of Commerce and Industry, to
foundations, associations and economic operators. Regardless of the form, the providers
are all subordinated to the Ministry of Education or the Ministry of Labor and their
appropriate councils or commissions.
The main forms of adult vocational training are: initial training, qualification training,
further education, specialization and re-qualification.
Initial training (basic training) is aimed at the attainment of a minimum amount of
knowledge necessary for the completion of a low-level vocational activity. This form of
training leads into a certified qualification.
Qualification training modules offer a limited range of vocational competences which
enable an individual to undertake and carry out certain activities.
Further training/education contributes to the development and consolidation of
vocational competences related to the same qualification.
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Specialization courses seek to develop vocational competences in a restricted field of
activity.
Re-qualification modules are second chance training opportunities oriented towards
the acquisition of job-specific competences.
Regarding adult participation in the lifelong learning process, this remains very low in
Romania according to the Education and Training Monitor 2017 by the European
Commission, despite the need for a large-scale upgrading of skills. Adult participation in
the lifelong learning process is still very low, with 1.2% in 2016, well below the EU average
(10.8%).
The adult learning system in Romania remains fragmented, and its different components
have evolved in different ways. For example, the validation of educational backgrounds is
well developed, but there is no database of possible courses adults can use to fill their
skills, which would make it possible to match the needs and requirements of adult learners
with the educational offer.
The adoption of the new National Register of Qualifications was postponed again. The
register is designed as a unique reference tool for training, ensuring fair access to national
and European labor markets and meeting labor market needs.
SPAIN (Data and information analyzed by Aljaraque Foundation – ALJARAQUE)
The study in Spain was focused on general data at national level, but with special focus in
data at the Andalusian region where Fundación Aljaraque is located and developed the
research.
In Spain, foreign population represents 4.719.418 people (more than 10% of total
population). In Andalusia migrants represent 787.046 people (11% of population).
Andalusia is the fourth region in Spain with the largest number of foreign populations,
representing 13% of the total of foreign people residing in Spain. Women represent more
than 50% of total foreign people. Resident immigrant women in Andalusia amounts to
398.960 of which more than 185.400 women are in an active situation for employment.
The Active Population Survey data by the National Institute of Statistics outlined at the end
of 2017 an overall picture of Andalusian labor market, in which the employment rate of
non-EU population (15-64 years) is 53 %, 2 percentage points lower than the EU population
total and almost 18 points lower than that of Spanish. The female population has a lower
employment rate than men.
The data related to the recruitment, are a clear indication of the situation of
precariousness of foreigners in Andalusia, 95% have been hired by temporary formulas. On
the other hand, the proportion in the new contracts of women, of only 35% on average,
would reveal its greater presence in the shadow economy.
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Migrants face different barriers and difficulties in their job searching process among
others:
The great barrier of the administrative situation of regular and/or irregular residence,
with a long wait when it comes to regularizing situations.
A lack of definition when allowing access to work to foreigners in special situations
(refugees, ex-tutored young people,…).
Barriers derived from language, culture and customs in the host society
Gender barrier to access to work.
women are less active in job searching
Regarding to training and professional experience:
Accreditation of training received at origin.
Recognition of formal qualifications.
Lack of adequacy of the training offer to the reality of the collective.
Training experience required to access to formal education very strict, as well as
access to VET.
Regarding the contracting process:
limitation of their employability always in the same jobs and positions.
difficulties to recognize their labor experiences at their home countries
arbitrariness in accepting the documentation of origin due to lack of clear criteria in
Administration
lack of knowledge of the services and effectiveness of the official employment
offices by part of migrant population
Refusal of work authorizations for positions that do not correspond to occupations
in the catalog of difficult coverage.
Recognition of professional skills acquired through work experience
The process of accreditation of professional competences acquired by non-formal or
informal learning is defined within a strategy of promoting lifelong learning. It is a process
valid throughout the Spanish territory, carried out by the Educational Administration (both
the Ministry of Education and the educational administrations of the regional
governments).
The Administrations will call processes for the accreditation of professional competences in
response to the needs of the labor market.
Each one of the calls will focus on concrete professional areas, which will be specified in a
specific professional qualification, with a set of competence units, of one or several
professional families (categories names within Formal and non formal recognition process
in Spain). The applicant will be able to participate in those most appropriate and adapted
their professional profile.
Once they enrolled in the process, people will be asked to show their abilities and skills. If a
person has passed the process, he/she can obtain a valid accreditation throughout the
national territory and guidance on how to pursue a complementary training. People could
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get the title of a professional training or a certificate of professionalism, if the participant
wishes to continue with their training.
A person must meet the following requirements to participate in the procedure:
They need to have the Spanish nationality.
They have obtained the certificate of registration of community citizenship or the family
card of a citizen of the Union, to have residence card or residence and work
authorization in Spain, in the terms established in the Spanish regulations for
immigration.
They have to be minimum 18 years old at the time of registration, in the case of
competence units corresponding to level I qualifications and 20 years for levels II and
III.
They have work experience and/or passed training related to the professional skills that
they want to accredit.
In the case of work experience, they have to justify at least 3 years with a minimum of
2.000 hours worked in total in the last 10 years before the call was made.
In the case of training they have to justify at least 300 hours in the last 10 years before
the announcement was made.
The described process above highlights the difficulties that immigrant women face in Spain
when it comes to recognition of professional experience and previous training, which
consequently reduces the possibilities of employment in occupations appropriate to their
professional profile and work experience.
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4.2.2 WOMEN OVER 45
SLOVENIA (Data and information analyzed by Center Za Izobrazevanje in Kulturo Trebnje
Javni Zavod – CIK Trebnje)
At the end of 2017, 49.707 unemployed women were registered at the Employment office,
which is half (49.9%) of all unemployed.
According to the data from December 2016, 30% of the registered unemployed women
were over 50 years old. The educational structure was the following:
secondary technical, vocational and general education – 28.8%
higher education – 23.6%
elementary education or less 26.3%
On average women have a higher level of education than men, which is a reason for
entering the labor market later. On the other hand, women also leave the labor market
earlier than men for retirement. It is therefore not surprising that there are more men
among the younger and older unemployed, while in the best years there are more women
than men unemployed.
In our work and in participating in the project, we would like to approach women over the
age of 45 and offer them the opportunity to acquire new skills and competences in order to
get more involved in the labor market.
In Slovenia, the attitude to non-formal and informal learning is changing. Increasing
interest in opening formal education systems via informal acquired knowledge, skills and
competences can be recognized. It is also supported by certain formal solutions, especially
on vocational and technical education.
Systems for recognition of training and professional skills
In Slovenia recognition of informal acquired knowledge in vocational and professional
education is defined in The Vocational and Professional Education Act (ZOSI-1, Ur. l. RS, no.
79/2006).
Rules on the Assessment of Knowledge in Vocational and Secondary Vocational Education
(Ur.l.RS,no. 78/2007) introduce formal and informal recognition opportunities in secondary
vocational schools when enrolling in the beginner year. The school must formulate the
criteria and procedures by which it will recognize the candidates' knowledge of both formal
and informal knowledge and skills according to the rules.
The process of identifying, verifying and validating pre-acquired knowledge and skills is
carried out in advance by certain standardized procedures, which are usually defined by
the implementing institution (school) with the designation of experts and the bodies that
participate and decide in individual phases, of course in accordance with the law and
instructions.
The process of validation - evaluating the results of non-formal and informal learning or
learning outcomes – is the process, with which we evaluate knowledge, skills and
competences acquired in different learning environments. It should be carried out in the
following phases:
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1. Identification of knowledge, skills and competences
Identification of knowledge, skills and competences of a person is a process in which the
individual is alone or in cooperation with the consultant. The aim is to find out which skills
have already been adopted in different learning environments and in how far they are
comparable to predetermined standards of learning outcomes.
2. Documentation
Documentation is the collection of evidences of knowledge, skills and competences. It can
be recommendations, examples of quality work results, course descriptions or an
organized collection of documents in a portfolio.
3. Certification of learning outcomes
Certification of learning outcomes is a process that confirms that the individual's learning
achievement, proved in leaflets or assessed and verified in other ways, correspond to the
learning outcomes required for the acquisition for national vocational qualifications or
professional modules/professional modules in the education program. A qualified assessor
(expert in a particular field) examines the evidence and determines whether the conditions
for recognition (criteria, standards) of education meet the requirements.
4. Testing of learning outcomes
Testing of learning outcomes is a set of methods and procedures to verify the scope of
knowledge, skills and competences adopted by the participant in different learning
environments to acquire a national vocational qualification. A qualified assessor decides on
the basis of evidence of already acquired skills and competences how and to what extent
knowledge is needed to be checked. Learning outcomes are based on the measurement of
the individual's learning outcomes and competences, which are in practice determined by
established standards. Oral presentations, research tasks, projects, essays and
demonstration of skills can be evaluated.
5. Recognition of learning outcomes
Recognition of learning outcomes is the process by which the adopted learning outcomes
are officially recognized by the granting of a national professional qualification. On this
base an individual may be exempted from passing an expert modules/professional
modules in the education program.
6. Information and advice should be offered at all stages of the process.
BULGARIA (Data and information analyzed by Association Generations – GEN)
Population aged 25 - 64 participating in informal training
The results of the survey showed that 50.8% of the population aged 25 - 64, participated in
informal learning in the last 12 months. Women were more active than men, respectively
52.5% and 49.1%. There were significant differences in participation by level of education 73.0% of the persons with tertiary education had participated in informal learning, while
this share was 48.0% among the persons with secondary education and 19.5% of those
with basic or lower education. The share of participation rate was the highest for persons
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aged 25 - 34 years - 58.3%, compared to 51.1% for aged 35 - 54 and 42.8% for those aged
55 - 64. The main informal-learning methods used were via using a computer (online or
offline) by 70.4% followed by learning via television or radio by 65.5%.
Access to information on education and training possibilities
Over the past 12 months, 5.7% of the people aged 25 - 64 had searched information on
education and training possibilities. Women were more active than men respectively - 6.7%
and 4.6%. Free of charge information was received by 41.0% via personal (face-to-face)
contact, and 35.9% remotely via internet, phone or email. According to the source of the
free information obtained - the highest share was from educational institutions (36.3%) and
employers or employers' organizations (24.9%).
Obstacles for participation in formal/non-formal education and training
According to the results from the survey, 11.5% of the population aged 25 - 64 declared the
need of a particular training but failed to participate in the last 12 months. The main
obstacles for participation in education and training were: lack of free time (35.3%), too
high costs for the educational program (20.9%) and lack of adequate training for the
persons (8.2%).
PARTICIPANTS IN FORMAL OR NON-FORMAL EDUCATION AND TRAINING
total - number

participated

not participated

number

%

number

%

3 966 507

974 832

24.6

2 991 675

75.4

males

2 000 913

490 043

24.5

1 510 870

75.5

females

1 965 594

484 789

24.7

1 480 805

75.3

25 - 34

944 783

279 506

29.6

665 277

70.4

35 - 54

2 039 684

551 227

27.0

1 488 457

73.0

55 - 64

982 040

144 100

14.7

837 941

85.3

635 450

48 142

7.6

587 307

92.4

secondary education

2 171 866

484 060

22.3

1 687 806

77.7

tertiary education

1 159 191

442 629

38.2

716 562

61.8

2 739 146

918 686

33.5

1 820 459

66.5

unemployed

606 433

(27897)

(4.6)

578 535

95.4

inactive

620 928

(28248)

(4.5)

592 680

95.5

2 952 944

828 303

28.1

2 124 641

71.9

total
by sex

by age

by educational attainment
basic education and below

by labour status
employed

1

by residence
urban

24

rural
1

1 013 563

146 529

14.5

867 034

85.5

15/09/2017

According to the survey methodology, distribution by labour status is based on interviewees opinion (selfassessment), not by International Labour Organisation (ILO) definitions.

Recognition & validation of competences
From 1st January 2015 Ordinance No 2 on the conditions and procedure for validation of
professional knowledge, skills and competences of the Minister of Education and Science is
in force. According to Art. 15. par. 1 of the Ordinance, vocational training centers, which
provide VET training courses and soft skills courses, must notify in writing the National
Agency for Vocational Education and Training (part of the Ministry of Education and
Science) at least one week before the dates for the exams:
State examinations in theory and practice of the profession for recognition of a degree
of professional qualification
Examinations in theory and practice of the profession for recognition of professional
qualification for part of the profession
Institutions which have the right to validate:
Professional schools
Vocational high schools
Art schools
Sports schools
Professional colleges
Licensed educational centers
Organization of validation:
The ascertainment of the professional knowledge, skills and competences acquired by a
person is done through:
definition of the professional field and the profession from the List of VET professions
preliminary comparison of the professional knowledge, skills and competences claimed
by the person with the learning outcomes included in the state educational qualification
requirement for the respective profession, which includes:
targeting additional training
verification of acquired professional knowledge, skills and competencies after
further training
examination according to Art. 36 and Art. 37 of the VETA
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Recognition of professional qualification shall be by issuing:
Certificate for Validation of Professional Qualification - after successfully passed
examinations of all units of learning outcomes included in the state education
requirement for acquiring professional qualification
Certificate for Validation of Professional Qualification for Part of Occupation - after
successfully passed examinations of one or more units of learning outcomes included
in the state educational qualification requirement for a profession
The National Agency for Vocational Education and Training provides methodological
support to the vocational training centers performing validation of professional knowledge,
skills and competences in the vocational education and training system.

LATVIA (Data and information analyzed by Latvian Adult Education Association – LAEA)
Survey of Central Statistical Bureau of Latvia shows, that 505,3 thousand persons, or
42,48% of the population aged 25 - 64, participated in formal and non-formal learning in
the last 12 months. Women were more active than men, respectively 56,8% and 43,2%.
The share of participation rate was the highest for persons aged 35 - 54 years – 51,43%,
compared to 30,08% for aged 25 - 34 and 18,468 % for those aged 55 - 64. More active
were persons with higher education. The main obstacles for participation in education and
training were: I don`t need training (23,7%), too high costs for the educational program
(14,5%), training was not possible to combine with work (12,6%), lack of free time because
of family reasons (9,13%) and lack of adequate training for the persons (8.0%).
Recognition & validation of competences
Recognition of knowledge gained outside the formal education system in Latvia has started
in 2007.
The validation system is divided into 3 stages:
1. Validation with the aim of granting a document certifying basic education or general
secondary education
2. Validation with the aim of granting a professional qualification identical to one that can
be obtained by studying in one of the vocational education programs
3. Validation in the framework of higher education with the aim of making the educational
process more flexible and accessible.
In 2011 normative regulations for validation of professional competence has been worked
out. Coordination work of validation of professional competences is done by State
Education Quality Service of Latvia.
The number of persons who are validating their competences gained outside formal
education system is raising each year.
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Licensing of the adult non-formal education programs
Educational institutions which tasks include the implementation of adult education
programs are entitled to implement non-formal adult education programs without a
license. Other legal entities and physical persons who are not registered in the Register of
Educational Institutions can implement non-formal adult education programs after
receiving a license in the municipality.
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4.3. SOURCES OF INFORMATION
Title/ Reference

Type of
information
source

Germany-LEB
www.statista.de

web based
information

www.zensus2011.de

web based
information

www.statistik.arbeitsagentur.de

web based
information

www.destatis.de

web based
information

www.bertelsmann-stiftung.de

web based
information

www.doku.iab.de/qualo_2017

web based
information

Italy - COSPE
https://www.regione.veneto.it/web/lavoro/orientamento

web based
information

http://www.istat.it/it/immigrati

web based
information

www.lavoro.gov.it

web based
information

http://www.integrazionemigranti.gov.it/Servizi/Lavoro/Pagine/default.aspx

web based
information

https://www.anpalservizi.it/

web based
information

http://librettocompetenze.isfol.it/libretto-formativo.html

web based
information

http://www.isfol.it/

web based
information

Repertorio Regionale di standard professionali (RRSP)

web based
information

http://repertorio.cliclavoroveneto.it/

Linee guida per la validazione delle competenze acuisite in contesti formali e
informali, Regione del Veneto, 28/12/2012

web based
information

Dossier statistico immigrazione, Centro studi e ricerche IDOS – 2016

web based
information

Settimo rapporto annuale. Gli stranieri nel mercato del lavoro in Italia. Ministero
del lavoro e delle politiche sociali, 2017

web based
information
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Title/ Reference

Rapporto Immigrazione Veneto, 2016

Type of
information
source
web based
information

Romania - AIDROM
National Agency for Employment Press Relisse
http://www.anofm.ro/files/Comunicat%20de%20presa%20formare%20anul%20%202017.pdf

web based
information

Ministry of Education in Romania
https://www.edu.ro/educatie-non-formala-informala

web based
information

EU Education and Training Monitor 2017
https://ec.europa.eu/education/sites/education/files/monitor2017-ro_ro.pdf

web based
information

Spain - ALJARAQUE
INE - Spanish Statistical Office: http://www.ine.es/

web based
information and
online documents

Institute of Statistics and Cartography of Andalusia:
https://www.juntadeandalucia.es/institutodeestadisticaycartografia/index-en.php

web based
information and
online documents

OPAM-Andalusian permanent observatory of migration:
http://www.juntadeandalucia.es/justiciaeinterior/opam/en
National System for Qualifications and Vocational Education Training
http://incual.mecd.es/
Spanish framework of qualifications
http://www.mecd.gob.es/educacion/mc/mecu/aprendizaje/cualificaciones.html
http://www.mecd.gob.es/educacion/mc/mecu/aprendizaje/validacion.html
Andalusian Institute of professional qualifications
http://www.juntadeandalucia.es/educacion/webportal/web/iacp
Public Service of State Employment
https://www.sepe.es/contenidos/que_es_el_sepe/observatorio/pdf/DETECCION_NE
CESIDADES_FORMATIVAS_2017.pdf
Document for the recognition of non-formal education:
http://www.cje.org/es/publicaciones/novedades/documento-para-elreconocimiento-de-la-educacion-no-formal/

web based
information and
online documents
web based
information and
online documents
web based
information and
online documents
web based
information and
online documents
web based
information and
online documents
web based
information and
online documents
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Title/ Reference

Type of
information
source

The New Skills Agenda: ESF Network Focuses On Work-Based Learning And
Recognition Of Prior Skills
https://ec.europa.eu/esf/transnationality/content/new-skills-agenda-esf-networkfocuses-work-based-learning-and-recognition-prior-skills
https://ec.europa.eu/esf/transnationality/content/how-boost-soft-skills-recognition

web based
information and
online documents

https://eur-lex.europa.eu/legalcontent/EN/TXT/PDF/?uri=OJ:C:2012:398:FULL&from=EN
Slovenia – CIK TREBNJE

Republic of Slovenia, Statistical office
http://www.stat.si/statweb/en/home

EUROSTAT
http://ec.europa.eu/eurostat/web/rss/Latvia_en
Employment service of Slovenia
http://www.nrpslo.org/en/noq/partners/employment_service_of_slovenia.aspx

web based
information and
online documents
web based
information and
online documents
web based
information and
online documents

Bulgaria – GEN

Bulgarian National Statistical Institute
http://www.nsi.bg/en

EUROSTAT
http://ec.europa.eu/eurostat

web based
information and
online documents
web based
information and
online documents
web based

Wikipedia

information and
online documents
web based

ДОКЛАД ЗА РАВНОПОСТАВЕНОСТТА НА ЖЕНИТЕ И МЪЖЕТЕ В БЪЛГАРИЯ

information and
online documents
web based

Strategy Gender Equality 2016

information and
online documents

Latvia – LAEA
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Title/ Reference

Type of
information
source
web based

CENTRAL STATISTICAL BUREAU OF LATVIA “Demography 2017”

Latvian Employment Agency Statistics 2017

Questionnaires of women 45+

information and
online documents
Information sent
from LEA
Answers on the
questions of
Questionnaires

Eurostat statistics

Web based
information and
online documents

Adult Education Governance Model Implementation Plan 2016-2020

Web based
information and
online documents
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5. Statistical data related to territory and especially with gender
issues.
In this context, our efforts were focused on the search in official statistical sources in order
to collect common data required to “make a photograph” of each territory and women at
risk of social exclusion issues. Each partner described characteristics related to their
specific target group.
Moreover, we should not forget the fact that we are 7 organizations representing a wide
number of territories in many different countries. Statistical sources obviously differ as well
as the way data - in case the same were collected - are structured.
The ideal situation would be having the chance of collecting and showing exactly the same
data within the very same templates, but this is impossible in a scenario of 7 different
countries and much more different statistical sources involved.
In addition, each partner works in different territorial level (national, regional, local…) which
should be clearly explained in the study.

SUMMARY OF CONTENTS
5.1
5.2.
5.3
5.4

Territorial context: data
Demographic structure: data
Educational and training levels: data
Labor population: data
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5.1

TERRITORIAL CONTEXT: DATA
POPULATION DATA (more recent data available)

Municipality/

Current

other territorial

Population

figure

(2017)

Female population

Male population

Population
2
density (po/km )

82.,67

41.8

40.87

231.55

2.18

1.15

1.02

134.92

GERMANY (millions)
National level
Local/regional level
Statistical source

www.statista.de; www.zensus2011.de

ITALY
National level

Local/regional level
Statistical source

60 589 445

31 143 704

29 445 741

(2017 foreigners:
5 047 028)

(2017 foreigners
2.642.899)

(2017 foreigners
2 404 129)

4 907 529

2 512 962

2 394 567

(2017 foreigners
485 477)

(2017 foreigners
257 301)

(2017 foreigners
228 176)

266.6 po./km

19 638 000

10 059 000

9 571 000

84.4 po./km²

650 544

337 305

313 239

74.8 po./km²

2

200.6 po./km

2

http://demo.istat.it/

ROMANIA
National level
Local/regional level
Statistical source

Romanian Statistics Public Institute
http://www.insse.ro/cms/sites/default/files/com_presa/com_pdf/poprez_ian20
17r.pdf
Timis District Statistics in 2012 ( latest data available)
http://www.tion.ro/datele-actualizate-ale-recensamantului-femeile-suntmajoritare-in-timis/1159557

SPAIN
National level
Regional level
(Andalucía)
Local level (Sevilla)
Statistical source

2

46 698 569

23 813 238

22 832 861

92.29 po/km

7 063 422

3 572 346

3 491 076

80.94 po/km

1 939 074

990 756

948 318

38.09 po/km

2

2

Statistics National Institute: http://www.ine.es/welcome.shtml
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POPULATION DATA (more recent data available)
Municipality/

Current

other territorial

Population

figure

(2017)

Female population

Male population

Population density
2
(po/km )

1 039 790

1 026 100

101.90

SLOVENIA
National level
Local/regional level
Statistical source

2 065 890
12 354

75.65

http://www.stat.si/StatWeb/News/Index/7204

BULGARIA
National level

7 101 859

3 651 881

3 449 978

66.35

Local/regional level

2 118 265

1 096 270

1 021 995

10.30

1 054 433

895 683

(54.1%)

(45.9%)

15 017

13 408

(52.83%)

(47.17%)

Statistical source

http://www.nsi.bg

LATVIA
National level

Local/regional level
Statistical source

1 950 116

28 425

30
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CENTRAL STATISTICAL BUREAU OF LATVIA “Demography 2017”
http://data.csb.gov.lv/pxweb/lv/Sociala/Sociala__ikgad__nodarb/?tablelist=true&
rxid=
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Remarks/Relevant Comments on Data:
GERMANY:
Last official data from 2016: 2011 was the last official census of German population (full data collection)
called “Zensus 2011”. After that all statistical population evaluations were either estimates based on
Zensus 2011 data or statistical sampling measurements. The next census will be in 2021. The rate of
female population increased by 2% to 51.6 % compared to 2010.
ITALY:
According to data released by ISTAT in June 2017, at the 1st January 2017, the Italian population is
composed of 60 589 445 people, of which 29 445 741 are males (48.6%) and 31 143 704 are females
st
(51.4%). 497 921 foreigners have been residing in the Veneto region at 1 January 2016, which was
11.8% of the population of the region as a whole and 9.9% of the total number of foreigners legally
residing in Italy. The female component prevails starting from 2010 and reaches 52% of the regional
foreign presence in line with the national figure.
SPAIN:
st
According to data released by INE at the 1 January 2018, foreigners residing in the Andalusian region
amounted to 787.046 with an incidence of 11.14% on the population residing in the region as a whole
and 2% of the total number of foreigners legally residing in Spain. Female foreign population
represents 50.07% of the total number of foreigners residing in Andalusia.
BULGARIA:
st
At 31 December 2016 (last official data) the population of Bulgaria was 7 101 859 people representing
1.4% of the European population. Compared to 2015, the country population decreased by 51 925
persons or by 0.7%.
Male population was 3 449 978 (48.6%) and female population was 3 651 881 (51.4%). To 1000 males
correspond 1059 females. Males prevail among the population aged up to 53 years. The number and
share of females into the total population have increased among the elderly.
LATVIA:
Latvian population keeps declining. During the past seven years (since the beginning of 2010) the
population number in the country has diminished by 170 thousand people, and at the beginning of 2017
it comprised 1 million and 950 thousand people. At the beginning of 2017, females comprised 54 % of
Latvian population. The number of females at the age group under 36 years is smaller than that of men,
since the number of newborn boys prevail over the number of newborn girls. The shares of men and
women at reproductive age (aged 15–49) are rather equal – 49.7 % of women and 50.3 % of men. But at
age 65+ women represent 72% of whole population.
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5.2

5.2. DEMOGRAPHIC STRUCTURE: DATA

DEMOGRAPHIC DATA (more recent data available)
Municipality/
other
territorial
figure

Population
between
0 and 19

Female
population
between
0 and 19

Population
between
20 and 64

Female
population

Population
from

between 20
and 64

65 onwards

Female
population
from 65
onwards

GERMANY (Millions)
National level

5.69

n.a.

54.56

n.a.

8.36

n.a.

Local/regional
level

0.512

0.294

1.24

0.781

0.43

0.24

Statistical
source

www.destatis.de; www.zensus2011.de

ITALY
National level

11 071 388

5 365 227

35 989 507

18 098 809

13 528 550

7 679 668

Local/regional
level

902 224

438 217

2 908 895

1 451 775

1 096 410

622 970

Statistical
source

http://demo.istat.it

ROMANIA
National level

429 099

2 091 716

12 575 798

6 300 558

3 247 744

1 940 790

Local/regional
level

133 000

65 212

4 585 417

232 939

92 123

56 213

Statistical
source

Recensamant Romania www.recensamantromania.ro/wpcontent/uploads/2013/07/sR_Tab_31.xls

SPAIN
National level

9 177 847

4 458 474

28 614 984

14 287 585

8 905 738

5 067 179

Regional level

1 776 048

862 128

5 192 711

1 196 944

1 410 489

798 218

428 214

208 125

1 196 944

601 462

313 916

181 169

Local level
Statistical
source

Statistics National Institute: http://www.ine.es

36

DEMOGRAPHIC DATA (more recent data available)
Municipality/
other
territorial
figure

Population
between
0 and 19

Female
population
between
0 and 19

Population
between
20 and 64

309 883.5

155 871.4

1 361 421.5

Female
population

Population
from

Female
population
from 65
onwards

between 20
and 64

65 onwards

684 795.01

394 585

198 476.26

SLOVENIA
National level
Statistical
source

http://www.stat.si/StatWeb/Field/Index/17/104

BULGARIA
National level

1 306 615

636 412

4 319 129

2 136 897

1 472 116

878 572

Local/regional
level

379 421

184 345

1 168 122

669 772

399 247

240 543

Statistical
source

http://www.nsi.bg/sites/default/files/files/pressreleases/Population2016_en_722R06L.pdf;

LATVIA
National level

372 773

181 137

1 189 434

612 650

387 909

260 646

Local/regional
level

5 544

2 100

17 286

8 876

5 595

4 041

Statistical
source

CENTRAL STATISTICAL BUREAU OF LATVIA “Demography 2017”
http://data.csb.gov.lv/pxweb/lv/Sociala/Sociala__ikgad__nodarb/?tablelist=true&rxid=

Remarks/Relevant Comments on Data:
GERMANY:
Unfortunately, we were not able to find demographic country data for the female population at the age
between 0 and 19 and 20 and 64. We have only access to statistic measurements for female population in
Germany with subdivision in different cohorts: between 0 and 14, 15 and 21 (21 years = legal majority), 22
and 35, 36 and 45, 46 and 60.
ITALY:
This table represents only Italian population as disaggregated data for foreigners are not present, but
comments on migrant share of population follow below. The main part of Italian population is
concentrated in the category “population between 20-64. It’s important to highlight that population over
65 years old is larger than the young population. Also note the greater female longevity of the over-sixties.
Share of population aged 65 and more for EU-28 is 19.2%. The average age is around 45 years. It was not
possible to find specific and disaggregated data for foreign people, but more general reports and analysis
on demographic features. It has been showed that while Italian population shows an average age around
45 years, for foreign people the average age decreases about 10 years (34 years is the average). This is
very important to be considered as most of the foreigners are in the active/productive share of
population.
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ROMANIA:
According to the latest national census, Romania had a population of 20 121 641 citizens in 2011.
SPAIN:
Following database of Statistical National Institute, female foreign population from range of ages and
nationalities is:

Municipality /Other
territorial figure

TOTAL

female
female
female
female foreign
foreign
foreign
foreign
FEMALE
population
population population population
TOTAL
from 65
between 0 between
between
POPULATION
onwards
and 15
16 and 44 45 and 64

EUROPEAN UNION
national level

1 780 698

116 303

442 652

227 593

105 182

891 730

regional level
(Andalucía)

269 550

15 750

56 663

38 863

26 217

137 493

local level (Sevilla)

20 003

1 442

5 904

2 263

524

10 133

national level

270 341

19 058

80 799

45 670

12 431

157 958

regional level
(Andalucía)

39 402

2 589

12 425

7 936

2 114

25 064

local level (Sevilla)

4 218

227

1 281

1 131

202

2 841

EUROPEAN NON
COMMUNITY
COUNTRIES

Municipality/Other
territorial figure

TOTAL

female
female
female
female foreign
foreign
foreign
foreign
FEMALE
population
population population population
TOTAL
from 65
between 0 between
between
POPULATION
onwards
and 15
16 and 44 45 and 64

AFRICAN COUNTRIES
national level

1 063 923

116 566

241 309

66 293

10 872

434 040

regional level
(Andalucía)

174 628

16 033

37 805

10 782

1 719

66 339

local level(Sevilla)

13 443

1 026

3 403

939

138

5 533

national level

250 453

14 662

111 088

28 554

5 738

160 042

regional level
(Andalucía)

15 796

804

7 516

1 981

374

10 675

local level(Sevilla)

5 390

262

2 871

611

70

3 814

CENTRAL AMERICA
AND THE CARIBBEAN
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NORTH AMERICA
national level

62 991

3 203

22 683

7 165

2 828

35 879

regional level
(Andalucía)

8.940

547

2 505

1 254

596

4 902

local level(Sevilla)

1 800

87

639

256

77

1 059

national level

846 305

42 568

300 201

106 286

25 220

474 275

regional level
(Andalucía)

71 853

3 619

26 516

9 457

2 167

41 759

local level(Sevilla)

12 584

622

4 819

1 597

344

7 382

national level

439 710

41 324

110 999

39 061

4 771

196 155

regional level
(Andalucía)

37 905

3 909

9 406

3 861

503

17 679

local level(Sevilla)

7 424

827

1 943

721

81

3 572

SOUTH AMERICA

ASIAN COUNTRIES

Municipality/Other
territorial figure

TOTAL

female
female
female
female foreign
foreign
foreign
foreign
FEMALE
population
population population population
TOTAL
from 65
between 0 between
between
POPULATION
onwards
and 15
16 and 44 45 and 64

OCEANIA COUNTRIES
national level

3 299

169

790

384

167

1 510

regional level
(Andalucía)

476

30

88

78

47

243

local level (Sevilla)

59

5

7

5

2

19

BULGARIA:
The population aging is more intensive among female population than among male. The share of females
aged 65 and older is 24.1%, compared to 17.2% in case of males. The difference is due to the higher
mortality among male population and consequently lower life expectancy.
In 18 districts share of people aged 65 and older is higher than the country average. Lowest is the share of
elderly population in districts Sofia (stolitsa) - 17.0% and Varna - 18.3%.
The share of population aged 65 and more for EU-28 is 19.2%. Highest is the share of elderly population in
Italy (22.0%), followed by Greece (21.3%) and Germany (21.1%). In six countries, including Bulgaria, the
share of elderly is above 20.0%.
The tendency of population ageing influences the distribution of population under, at and over working
age. The last are influenced not only by the population aging, but also by legislative changes2 concerning
the retirement age. In 2016, at working age are women up to completion of 60 years and 10 months and
men up to completion of 63 years and 10 months.
LATVIA:
Since 1993, the share of people at retirement age exceeds the share of children and young people, and it
means that in future the number of people at working age will be smaller and the level of demographic
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burden will increase. At the beginning of 2017, there were 358 persons at retirement age and 250 children
aged under 15 per 1 000 inhabitants at working age.
At the beginning of 2017, the share of active population in average in Latvia was 60,99 %, in Talsi region it
was 60,81%, accordingly, in Latvia women made 51,51% of all working age population, in Talsi 51,35%.
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5.3 EDUCATIONAL AND TRAINING LEVELS: DATA

EDUCATIONAL LEVEL (more recent data available)
municipality/
other territorial
figure

population
with
university
education

% women
(university
education)

population
(vocational
training)

% women
(vocational
training)

population
without
training or
studies

% women
(without
training or
studies)

GERMANY
national level

36.8 %

19.4%

40.2 %

n.a.

10.3 %

4.2 %

local/regional
level

10.5 %

n.a.

20.3 %

n.a.

8.5 %

n.a.

447 025

49.7 %

50 528

50.3 %

statistical
source

www.destatis.de, www.zensus2011.de

ITALY
st

national level

374 777

65.1%

1 grade
1.239.073
nd

2

grade

st

1 grade
49.9%
nd

2

1 177 556
st

local/regional
level

statistical
source

36 948

65.3 %

1 grade/
vocational
142.270
nd

2

grade

grade

57%
st

1 grade/
vocational
48.8%
nd

2

grade

133.451

53.6%

http://www.istat.it

ROMANIA
national level
%
statistical
source

2 591 021

53.78 %

7%

7.5%

541 244

40.56%

119 213

53.2 %

No data

No data

14 397

56.05%

Recensamant Romania 2011: http://www.recensamanrromania.ro/rezultate-2/
Eurostat: http://appsso.eurostat.ec.europa.eu/nui/submitViewTableAction.do

SPAIN
national level

28.70

29.30

7.70

7.60

1.60

2.10

local/regional

23.70

24.40

7.50

7.60

2.90

3.90

statistical
source

Statistics National Institute: http://www.ine.es
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EDUCATIONAL LEVEL (more recent data available)
municipality/
other territorial
figure

population
with
university
education

% women
(university
education)

population
(vocational
training)

% women
(vocational
training)

population
without
training or
studies

% women
(without
training or
studies)

SLOVENIA
national level
statistical source

171 186

11.3

926 435

45.3

457 188

30.4

17.2
primary
and lower
education
No data

http://www.stat.si/StatWeb/News/Index/5639

BULGARIA

national level

25.6

33.8

37.0

49.0

35.5
primary
and lower
education

local/regional level

51.4

No data

37.0

No data

3.0

Statistical source

http://www.nsi.bg/en/content/4786/net-enrolment-rate-population-educational-system
http://www.ngogrants.bg/public/portfolios/view.cfm;jsessionid=40AFCCB8CC35C16BA787
E9B25E214339?id=1

LATVIA
national level
statistical source

411 900

266 200

417 200

197 500

223 100

13 900

CENTRAL STATISTICAL BUREAU OF LATVIA “Demography 2017”
http://data.csb.gov.lv/pxweb/lv/Sociala/Sociala__ikgad__nodarb/NB0350.px/?rxid=
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Remarks/Relevant Comments on Data:
ITALY:
This table represents the conditions of foreign people both at national and regional level.
Compared to the national data the level of education of foreign women at regional level shows a slight
increase as regards to university education (65.3 % versus 65.1%). Conversely in the classes about
vocational training the percentages at regional level are lower compared to the same data referring to the
national context. Nevertheless, it is important to point out that women with a university degree are more
than men.
ROMANIA:
According to the latest statistics, 18 022 221 Romanians have been living in the country in 2011. Out of
this number, 8,709, 638 were men and 9,312,583 were women. 2,591,021 of the Romanians graduated
from an university (different studies: bachelor degree, master or PhD degree) and 1,393,331 were women.
On national level there are 541,244 without graduating any school and 245,387 registered illiterate people
in the national census of 2011. In Romania were 219,529 registered women without any education and
161,931 women that are illiterate.
On local level in Timis district 619,728 people have been living in the district, and 119,213 of them have a
university degree. 63,421 of them are women.
14,397 people are without education. 8,069 of them are women, and 3,654 women are illiterate.
Regarding vocational training according to Eurostat statistics, in 2016, 7.5 % of the women were
participating at formal and non-formal education.
BULGARIA:
The literacy rate of women is slightly lower in comparison to men: the literacy rate of women is 98.1%
while that of men is 98.7% (aged 15 or older, data from 2015). Illiteracy is particularly high
among Roma women.
LATVIA:
Most of the population in Latvia has vocational education and almost the same figure is with higher
education. Just 223,000 persons have an education lower than compulsory primary education.
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5.4. LABOUR MARKET DATA

Activity, employment and unemployment rates by sex
Municipality/ other territorial figure

Total

Men

Women

GERMANY
Active population

54,3 (MILL)

Activity rates

83.4%

Active workers
Unemployed workers
Statistical source

51(MILL)

83.4%

76.7%

2.56%

3.8%

5.8%

www.statista.de; www.zensus2011.de; www.statistik.arbeitsagentur.de;
www.destatis.de

ITALY
Active population

655 000

348 000

308 000

Activity rates

70.4%

82.9%

59.8%

Active workers

60.6%

74.1%

49.2%

Unemployed workers

13.9%

10.5%

17.8%

8 735 800

54.6%

45.4%

348 963

202 444

146 519

Statistical source

http://www.istat.it/it/

ROMANIA
Active population
Activity rates
Active workers
Unemployed workers
Statistical source

Romania labor force
https://ec.europa.eu/eures/main.jsp?catId=9545&countryId=RO&acro=lmi
&lang=en&regionId=RO0&nuts2Code=%20&nuts3Code=&regionName=Na
tional%20Level
ANOFM Statistici: http://www.anofm.ro/files/TABEL%20RATA%20%20.pdf

SPAIN
Active population

22 741 700

12 172 100

10 569 600

58.83%

64.73%

53.24%

Active workers

18 824 800

10 266 300

8 558 500

Unemployed workers

3 916 900

1 905 800

2 011 100

Unemployment rates

17.22%

15.66%

19.03%

Activity rates

Statistical source

Statistics National Institute: http://www.ine.es/welcome.shtml
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Activity, employment and unemployment rates by sex
Municipality/ other territorial figure

Total

Men

Women

SLOVENIA
Active population

1 027 000

No data

No data

54.9%

59.5%

49.8%

Active workers

959 000

402 592.7

556 407.2

Unemployed workers

67 000

31 490

35 510

687 200

No data

No data

75.4%

No data

No data

677 200

74.7%

70.3%

3.8%

No data

No data

Activity rates

Statistical source

http://www.stat.si/StatWeb/News/Index/7340

BULGARIA
Active population
Activity rates
Active workers
Unemployed workers
Statistical source

http://www.nsi.bg/bg/content/11432

LATVIA
Active population

No data

Activity rates

No data

Active workers

946 200

475 000

471 200

Unemployed workers

65 282

29 884

35 398

Statistical source

Statistics of Latvian Employment Agency
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Remarks/Relevant Comments on Data:
GERMANY:
The database for unemployment data collection in Germany differs depending on the different
institutions that are releasing the statistical results. There are two main institutions that are publishing
data: Bundesagentur für Arbeit (employment agency) and Statistisches Bundesamt (statistical institute).
The statistical results for the rate of unemployment published by Statistisches Bundesamt is often
more realistic than the results by the Bundesagentur für Arbeit, but not all data is available there.
That´s why we were forced to mix the databases we could find.
ITALY:
The table represents the situation of the North-East region of the country. As this data are not present at
regional level, Veneto is part of the North-East region of the country.
Comparing activity rates – employment and unemployment – the rate of activity between men and
women represents a gap of 23%. Similar dynamics on percentage values also occur with regard to the
employment rate in which the gap between foreign men and women is 25%. The differences are less but
still present to the detriment of women regarding the indicator of unemployment (10.5% for men and
17.8% for women).

LEGEND: Activity rate: ratio between the labor force and the corresponding reference population.
Employment rate: ratio between the employed and the corresponding reference population.
Unemployment rate: ratio between the unemployed and the corresponding labor force
ROMANIA:
st
According to the labor force register, the active civilian population at 1 January 2017 was 8,735,800,
representing 44.5% of the country’s resident population. Out of the total active population, 54.6% were
men and 45.4% were women.
The employed civilian population was 8,317,600, of whom 5,223,800 were salaried employees. Most
employees were working in the services sector (3,241,700), while 1,857,700 people were employed in
industry and the construction sector. The number of people employed in agriculture, forestry and
nd
fisheries was 124,400. In the 2 quarter of 2017, the employment rate of the working age population (1564 years old) was 65.5% with a higher rate of men (73.2%, compared to 57.7% of women).
According to the statistics in January 2018 348,963 citizens in Romania were recorded without a job by a
rate of 3.99 per country of the employment rate. The women rate is 3.70.
BULGARIA:
In career development women face barriers to entry into the labor market. It is difficult for them to
balance job and family responsibilities. Women have to face career delays and longer job adaptation
periods.
Stereotypes remain, which influence the choice of educational paths, especially for women who are
directed to typical women's professions, and they are paid less by an unwritten rule.
LATVIA:
The labor market in Latvia has recovered since the crisis, and unemployment rate in 2017 was 7.1%.
Statistics show that unemployment rate of women is 54.22% and higher than unemployment rate of men
which is 45.78%.
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UNEMPLOYMENT RATE BY GENDER AND AGE (more recent data available)

municipality/
other territorial
figure grouping
villages

unemployed
unemployed
workers (women
workers
< 30)
(women 30-45)

unemployed
workers
(women > 45)

unemployed
workers (total
women)

unemployed
workers (total
men)

GERMANY
national level
local/regional level
statistical source

18.4%

33.5%

42.3%

5.8%

5.3%

N.A.

N.A.

N.A.

5.3%

3.8%

www.bertelsmann-stiftung.de; www.destatis.de

ITALY
national level

N/A

N/A

16.7%

12%

14.1%

local/regional level

N/A

N/A

17.8%

10.5%

13.9%

statistical source

http://www.istat.it/it/

ROMANIA
national level

No data

No data

No data

No data

No data

local/regional level

No data

No data

No data

No data

No data

36.80%

15.66%

19.03%

statistical source

http://www.anofm.ro/files/grafice.pdf

SPAIN
national level

25.10%

38%

regional level

191 800

139 400

179 300

510 500

499 200

local level

37.57%

27.30%

35.12%

22.94%

28.64%

statistical source

Statistics National Institute: http://www.ine.es/welcome.shtml
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UNEMPLOYMENT RATE BY GENDER AND AGE (more recent data available)

municipality/
other territorial
figure grouping
villages

unemployed
unemployed
workers (women
workers
< 30)
(women 30-45)

unemployed
workers
(women > 45)

unemployed
unemployed
workers (total workers (total
women)
men)

SLOVENIA
national level

N/A

N/A

N/A

N/A

N/A

local/regional level

N/A

N/A

N/A

N/A

N/A

13.2%

47.3%

39.6%

5.6%

5.6%

N/A

N/A

N/A

3.3%

4.3%

statistical source
BULGARIA
national level
local/regional level
statistical source

http://www.nsi.bg/bg/content/3998

LATVIA
national level
local/regional level
statistical source

6 632

11 813

16 953

35 398

29 884

139

184

286

609

537

Statistics of Latvian Employment Agency
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Remarks/Relevant Comments on Data:
GERMANY:
Thuringia doesn´t release any statistics for unemployed women depending on the age. There are only
age depended results for women regarding to their education level.
ITALY:
This data represents the situation of foreign people at national level and the Region of North-East, of
which Veneto is part. It was not possible to find disaggregated data for different ages, but total at the
different level for both men and women. The unemployment rate of foreign citizens is higher at national
level than in the northeastern macro-region. This figure is probably related to the greater industrial
activity of northern Italy compared to the south. By making a distinction by gender of the unemployment
rates, it is important to note that the gender gap is very evident both at national and regional level.
ROMANIA:
The identified date makes no difference by gender and age of the unemployed women in Romania.
Nevertheless, the statistics are the following in general:
9.50 % are under 25 years old
6.66% are between 25 – 29 years old
19.93% are between 30 – 39 years old
29.39% are between 40 – 49 years old
15.67% are between 50 – 55 years old
18.85% are over 50 years old
BULGARIA:
The unemployed persons in the region of the capital Sofia are 27 thousand, of which 15.5 thousand are
male and 11.5 thousand are women. Economically inactive persons aged 15 - 64 were 223.8 thousand, of
which 98.0 thousand were men and 125.8 thousand were women.
LATVIA:
Statistics shows that the unemployment rate for women is higher than for men. Specially for women who
are 45 years old and older it is difficult to find a job. For young women it is easier to find the job.
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Data (absolute and relative) of unemployment by sex and level of studies
municipality/
other territorial
figure

unemployed workers
Total

%

unemployed workersmen
Total

%

unemployed workers women
Total

%

GERMANY
illiterate

N/A

N/A

N/A

primary education

N/A

N/A

N/A

secondary education

19.1

19.6

18.5

post-secondary
education

4.2

4.4

4

university education

2.3

2.3

2.7

statistical source

www.doku.iab.de/qualo_2017; www.statistik.arbeitsagentur.de

ITALY
illiterate

N/A

17.1

N/A

16.4

N/A

18.8

primary education

N/A

14.1

N/A

11.3

N/A

18.4

secondary education

N/A

14.2

N/A

12.8

N/A

15.6

post-secondary
education

N/A

11.8

N/A

5.9

N/A

15

university education

http://www.istat.it/it/

SPAIN
illiterate or Primary
education
secondary education
post-secondary
education
university education
statistical source

512 600

13.50

282 800

15.40

229 700

11.70

2 061 900

54.40

1 039 200

56.50

1 022 600

52.30

N/A

N/A

N/A

N/A

N/A

N/A

832 800

21.90

340 500

18.50

492 300

25.20

Statistics National Institute: http://www.ine.es/welcome.shtml
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Data (absolute and relative) of unemployment by sex and level of studies
municipality/
other territorial
figure

unemployed workers

unemployed workersmen

unemployed workers women

Total

%

Total

%

Total

%

N/A

N/A

N/A

N/A

N/A

N/A

SLOVENIA
illiterate
primary education

443 608

25.2

179 435

20.7

264 173

29.6

secondary education

925 832

52.7

523 806

60.5

402 026

45.1

post-secondary
education / university

388 358

22.1

162 418

18.8

225 940

25.3

statistical source

http://www.stat.si/StatWeb/News/Index/6389

BULGARIA
illiterate

N/A

N/A

N/A

primary education

80 994

33 459

47 536

secondary education

51 402

25 156

26 245

post-secondary
education

120 384

58 182

62 202

university education

31 927

11 458

20 468

statistical source

ДОКЛАД ЗА РАВНОПОСТАВЕНОСТТА. НА ЖЕНИТЕ И МЪЖЕТЕ В
БЪЛГАРИЯ
www.nsi.bg/bg/content/3998

LATVIA
illiterate & without
compulsory primary
education

1 698

2.6

886

3.0

812

2.3

primary education

11 549

17.7

5 900

19.7

5 649

16

secondary education

16 426

25.2

7 524

25.2

8 902

25.1

post-secondary
education

23 808

36.5

12 083

40.4

11 725

33.1

university education

11 775

18

3 479

11.6

8 296

23.4

statistical source

Statistics of Latvian Employment Agency
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Remarks/Relevant Comments on Data:
GERMANY:
lliterates: In 2015 the University of Hamburg described that 8 million people in Germany are either totally
or functionally illiterates. But there is no significant statistical rate of unemployed illiterates.
Primary education: There is also no significant rate of unemployed workers, who have finished primary
education level. This is caused by German education system. Primary education is defined as the part of
education between the ages 1 and circa 9, that means from kindergarten to elementary school
(Grundschule).
ITALY:
This data represents the situation of immigrants at national level because more disaggregated data on a
regional level are not present, but the results are likely representative of the regional situation as well.
The data shows that the unemployment rate is inversely proportional to the level of education: as the
level of education increases, there is a decrease in the unemployment rate for both men and women. The
gender gap on the unemployment rate remains low for the "illiterate and primary education" classes and
for those who have post-secondary education. The difference between male and female unemployment
increases for those who have secondary education and reaches its maximum (gender gap 10%) for the
high-level education class. This data shows us that foreign women with a degree but unemployed are 10%
more than men in the same condition.
LATVIA:
Most of the people in Latvia have vocational and higher education. The percentage of unemployed
persons with post-secondary and higher education is rather high.
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6. Quantitative/qualitative analysis of the study: interviews
(Note: See Annex 3.1 and 3.2: Questionnaires for inmigrants & refugees women /
questionnaires for women 45+)

6.1. Results analysis (immigrant, refugees and over 45 years old women)
The research team of the WhomeN project has considered carrying out an analysis of
results, unifying the data of both questionnaires: the one aimed at the target group of
immigrant and refugee women and the one aimed at women over 45 years of age.
The characteristics and objectives of both questionnaires are similar and, therefore, they
can be unified to obtain more concrete and useful results when working as a starting point.
The analysis will be carried out by thematic blocks, showing in a first phase the graphic
representation of the exploited data, and secondly analyzing them in a qualitative and
quantitative way.

BLOCK 1: socio-demographic characteristics
1. Municipality / province of residence: (158 answers)

1. In which municipality / province / ... do you live?

63.29%

Municipality > 50.000 inhabitants

100

36.71%

Municipality < 50.000 inhabitants
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0

20

40

60

80

100

120
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2. Nationality (158 answers)

2. What country are you from?
80

71

70
60
50
40

37

33

30
20
10
0

14

Africa

3

0.23

0.21

009

America

Asia

0.45

0.02

Europe ( non
EU)

0 0.00

EU

0 0.00

Others

N/A

3. Age (158 answers)

3. How old are you?
3.16%

More than 65 years old

5

55 to 65 years old

25.32%

45 to 54 years old

32.91%

35 to 44 years old

16.46%

25 to 34 years old

13.29%

16 to 24 years old

8.86%
0

40
52
26
21
14
10

20

30

40

50

60
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4. Time of permanence in the country (158 answers)

4. Since when have you living in (country)?
70

65

60
50
40

34
29

30
20

18
12

10
0

21.52%

7.59%
Less than 1 year

Between 1 and 3 years Between 4 and 8 years

41.14%

18.35%

11.39%

8 years or more

N/A

5. Residence and work permits (92 answers)

5. Residence and work permit
N/A

41.77%

Others

11.39%

No permit

3.80%

Residence permit being processed

2.53%
4

66
18

6

39.24%

Residence and work permit
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1.27%
2

Only permit of residence
0

10

20

30

40

50

60

70
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6. Family situation (189 answers)

6. Family situation: nº children / age
3
16

9
28
17

90

26

0 to 3 years

3 to 6 years

6 to 12 years

16 to 18 years

More than 18 years

N/A

12 to 16 years

7. People living in the house (230 answers)

7. How many people do you live with?
8

12

33

96

81

Partner/Husband/Wife

Children

Dependent people, in need of assistance

Other people in charge

Living alone
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8. Are you planning to have family members come and live with you here soon? (89
answers)

8. Are you planning to have family members come and live
with you?
69

67

80
60
40
20
0

17
10.76%
Yes

42.41%
No

5

0 0.00%

0 0.00%

Between 3
and 6 years

More than 6
years

3.16%

Less than 3
years

43.67%
N/A

9. Do you intend to stay in Country? (88 answers)

9. Do you intend to stay in Country?
44.30%
N/A

70

0.00%
0
2.53%
4
5.06%

Others, please give details
No

48.10%

Yes

8
76

0

10

20

30

40

50

60

70

80

Analysis:
In the study, 158 women were interviewed, of which 120 were immigrant or refugee
women and 38 were women over 45 years of age.
Most of these women (61.4%) are over 45 years old and only 14% are young women (under
30). Therefore, the first conclusion that we can analyze is, that women who come to our
organizations to seek training, employment and advice for the recognition of their skills
and work experience, are in active situation for job searching. Most of them are at risk of
social exclusion due not only to their gender and origin (in the case of immigrant women)
but also for reasons associated with their age.
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Many women who participate in the study have family responsibilities, with dependent
children over the age of 10, and often living with their partner. It should also be noted that
20% of the women interviewed live alone.
Among the immigrant and refugee women interviewed, most of them come from Asian
countries, South America and countries belonging to the European Union. 36% of migrant
women have been in the host country for between 1 and 3 years and 31% have been in the
country for 8 years or more. A large majority (67%) of the women, who answered the
question about their administrative situation in the country, have permission to reside and
work. 18 of these women are in a special situation due to their refugee status.
The clear majority of migrant and refugee women, who arrived in the countries carrying
out the study, intend to remain in it, and consequently, they have intentions of bringing
family members to live with them.

BLOCK 2: Education and Professional Qualifications
10. Level of Education (158 answers)

10. Highest level education completed
90
80
70
60
50
40
30
20
10
0

38.69%
21.61%
2.01%
0 0.00% 4

5.53%
11

15.58%

12.06%
43

24

1.51%
77

31

3

3.02%
6
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11. Recognition of the qualification obtained (139 answers)

11. Recognition of the qualification obtained
31

53

55

Yes

No

N/A

12. Competences acquired in professional/personal experience (633 answers):

12. Competences you consider acquired in your professional
or personal experience?
100
90
80
70
60
50
40
30
20
10
0

93

51

44

28
8.06%
6.95%

53

50

43

36

29

33

31
7.90%

4.42%
4.58%
6.79%
5.69%
5.21%

36

31

48

27

7.58%
5.69%
4.27%
14.69%
8.37%
4.90%
4.90%
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13. Current employment situation now? (166 answers)
(Only for those currently in work)

13. Current employment situation
60

54

47

50
40
30
20
10
0

9
28.31%

5.42%

16

14
5
3.01%

6
3.61%

8.43%

32.53%

5
3.01%

8
9.64%

4.82%

2 1.20%

14. Intentionality about change of work (95 answers)

14. Would you like to change your job in the near future?
5.26%
40.00%
54.74%

5
38
52

Depends on the condition

No

Yes

60

15. Last occupation of women (145 answers)

15. Women last job
65

70
60
50
40

14.48%

30
20
10
0

0.69%
4.14%
6

3.45%

0.69%
1

1

5

21

44.83%
9.66%
8.97%
0.69%
14
13
1
4
0.69% 2.07% 9
2.76% 1
0.69%
1
3
6.21%

16. Working experience: occupations (39 answers)

16. Working experiences
2.56% 1
2.56% 1

Long experience in different areas
Governmental Agriculture Intitute in Syria
Factory work

2.56% 1
7.69%

Cleaning and housing

15.38%

Health Services

2.56% 1
5.13%

Call Center

Education/ Childhood Care

3
6
2

7.69%

Clerk, Sales Customer Service
Teaching/Education

20.51%

Restaurant/Bar

23.08%

3
8
9

10.26%

Office worker
0

1

4
2

3

4

5

6

7

8

9

10

61

17. Working experience: time (145 answers)

17.Work experience time
76

80
60
40
20
0

24

18

13

14
9.66%

16.55%

3 to 6 years

6 to 10 years

12.41%

8.97%
Less than 1 year

1 to 3 years

52.41%
More than 10 years

18. Working experience: current sector of activity (145 answers)

18. In which sector of activity are you working currently?
10.96%

Others
Not working
Office worker (secretary, accounting…)
Food processing
Handicrafts
Clerk, sales and customer service
Nursing, care of dependent care
Education and childhood care
Agriculture, farming, fishing
Social activities: personal services
Transport, warehousing and communications
Hotel, restaurant and catering

Teaching professionals
Technology
Information and communication
Science, engineering
Business and administration
Business Management

45

3.42% 5
4.79%
7
2 1.37%
0.68%
1
6.85%
10
5.48%
8
3.42%
5
8.22%
12
0.00%
0
4.79%
7

Manufacturing industry (Metal, machinery, printing…)
Health

16

30.82%

1.37%

2

2 1.37%
3.42%
5
0,00%
0
2.74% 4
0.00%
0
6.16%
4.11%
0

9

6
5

10

15

20

25

30

35

40

45

50
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19. Working experience: desired jobs (235 answers)

19.Where would you like to work in the future?
4.68%

Others, (cleaning, artistic field)
Not working 0.85% 2
Office worker (secretary, accounting…) 8.51%
Food processing 5.53%
Handicrafts 5.96%
Clerk, sales and customer service 4.68%
Nursing, care of dependent care 7.66%
Education and childhood care 11.06%
3.83%
Agriculture, farming, fishing
Social activities: personal services 9.36%
Transport, warehousing and communications 2.13%
8.51%
Hotel, restaurant and catering
2.13%
Manufacturing industry (Metal, machinery, printing…)
5.11%
Health
Teaching professionals 4.26%
SocialTechnology 1.28% 3
Information and communication 4.26%
0.85%
Science, engineering
2
6,38%
Business and administration
2.98%
Business Management

0

11

11

20

13
14
18

26

9

22

5

20

5
10

12

10
15

7
5

10

15

20

25

30

20. Would you say that in relation to your education, the last job you had was…? (158
answers)

20. Would you say that in relation to your education, the last
job you had was…?

8

6

15

37

92

Inferior to my qualifications

Appropriate to my qualifications

Superior to my qualifications

Other: 6 women haven't any work experience

N/A
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21. Problems finding a job (158 answers)

21. Have you had problems finding a job?
12

37

49

60

Yes, always

Yes, sometimes

No, never

N/A

22. Main difficulties to get a job (391 answers)

22. What do you think were the main reasons why you had difficulties
getting a job?
60

53

50
40

47
37
24

30
20
1013.55%
0

9.46%

27

12.02%
13 16 6.91%
9
4.09%
6.14% 4
3.32%
1.02%
2.30%

34

32

8.70% 23
5.88%

14

18

21 8.18%

4.60%
5.37%
3.58%

1.53%
8
6
5
2.05%
1.28%
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Analysis:
Figure 10 shows that most of the 158 women interviewed are highly qualified, 38.69% have
a university degree, 12.06 % have studied Vocational Training and 21.61 % have completed
compulsory Secondary Education. However, figure 11 shows that only a 38 % of the women
have formal recognition of this education received in their origin countries. That is one of
the most important problem that migrant and refugee women face in the countries where
the study has been developed.
Regarding competences acquired in professional experience, women value responsibility
as the most important competence, followed by oral and written communication skills,
teamwork and self-confidence at work.
Adequate planning and time management are also important as well as IT skills. Hereafter
in the study it will be verified how these competences would be closely linked to the
training needs they refer to.
Work experience
On the other hand, when current employment situation is analyzed, figure 13 shows that
32.53 % of the interviewed women are unemployed while the 28.31 % of the women are
working with permanent contract. We must emphasize that almost a 10 % of the women
are currently working without contract. They are the most vulnerable group due their
irregular situation and their opportunities of employment are the lowest. Our efforts
should focus on providing them with an alternative training while supporting them on their
way to regularize their legal situation.
Almost a 54.74 % of the women who are currently working would change their jobs (figure
14). Analyzing the data exploited in figures 15 and 18, the main sectors that agglutinate the
workforce of the women interviewed are the service sector and agriculture among others,
being dependent caregiver at home and childcare the jobs with the highest level of
occupation.
Regarding working experience in the past, a 52.41 % of the women have been working for
more than 10 years (figure 17). According to these data, we can conclude that the women
interviewed have a wide work experience and the needed training is therefore aimed at
achieving greater professionalism in their work.
Regarding migrant women, the more frequently developed occupations in their countries
of origin are linked to the service sector too. Occupations in restaurants, bars and hotels
reach 23.08%, followed by those related to Education and formal training. Domestic
cleaners, factory workers as well as office staff are also common jobs carried out by
women interviewed.
On the other hand, a 30.82% of the interviewed women are unemployed (figure 18).
Analyzing the jobs that they would carry out in the project, their motivations and
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expectations decrease when it comes to changing sector. Not in vain, the most desired
positions to be performed in the future are Education and child care, social activities,
personal services, HORECA and food processing, which are closely in line with their work
experiences developed in the past.
58.2% of the women surveyed said that there is equivalence between their education level
and the job they perform. However, almost 24% of these women consider that the job they
develop requires a lower qualification than the one they have; while only 5% consider that
the occupation they carry out presents a higher professional category compared to the
training acquired so far.
Job search
When we came to assess the difficulties that migrant, refugee and 45-year-old women face
in getting a job, we found that 23.41% of those interviewed said they had difficulties finding
a job, as well as 38% stated that it is sometimes difficult to find a job. Together they
represent 61.41% of the total, compared to only 31% who stated that they have no
problems when it comes to finding a job.
Among the main reasons why they have difficulties finding a job, the lack of employment is
the most repeated (13.55%, following figure 22). Age is another relevant variable regarding
the difficulties in accessing to employment (12.02%).
It is very interesting for our study that variables such as limited professional experience
(9.46%), insufficient or inadequate training (8.7%), high levels of competencies required for
hiring (8.18%), as well as communication skills (6.91%), are among the most repeated.
All these variables are intimately related to training, a vehicle that we consider essential to
improve the employment opportunities of women at risk of social exclusion, the general
objective of our project.
They also point out other difficulties for access to employment more related to personal
situation: nationality (6.14 %), the long period of unemployment (5.88 %), insecurity and
communication problems at hiring processes (5.37 %), problems to reconcile family and
work life (4.60 %), or for example racial and religion discrimination (7.41 %), which are
recurring answers at interviews with migrant and refugees women.
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BLOCK 3: Training actions and perception of needs
23. Information about available training courses in area/city/province? (158 answers)

23. How far are you informed about available training courses in your
area/city/province?
6.96%
11

72

47.47%

45.57%

75

Good / Very good

Not very well

N/A

24. Interest in training offer (158 answers)

24. Are you interested in the offered courses?
10
6%

18
12%

130
82%

Yes

No

N/A
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25. Some workers enroll courses to improve their employment opportunities. In your case,
have you done any training courses to get a job or a better one? (158 answers)

25. Have you done any training courses to get a job or a
better one?
90

83

80
65

70
60
50
40
30
20

10

10

52.53%

41.14%

0

Yes

6.33%

No

N/A

26. Do you think that the courses you have done have helped you to get a job or a better
one? (115 answers)

26. Do you think that the courses you have done have
helped you to get a job or a better one?
24.35%

N/A

28

38.26%

No

44

37.39%

Yes

0

43
10

20

30

40

50
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27. Why did not you do them? (206 answers)

27. Why did not you do them?
Other reasons, please specify

4.37%

It is very difficult to study now for me

4.85%

9

14.56%

Courses are too expensive

4.85%

Because the travelling costs

16.99%

Because they aren’t appropriate to my needs

7.77%

I don’t think they are necessary

12.14%

Timetable weren’t compatible with my work

10
30
10
35
16
25

9.71%

Because I don’t know the language

20

24.76%

Due to lack of information about courses
0

10

51
20

30

40

50

60

28. With a view to improve your employment opportunities in the future; in what areas do
you need to improve your knowledge or skills? (304 answers)

28. In what areas do you need to improve your knowledge or skills?

5
2%

1
0% 2
1%

1
0%

35
12%

4
1%

6
2%

60
20%

10
4 3%
1%
11
4%

5
7 2%
2%
8
3%

57
19%

6
2% 7
2%
4
1%

8
3%

13
4%

14
5%

10
3%

14
8 5%
3%
4
1%

Computer and Information technologies
Languages
Hotel business
Social services
Driver licenses
Cuisine
Management business
Commercial activities
Cleaning and housing
Childcare
Culture Knowledge
Integration
Education
Nursery
Health services
Public attention
Dressmaking and sewing
VET
Geriatrics
Nutrition
Psychology
Make-up and hairdressing
PR
Security
Other: Interior design / employability training
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29. Looking at the future, do you think it would be useful for you to do training courses to
get a job or a better one? (158 answers)

29. Looking at the future, do you think it would be useful for you to do
training courses to get a job or a better one?
2
1%
26
17%

130
82%

Yes

No

N/A

30. Would you be willing to do a training course. (158 answers)

30. Would you be willing to do a training course?
7
5%
21
13%

130
82%

Yes

No

N/A
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31. Motivation to continue training. (91 answers)

31. What is your main motivation to continue training?
40
40
35

28

30
25
20
15

12

10

10
5
0

13.19%
Get a job

43.96%

Improve my
qualifications
and skills

10.99%
Occupy my free
time

30.77%
Socialize with
other people

1 1.10%
Others

Analysis:
The access to training for the women interviewed in this study implies a series of obstacles,
among others, economic difficulties, barriers to work-life balance.
However, beyond these factors, to materialize their interest at being trained implies, first of
all, knowing the training offer and being admitted to a training course; and secondly,
carrying it out.
Regarding the information on the training offer, as we see in figure 23, the data obtained
from the exploitation of the interviews shows that, 45.57% consider that they are very well
informed, while 47.47% of women shows ignorance, or insufficient information.
Regarding the interest in the courses (figure 24), 82% of the women interviewed are
interested in training compared to only 12% who are not interested, and who consider
training as an activity that does not facilitate access to employment. Among the women
interviewed who have done courses to get a job or improve their employment (figure 25),
more than a half (52.53%) affirms they have participated in training courses with this aim of
finding a job or improve the current one. On the other hand, once they have completed the
training, only 37.39% of the women interviewed (figure 26) affirm that these courses have
fulfilled their objective and have helped them find a good job or improve the previous one.
It should also be considered, as it will be seen hereafter in more detail, that there is a
certain lack of motivation with regard to participation in training courses, as the
expectations regarding the benefit of training are greater than the results obtained.
When we analyze the reasons why they did not participate in the training offered in the
different services in which they were attended, (Graph 27), the lack of information about
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the courses is the most repeated (24.76%) followed by a lack of interest for the courses due
to the fact that they do not respond to their specific training needs (16.99%).
The high costs of the courses they are interested in (14.56%) is another factor that appears
with greater frequency in the exploited data (figure 27), as well as the schedule, which is
often not compatible with the current work carried out (12.14%).
Knowledge of languages is another important barrier they faced (in the case of immigrants
and refugees women). Moreover, some of the participants in the research do not think
courses are necessary.
Furthermore, when we analyze the training needs from their own point of view and
motivation (figure 28), the following areas appear as those for which women have more
interest, among others:
IT skills (20%)
Languages (19%)
Job search techniques, interior design and others (12%)
Hotel and management business (10%)
Commercial activities (4%)
Public attention (4%)
Cooking (3%)
VET (3%)
Cleaning and housing (3%)
Education (3%)
Nursery (2%)
Culture Knowledge (2%)
Geriatrics (2%)
Integration (2%)
Make-up and hairdressing (2%)
Health services (2%)
Looking at their motivations for training to obtain employment in the future (figure 29), the
women interviewed think that training is very useful in a high percentage (82%) and the
same percentage of women would be willing to carry them out in contrast to only 13% who
do not want to take courses (figure 30).
In conclusion, (figure 31), we can say that most women are motivated towards training as a
tool to improve their employment opportunities, stating that the main reason that
motivates them to continue training is to improve their qualifications and abilities (43.96%),
as well as socialize with other people (30.77%).
These last data gives an added benefit to the training carried out by women, since training
does not only help the job search process, but arises also as an instrument to improve
socialization and isolation. This affirmation was very much commented on interviews and
affects immigrant and refugee women but also women over 45, who no longer have family
responsibilities.
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BLOCK 4: Evaluation of soft skills
Data offered from analysis of self-evaluation questionnaire on soft skills, which
women fulfilled after interviews. (Rate from 1 to 4, 1 being the lowest and 4 the
highest)

1. Flexibility-Adaptability
80

60

60

35

29

40

14

20
0

12
1

72
54 49

49 53

22 25

2

3

4

You have a high capacity to face innovative situations
You see the changes in the work environment as an opportunity to improve your
career
You look for effective solutions and work hard in unexpected situations

2. Responsibility
100
80
60
40
20
0

86

5 11 9
1

22

32

45

59 56

56

3

4

69

24

2

I always do the work according to the indications received I am responsible in
executing my work
I ask questions about imprecise orders
I am involved in the execution of my work, according to the requests.
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3. Team work
72 76 72

80

52 48
46

60
40
20
0

10 13 10
1

24 21

30

2

3

4

I ask for help to my colleagues and people responsible of my work. Equally I support
other team members.
I have an understanding that teamwork involves individuals co-operating and
collaborating to maximise outcomes in achieving a shared goal.
I try hard to keep up the group's energy level and relations between us are
harmonious

4. Customer service
80

63 62

60
40
20
0

17 17 13

1

53

50

55

65

28 24 27

2

3

4

I am able to understand the needs and attend difficulties of clients with optimism.
I welcome suggestions for improvements from customers.
I am able to build a trusting relationship with the customer
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5. Quality at work
100
80
60
40
20
0

78 81
46
11 12 13
1

37

23 28 28

2

71
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I constantly make efforts to improve at my work
I always do my job promptly and on time
I participate with required effort and initiative to achieve the smallest details of quality

6. Frustration tolerance
80

54 58 51

60
40
20
0

17 19 15

1

59 58

66

28 23 26

2

3

4

I am able to face adverse situations and work under stressful situations and solve
them
I do not give up if I do not get the desired result
When something is not going well, I know how to speak, to act, to decide.
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7. Negotiation and conflict resolution
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I dialog with my colleagues to solve problems or disagreements when necessary
I know how to express my opinions in a positive and unaggressive way
When faced conflictive situations at work, I seek, when possible, to reach satisfactory
agreements for all parties

8. Organization
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I have a clear vision of the tasks that I must do in my job
I can perform the tasks that have been entrusted to me without always depending on the
instructions of others
I am able to organize all the steps of the work adjusting them to last-minute needs or
problems
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9. Achievement orientation
60
40
20
0

31

42 38

52

58
45

55 53

43

20 18 19

1

2

3

4

I create favorable environment to stimulate the continuous improvement of the work
I can determine the periods, tasks, responsibilities and resources required to achieve the
improvement goals identified.
I can measure the results of improvement against the expected performance indicators
and I can identify the causes of variations as well.

10. Autonomous learning
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I know my strengths and weaknesses in learning.
I adapt my timetable and the necessary effort, to improve my training.
I identify my learning needs and plan actions to fulfil them.
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11. Communication
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I communicate well orally, I know how to identify the most important information in the
message
I am a very good listener
I formulate the necessary questions to obtain feedback
I know how to express my ideas in a concise and clear way

12. Digital competence and information
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I know how to use the most common computer tools (word processor, email, etc.)
I am able to use social media to promote the results of my work.
I am able to select the information I receive on the network: I can identify the actors that can
positively or negatively contribute to construct my digital identity.

78

13. Mathematical thinking
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I understand numbers and measurements and I have the ability to use them in a
wide variety of contexts.
I use numerical calculation in order to solve problems at work and in daily life

14. Social and civic competence
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I know my rights and duties and respect those of others
I am willing to overcome stereotypes and prejudices, to live in an inclusive society
I have interest and I help solve problems that affect the local community or globally
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15. Autonomy and personal initiative
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I challenge traditional assumptions about how things are done, experimenting to
make things better whenever possible.
I have the ability to transform ideas into activities

16. Self-effectiveness and time management
80

50 52 55

60
40
20
0

16

22 23

1

68

55 51

24 29 29

2

3

4

I know how to prioritize my tasks in order of importance
When an unexpected problem arises, I know how to modify the tasks according to
the necessary time
I can adjust my tasks to my schedule, without the need to spend extra time
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17. Job searching
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I know what are the channels to find employment (self-candidature, networking,
specialized websites, employment agencies, etc.)
I know how to make my CV and adapt it, at different job offers
In planning job search, I follow a coherent and orderly procedure: I look for companies,
seeking offers that fit my job goal, I reject inadequate offers, I follow the offers and
participate in selection processes.

Analysis:
The labour market is constantly evolving. Skills, competences and qualifications that people
need change over time. To deal with these changes people need to be equipped with a
variety of basic skills, including literacy, numeracy, foreign languages, science and digital
skills.
Soft skills, such as the ability to learn and initiative-taking, will help people deal with today's
varied and unpredictable career paths. Entrepreneurial skills will help contribute to
employability of women in particular, as well as supporting new business creation.
Furthermore, it is important to identify and manage the availability of the required skills,
competences and qualifications, and to help preventing skills gaps and mismatches.
Effective communication between the labour market and the education and training sector
is vital.
Our aims regarding soft skills evaluation of these women interviewed within WhomeN
Project study are:
Move the women to think over and face the importance of soft skills in working life.
Enable women to recognize, by collecting evidence, their formal and non-formal skills
acquired over their life.
Enable women to identify and evaluate their strengths and weaknesses in relation to
soft skills.
Gather and deepen the migrant’s soft skills, resources and strengths under a
professional point of view, starting from a soft skills analysis.
Identify the path that women must follow in order to cope with those issues that
concern their full professional inclusion and therefore their full integration.
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The first challenge we faced was to decide which soft skills were appropriate to evaluate
considering the profiles of the women interviewed and their potential when it comes to
finding employment.
The chosen soft skills were those that we considered are crucial for carrying out a job
within the occupation sectors to which they are most motivated.
After analyzing the exploited results, we find that women have self-evaluated in the soft
skills questionnaires and offered items very positively ( high marks). Our analysis are
based in small differences.
In fact, we will analyze the soft skills classifying them in order from lowest to highest score
obtained in the self-assessment of the value "4". (More information see figures 1 to 17 in
Block 4).
We have ordered them in ascending order, understanding that we must first offer those
that are least evaluated, such as those that we must attend mainly in terms of training
needs presented by women:
The soft skills ordered from lowest to highest score are:

1. Autonomy and personal initiative (figure 15), where challenge traditional assumptions
about how things are done, experimenting to make things better whenever possible, is
the item that women scored the lowest.
2. Mathematical thinking (figure 13), is the soft skill that caused the most controversial
comments and which women valued as less important when performing a job. Item
“use numerical calculation in order to solve problems at work and in daily life” is the

lowest valued.

3.

Job searching (figure 17), where item “I know what are the channels to find
employment” has the lowest rating, being a key information to take in mind when
designing the curricular contents that will support our protocol within the WhomeN
project.

4. Digital competence and information (figure 12), where item “Use social media to
promote the results of my work” has the lowest rating.
5. Achievement orientation (figure 9), where item “I can measure the results of
improvement…” has the lowest rating, but many of interviewed women could not
understand very good the meaning of this sentence.
6. Customer service (figure 4), where item “I am able to understand the needs and attend
difficulties of clients with optimism” is the lowest valued.
7. Flexibility – Adaptability (figure 1), where item “High capacity to face innovative
situations” has the lowest rating.
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8. Autonomous learning (figure 10), where item “I identify my learning needs and plan
actions to fulfil them” has the lowest rating. This aspect reveals the important task we
face by developing this study.
9. Frustration tolerance (figure 6).
10. Self-effectiveness and time management (figure 16), where item “I can adjust my tasks

to my schedule, without the need to spend extra time” reaches the lower value of the
three.

11. Negotiation & conflict resolution (figure 7), where item “I know how to express my
opinions in a positive and unaggressive way” has the lowest rating, a very important
information to take in mind when designing the curricular contents that will support
our protocol within the WhomeN project.
12. Organization (figure 8), where item “I am able to organize all the steps of the work
adjusting them to last-minute needs or problems” has the lowest rating.
13. Responsibility (figure 2), where item “I ask questions about imprecise orders” has the
lowest rating.
14. Teamwork (figure 3), where three items under this soft skill present a high rate.
15. Social and civic competence (figure 14), where item “I have interest and I help solve
problems that affect the local community or globally” has the lowest rating.
16. Quality at work (figure 5), where item “I participate with required effort and initiative
the smallest details of quality” has the lowest rating.
17. Communication (figure 11), where items “I formulate the necessary questions to obtain
feedback” and “I Know how to express my ideas in a concise and clear way” have the
lowest rating.

83

7. LOCAL WORK GROUPS
7.1 FOCUS GROUPS CONCLUSIONS IN EACH COUNTRY
One local work group with women at risk of social exclusion belong to the specific
target group chosen by each partner was organized in each partner territory. Although,
there was flexibility for all partners to choose the most appropriate profiles for the meeting
and the template and methodology as well, some recommendations were given by the
coordinator partner to unify criteria. (More information in Methodology of the study
section in page 9 and annex 2).

7.1.1 Focus groups conducted in Germany by LEB
In Weimar and Gera, Germany, 4 focus groups were conducted on 14th and 16th March,
2018. 18 migrant and refugee women have participated in the discussion groups. Their
profiles are described in the following table (their surnames are not available to preserve
their anonymity and privacy).
Participants

Profile/ description
36 years old, from Egypt

1. Elshayma

She has a university degree in medical science, experiences in medical training, a
high specialization in the field of parasitology
She needs a registration and a licensure for physicians, otherwise she is not
allowed to practice in Germany.
25 years old, from Syria

2. Safaa

She has a secondary degree and no working experience
She is looking for studies in chemistry after finishing the language course C1.
20 years old, from Syria

3. Nour

she has a secondary degree, no working experience
She is looking for an apprenticeship as a chemical laboratory after finishing the
language course B2.
25 years old, from Syria

4. Lina

Unfinished studies in chemistry (3 semesters)
She is looking for studies at university (maybe biochemistry, but she isn’t sure
about that). She participates at a language course B 2.
44 years old, from Syria
she has a secondary degree without a vocational training

5.Maya

work experiences as a dressmaker and hairdresser
been at home for many years (house wife)
difficulties to find a job
She participated on two language courses and one integration course.

6. Hanan

39 years old, from Syria
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she has unfinished studies in education
work experiences as a teacher in a primary school but only in creative activities
practical experiences as a physiotherapist, a nurse and a hairdresser
She is looking for a work as a nurse.
36 years old, from Syria
7. Ranya

she has unfinished studies in education
work experiences as a French teacher
She participated at a federal voluntary training and two language courses. She is
working in a primary school in a part time job.
51 years old, from Syria

8. Fatema

she has unfinished studies in law (only 1 year)
working experiences as a hairdresser, an attendant at trains and airplanes for 15
years
difficulties to find a job in Germany without qualification.
27 years old, from Syria

9. Kinda

she has a secondary degree
no working experiences
She is looking for studies at a university (information management). Currently she
has to repeat the German language B2 course.
38 years old, from Syria

10. Barea

she has a university degree of visual arts
work experiences as a freelance teacher in visual and applied art and in
preparation and implementation of workshops and exhibitions for arts and music.
54 years old, from Syria

11. Bothinah

she has unfinished studies in social work (2 semester)
been working as a teacher for intellectually, deaf or speech-impaired children for
33 years
It is difficult to find a suitable job without a certificate.

12. Joullanar

41 years old, from Syria
she has a university degree in architecture and urbanistic
She is working as an urban planner at a planning and architecture office.
43 years old, from Palestine

13. Lina

she has a university degree in English literature and education
working experiences as an English-teacher for 10 years
Currently she passes an internship and teaches English as a side job.

14. Maysam

46 years old, from Iraq
she has a university degree in management and accounting
difficulties to find a job because she can’t speak German very well

15.Lina

43 years old, from Syria
she has a university degree in architecture
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work experiences as an architect
She is looking for a job.
31 years old, from Palestine
16. Eman

she has a university degree in pharmacy
work experiences as pharmacist
She is looking for an internship or a job in pharmacy industry.
26 years old, from Syria

17. Dina

she has a university degree in librarianship
working experiences
She is looking for an internship and another language course.
57 years old, from Syria

18. Rawah

she has a university degree in English literature
work experiences as an English teacher
She is a political author.
She is looking for a part-time job, because she wants to work as an author, too.

EVALUATION FROM PARTICIPANTS (GERMANY):
Description of the overall female training and employment situation in the territory as
perceived by participants
Most of the participant women from Germany has a university degree; they are facing
many difficulties to have an employment, because their education is not recognized in
Germany. Employment opportunities are in a lower level than their qualifications.
Current problems and envisaged solutions
One of the most commented problems by women are the problems to reconcile work and
family life.
One solution is to facilitate more telecommuting options for employment and adapt a
more flexible schedule that allows the education of the children.
Some of them are inclined that the best option is to work as self-employed, for this they
ask for more help for the promotion of self-employment.
Another problem they face is the use of the headscarf (hijab) at work. They want German
government allows wearing it but it is a difficult solution.
All of them express the need to have a structured work and a good teamwork environment
that motivates them to achieve objectives and to solve constructively the conflicts and
problems that arise.
Due to their situation, they need the help of a mediator in case of doubts that may arise
during their work.
Another problem that has been discussed is the need to adjust salaries (most of them very
low) to the position and schedule
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Priority Themes that could cover current training needs of women at social exclusion in
Germany
Most of them are interested in improving their training.
The main training needs are German language. It is a essential requirement to begin to
search a new job.
Communications abilities are other needs that appear along the discussion group.
Knowledge of labor law and working conditions.

7.1.2 Focus groups conducted in Italy by COSPE
In Casa di Ramia, Verona (Italy), a focus group was conducted on 9th March, 2018. 11
migrant and refugee women have participated in the discussion group. Their profiles are
described in the following table (their surnames are not available to preserve their
anonymity and privacy).
Participants

Profile/ description

1. Oxana

Belong to Association Malve di Uccrania

2. Fatma

Housekeeper / trained women

3. Moraima

Unemployed / trained women

4. Nidete

Unemployed / trained women

5. Halima

Unemployed

6.Naima

Unemployed.

7.Fatima

Employed/ Belong to Association Nissa

8. Houda

Employed/ Belong to Association Nissa

9.Frisia

Unemployed /trained women

10. Florencia

Unemployed /trained women

11. Khadija

Student /trained women

12. Juliana

Observer/ Employed women / Belonging to Association Stella

13. Vedrana

Moderator/ Employed women/Belonging to Association Stella
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EVALUATION FROM PARTICIPANTS (ITALY):
Description of the overall female training and employment situation in the territory as
perceived by participants
Training situation: A group of 11 women participating in the focus group, 9 attended
training courses during their permanence in Italy. According to them and their knowledge
about training offers, most of the training is not relevant or suitable for the job offers
inside the territory of Verona. One participant mentioned that the training offered by the
district is limited to a specific target group either for not educated women or for highly
educated women.
The training offered in Verona is very limited and mostly is targeting a small number of
people. One of the participants raised the issue that in some of the training there are
people with different levels of education and consequently the training is not profitable for
all participants. According to her, it makes more sense gather a homogeneous group for
the training. There is not enough free of charge courses organized. Sometimes the training
is organized only because there is a fund available, but the quality of the training is not
always on adequate level. One of the participant claimed that IT skills change fast, and the
training offered in this area is not following these changings. Consequently, it is not
possible to find an adequate job.
Some of the women agreed with the advantages of particular training, for example, as a
caregiver, which provide them a better understanding about how to take care of elderly
people with health issues. They mentioned that a large number of the immigrant women in
Verona doing this job came from different backgrounds, some of them were doing
different qualified jobs in their home country and end up doing this job here with no
previous formal experience. One of the participants said that the Caregiver training helped
her to get into employment in this field. However, since many migrant women have
medium and high education and skills, one participant said that there is a need of different
type of training where they could develop other skills and competences for jobs like those
they did in their home countries. Most of the participants agreed with it.
One of the women mentioned that after one training as an educator, she got a job, but the
conditions were not appropriated because it was a precarious job. One of the participants
said, “European Union is investing money, we are investing our time and at the end we are
not getting a job”.
Employment situation: The employment situation, as perceived by participants is complex
and difficult (as an example, from the 11 present: 6 unemployed, 1 housekeeper, 1 student
and 3 workers). One of the participants, that is a member of a women’s group from
Ukraine (Malve of Ukraine), mentioned that almost all of the members of this group that
are working, are live-in Caregivers.
All these women t were educated in their own country, 4 of them have a degree and they
are struggling to find a job. Some of them started a new career inferior to their
qualifications due to difficulties to find an opportunity in their field.
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They raised the issue of the women over 40 and 50 have even more difficulties to find a
job. The group said that some things are getting worse, as in the past there were more job
opportunities. One of the participants explained that lately even Italians are facing issues
to find a job.
One of the group members said that after 3 years spent looking for a job through
conventional channels she stopped and tried an alternative way. She started to participate in
women’s groups and activities and started to developed projects together with other
women, looking for women empowerment, trough community projects and ending up
creating her own job. The group agreed that this could be an alternative, especially for
women who have children, no family and no local welfare support.
Current problems and envisaged solutions
One of the problems raised is that a large number of immigrant women employed are
working as live-in Caregivers and they do not have time for socialization or to get training to
change to other jobs.
Some of the women said that they are qualified but because their qualification is not
recognized, they become vulnerable to low paid jobs. Some of them said that they manage
to validate their degree here or even got another degree and training in Italy, but they are
still facing difficulties or are unemployed.
Lack of information about training and job offers was discussed as a big problem for
immigrant women looking for training and job. The participants said that generally, the
institutions are not organized to make the information arrive to the public. The group
mentioned that the bureaucracy and miscommunication in the territory create barriers to
their employability. One of the women, having been living in other European countries such
as United Kingdom and Spain said that she never faced such difficulties to find a job or even
to get information about training.
One of the participants mentioned the digital era as an issue because things changed so fast
and the training opportunities are not in accordance with it. Some women mentioned that
they even payed a course to try to facilitate their employability and even, so they faced
difficulties.
They mentioned the age as an issue raising the problem of women over 40 and 50 years of
age. They said that despite the new employability policy, employment is not a guarantee.
Language barrier was also mentioned as a problem. Despite many women have been living
in Italy for a long time, they still have difficulties with the language. In some cases, the level
of Italian language is very basic, only enough for low paid jobs. In other cases, women with
high level of qualification and very good Italian language still face difficulties to find a job
adequate to their qualification. For some women, the lack of knowledge about Italian culture
and lack of understanding of Italian system can create many complications.
Cultural differences and religion was also mentioned as a problem. Muslim women said they
face discrimination because of their religion and because they use a scarf. They believe they
don’t find a job because of this.
Some of the solutions discussed:
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suitable recognition of the qualification acquired in the home country
recognition of the work experience acquired in the home country
recognition of education acquired at non-conventional ways such as cooking,
hairdressing, sewing that bring also skills and competences
training offers adequate with job opportunities
training courses that help women to became entrepreneurs
a broad variety of training accessible for immigrant women, not only for low-level
occupation, as they want to explore their capacities in other areas of knowledge
training with employment exit
permanent training offer and accessible points dedicated to promote the information
about available training and work in the district.
promotion of adequate tools/ways for successful employability in Italy
a collaboration between Italian institutions and the institutions of their home country to
create a common procedure and proper information for who is going to Italy to
understand, rights, duties and how to get education and work here
a better collaboration and communication between Italian institutions to provide the
proper information about training and job opportunities through local accessible points
creation of a network to share information about the training opportunities available in
the area
create opportunities to women do things they love
Italian language training in different levels (not only basic) easily accessible in different
areas of the district and different timetables
raise awareness about the situation of immigrant women through Italian society and
institutions r
raise awareness through local community about the different cultures and religions
within the territory for better integration
creation of women networks to share experiences and bring them strength, community
groups and associations to develop projects and activities that can empower them to
find alternative ways to get an income
more recognition and better support to immigrant women’s organizations, centers and
associations (as there is not enough resources/funds) until it become a policy
creation of policies targeting immigrant women issues in order to achieve equal access
to training and opportunities
Priority Themes that could cover current training needs of women at social exclusion in Italy
Participants said that Italian language is one of the priorities for them, but it needs to be
done in a more coherent program that gives them confidence in speaking but also in writing.
The course needs to offer not only basic level and it should be easily accessible as timetable
and the distance.
Some immigrant women feel isolated and excluded because of the difficulties they face.
They need to find out how things work in Italy, how to get the proper information about
training, employment, rights and duties and so on. This can be done through training and
permanently dedicated offices throughout the territory. The participants mentioned that
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trainings that can develop women empowerment are one of the priorities. This training can
facilitate exchanging and networking with other women and their mutual support.
One of the women mentioned that as the Italian society is getting older this can also result in
employment opportunities. A certified training for Caregivers can be advantageous.
Cooking is one of the skills most women already have. Cooking classes of Italian cuisine can
develop these skills and offer them the certificate for this skill, so it can support their
employability.
IT training was also considered a priority as it can help immigrant women to find better
opportunities if they understand how to use digital tools.
Entrepreneurship training could be very interesting for women that are already
creating/producing things, such as art crafts, to understand how to set up a business and
sell it. Moreover, entrepreneurship training will support women that aspire to open small
business.
Translation and Interpreter training can be an advantage for immigrant women, so they can
have more opportunities in business and Tourism field. It can also be advantage for local
community getting educated and experienced workers experts in languages or in other
areas.
Learn other languages such as English could be another advantage for immigrant women.
To conclude, it is very important that all the training provides women with a valid certificate.
Main obstacles that hinder access to training - regulated, occupational and / or lifelong
learning - in Italy
According to the participants, one of the main obstacles described that hinder access to
training is the lack of information about training, misinformation and miscommunication.
The women said they don’t know where to get information about the training available. They
mentioned that there is a need of the local institutions to be more organized, collaborative
and communicative, creating an easy access to training.
Language was mentioned as one of the obstacles, as some women don’t have full command
of the Italian language and they cannot participate to the training adequate to their
education or competences.
The bureaucracy also creates obstacles for women to get into training, because the access to
free training is subject to specific requisites, for example certificate of long-term
unemployment, proof of qualifications, good level of Italian language and a complex
selection process.
The training offered, that is not free of charge, quite often is expensive and does not
guarantee employment.

91

Alternative solutions to support the channels of recognition of the previous formative and
labour experience:
One of the participants suggested that a collaborative work between Italy and the embassy
of their own countries can help to solve problems with the recognition in Italy of their
qualifications and work experiences. The recognition of qualification is quite complicated
and expensive process to be done in home country through Italian embassy. The
participants agreed that less bureaucracy and lower price to get the adequate
documentation to prove their qualifications should be a great help. Either it should be
simplified in home country or, even better, done in Italy.
One of the participants suggested the collaboration between Italian institutions that support
immigrant women and Italian companies that have business relations with various countries
in the world (women’s home countries) could work in order to support the recognition of
their qualifications and work experiences.
The participants mentioned the importance of the recognition of their skills and
competences acquired from alternative ways, such as cooking, sewing, hair dressing, caring
and so on.
Other relevant issues stated
One of the discussions was that if one women arrive and have an adequate orientation and
information about training opportunities and jobs, about local institutions, culture and ways
of doing things, about rights and duties of workers in Italy; this can make big difference in
their integration, training, job and they could help their family and others.
Another issue was that most women on their arrival in Italy find difficulties to conciliate their
aspirations and their duties. They arrive with ideas about how things work here and what
they are going to do. On their arrival, they often find out that they don’t speak the language,
their qualification and work experience is not recognized. Having duties towards their
families, they have to find out a new way to their future step by step or through their
experiences in Italy.
It could be very important transform immigrant women’s strengths in work booth for the
women and for the local community.
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7.1.3. Focus groups conducted in Romania by AIDROM
In Timisoara, Romania, a focus group was conducted on 10th March, 2018. 14 refugee
women have participated in the discussion group. Their profiles are described in the
following table (their surnames are not available to preserve their anonymity and privacy).
Participants

Profile/ description
Refugee from Palestine

1. Darwiche

45 years old
Works in a hotel
Divorced, no family in Romania
Refugee from Afghanistan
21 years old

2. Fareshta

Student in IT
Works part time in a cloth shop
Unmarried, lives with family
Refugee from Afghanistan

3. Fahimeh

52 years old
Works in a printing factory
Married, lives with family
Refugee from Syria

4. Manal

43 years old
Is not working
Married, lives with family
Refugee from Syria

5. Nour

19 years old
Helps with the family business
Unmarried, lives with family
Refugee from Syria

6.Rawaa

19 years old
Not working at the moment
Unmarried, lives with family
Refugee from Iraq

7.Gawry

29 years old
Not working at the moment
Married, lives with husband, pregnant

8. Naela

Refugee from Syria
39 years old
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Not working at the moment, staying at home mother
Married, lives with 2 children, husband in France
Refugee from Iraq
9.May

56 years old
Not working at the moment
Married, lives with 2 children and husband
Refugee from Afghanistan

10. Laila

28 years old
Not working at the moment, staying at home mother
Married, lives with 2 children, and husband
Refugee from Camerun

11. Pauline

30 years old
Working in a call center
Unmarried, lives alone
Refugee from Iraq

12. Suna

50 years old
Not working at the moment, staying at home mother
Married, lives with 5 children and husband
Refugee from Iraq

13.
Zeinlabadeen

17 years old
Not working at the moment, in school.
Lives with parents and siblings.
Refugee from Nigeria

14.Adetoye

30 years old
Working in a restaurant
Lives alone

EVALUATION FROM PARTICIPANTS (ROMANIA):
Description of the overall female training and employment situation in the territory as
perceived by participants
The participants are not aware of much training provided by the governmental authorities.
There are some free courses provided by the Job Center in Romania (AJOFM) but the
Romanian language it is a must. Therefore many of the women cannot apply. 1 participant
is aware of some courses in IT that are paid, offered by a private company.
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Regarding work the opinions are mixed. Almost half of the participants agree that finding
work without speaking the Romanian language at medium level, it is impossible. On the
other hand there are refuge women working at the moment, being hired without the
Romanian language. Some women faced small awareness regarding refugee work rights in
Romania by possible employers – they were not aware that refugee women can work as
Romanians, without any extra work permit. Also few women declared that they cannot
reach toward any kind of jobs because of their husbands. For example a woman that her
husband is a doctor, but she does not speak Romanian yet – is not allowed to work in a
hotel in cleaning or kitchen.
Current problems and envisaged solutions
Difficulties with Romanian language training – More Romanian classes should be
provided for free for refugee in Romania
No professional trainings in English – The Romanian government should provide
classes in English or Arabic until the Romanian language is learned.
Elderly refugee women do not find work easy – Social enterprise of refugee women
over 50+.
Same job opportunity in low skilled and manual labor jobs for refuge women, small or
no job opportunity for high educated refugee women.
Low intercultural understanding of the religious needs of Muslim women regarding
prayer time during working time – more dissemination of multicultural approaches in
working with migrants.
Priority Themes that could cover current training needs of women at social exclusion in
Romania
Communication and language skills
IT skills and computer usage
Self-esteem building trainings
Courses in developing small enterprises
Courses in tourism
Training in kitchen. Recognition of learn abilities in cooking Arabic food
Makeup and hairdressing.
Main obstacles that hinder access to training - regulated, occupational and / or lifelong
learning - in Romania
Money – if the courses are paid
Language – if the courses are only in Romania
Time – for the staying at home moms.
Cultural differences regarding women accessing works and education
Possible discrimination from home society
Alternative solutions to support the channels of recognition of the previous formative and
labour experience:
Creating a reliable system of recognizing skills for women
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Lobby for national development of training for migrants women ( not only refugee)
Online courses in English or Arabic with official recognition
Mentoring initiatives from experienced business women to refugee women
Unpaired volunteering in restaurants with possibility of official recognition of skills.
Other relevant issues stated
Only 14 women that are living in Timisoara, participated in the focus group. The rest were
interview by telephone.

7.1.4 Focus groups conducted in SPAIN by ALJARAQUE
In Seville, Spain two focus groups were conducted on 15th March, 2018. A total of 26
women have participated in the discussion groups. Their profiles are described in the
following table (their surnames are not available to preserve their anonymity and privacy).
Participants
1. Elbia

Profile/ description
40 years old, from Nicaragua
7 years in Spain working taking care of elderly.
46 years old, from Bolivia

2. Mariana

She worked as laboratory technician in her country for 14 years
She is in Spain since 2014, here she has worked in a nursery
Currently she is studying VET Child education technician
46 Years old, from Nicaragua

3. Lucy

She has experience as a health educator in her origin country.
He has been in Spain for 7 years and his experience in this country has been
limited to the care of the elderly at home
56 years old, from Bolivia.
She worked in her native country as merchant.

4. Ana María

She has lived in Spain for 12 years, where he works in the care of the elderly.
She continues to be trained not only to improve her job opportunities but also to
socialize and have friends
43 years old, from Nicaragua

5. Jeanett

She has lived in Spain for 8 years
She worked as Primary school Teacher in Nicaragua
She is working in children care here in Spain
44 years old, from Nicaragua.

6.Alba

7.Elena

She worked as accountant manager in her origin country.
She has living in Spain from 7 years and a half. Here she is always working in
domestic service.
38 years old, from Ecuador.
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She worked in Public Ministry of Health in Ecuador.
She has living in Spain from 15 years where she has worked as cleaner, waitress
and kitchen helper.
47 years old, from Bolivia
8. Carol

She has a bachelor's degree and driving license
She has living in Spain for 13 years. Here she has worked in elderly care and maid
at tourists flats.
37years old, from Nicaragua

9.Yahosca

She worked as merchant in her native country
She arrived in Spain a month ago.
She would like to have her own business
26 years old, from Bolivia.

10. Rosselin

She was working in Bolivia as Primary teacher
She has living in Spain for 7 months.
She is working in elderly care.
40 years old, from Bolivia.

11. Lucia

She worked as merchant in Bolivia
She has living in Spain for 13 years and she is working as elderly caregiver.
40 years old, from Colombia.

12. Luzdary

She is working in elderly care.
In her origin country she worked in hotels and customer service
55 years old, from Portugal

13. Pilar

She has double nationality; she is working in Home help service for more than 10
years.
59 years old, from Colombia

14.Isabel

She has Spanish nationality.
She has living in Spain for 12 years.
Currently she is working in Home help service only at weekends
48 years old, from Morocco

15.Karima

She has living in Spain for 12 years.
She is unemployed 3 months ago
56 years old, from Colombia

16. Eva

She has living in Spain for 17 years
Currently she is working without contract.
55 years old, from Bolivia

17.Cristina

Undocumented, without work permit
She worked in Bolivia as footwear factory operator

18. Carmen

years old, from Peru
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She has Spanish nationality and she is working in home help service
52 years old, from Nicaragua
19. Josefa

She worked as congress worker.
She has living in Spain for 7 years
She is working in elderly care
59 years old, from Peru

20. Elizabeth

She worked Legal secretary in Ministry of employment
She is working in home help service
24 years old, from Morocco

21. Somya

She has lived in Spain for 5 years
She is working in elderly care.

22.Yamna

42 years old, from Morocco
She is working in elderly care for 10 years.
51years old, from Honduras

23.Hilda

Undocumented immigrant
Dhe is working without contract
28 years old, from Nicaragua

24.Katerin

She has am university degree
In Spain she is working as cleaner

25.Idaria

55 years old, from Nicaragua
Unemployed
48 years old, from Morocco

26. Karima

She has living in Spain for 17 years
Un employed
She has a lot of experience as cook in hotels and in elderly care

EVALUATION FROM PARTICIPANTS (SPAIN):
Description of the overall female training and employment situation in the territory as
perceived by participants
The training offered in Seville is very limited. The training offer is insufficient and always
focuses on domestic work or care of the elderly and children.
Often the people who participate in the courses do not have the same level of qualification
or for example knowledge of the language, therefore this makes the course not as useful
as it could be.
Some of them (especially those of Moroccan origin) point out that they often detect racism
in the courses, in which it is difficult for them to participate due to the rejection they
experience.
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Everybody agree that there is not enough information about the training offer, or that the
appropriate channels are not used, because they do not find out about the courses in time
to request them.
All point out that it is the non-profit organizations that provide more information about
training, and point out that public services should work better in this regard.
However, since many migrant women have medium and high education and skills, one
participant said that there is a need of different type of training where they could develop
other skills and competences more adequate to their professional profiles and experience
in their origin countries. Most of the participants agreed with it.
Women also point out that there should be more flexible times in courses that often
occupy an intensive schedule of more than 5 hours a day, something really difficult to
follow for women with family responsibilities.
Employment situation: The employment situation, as perceived by participants is very
difficult. They point out that normally all jobs offered to migrant women are limited to
caregivers in the family. They have higher qualification and they could developed other
types of jobs and occupations
They said women between 40 and 50 years old have even more difficulties to find a job.
The group said that some things are getting worse, as in the past there were more job
opportunities. Now they perceive that Spanish people think that they are usurping jobs
that do not belong to them because they are immigrants, which is an additional barrier for
the search of employment.
One of the group members said that after years spent looking for a job through public
services she stopped and tried an alternative way. She started to participate in women’s
groups and activities and started to developed projects together with other women,
looking for women empowerment, trough community projects and ending up creating her
own job. The group agreed that this could be a good alternative.

Current problems and envisaged solutions
All indicate that to improve the participation of women in the offer of courses, the possible
solutions would be:
More flexible hours at training courses: fewer hours a day to reconcile training with
family life
They have difficulties in communicating correctly when faced with a labor selection
process: Training courses on communication abilities, more Spanish courses.
Improve information channels on available training.
Improve training in technology management to participate in online courses.
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Priority Themes that could cover current training needs of women at social exclusion in
Spain
IT
Spanish cuisine.
Communication techniques and customer service.
English and other languages.
Spanish.
First aid and prevention of occupational risks.
Job search techniques.
Systems of accreditation of competences and homologation of titles: information of
necessary administrative procedures.
Food handling.
Compulsory secondary education: preparation courses.
Entrance exams vocational training courses: preparation courses.
Training courses to motivate them.
Entrepreneurship and self-employment courses.
Active listening and communication skills.
Main obstacles that hinder access to training - regulated, occupational and / or lifelong
learning - in Spain
One of the main obstacles is the lack of information about training offer, often Public
employment services do not transmit the information in an appropriate way, and sometimes
they lead to confusion.
Language is another obstacle, it is essential to continue other type of training and to
improve job opportunities too.
Some of them pointed about some specific training courses are very expensive and not
available because they are in other districts and transport costs are very expensive.
The training offer does not adjust to the demand of the labor market. For example in Seville
there is now a boom in employment in the tourism sector and yet there are not enough
adequate courses that respond to this need.

Alternative solutions to support the channels of recognition of the previous formative and
work experience:
The process of recognition of competences and homologation of degrees is very complex. It
would be necessary to create transnational channels between the countries of the European
Union and non-EU countries. To be able to check the knowledge and titles acquired in a
more adequate and fast way.
It would also be very useful to create tools that can recognize the work experience acquired
through evaluations that are guided by validated formal processes. These tools should be
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accessible to migrant population of any age and origin and be transmitted through the
public education and employment services.
Other relevant issues stated
The dynamics of the discussion group was very positive, and the women were empowered
from the experience. Many of them indicated that there were no spaces where they were
allowed to communicate their concerns and needs and that this experience is very positive
and the WhomeN project will be very useful for them.

7.1.5 Focus groups conducted in SLOVENIA by CIK TREBNJE
In Trebnje, Slovenia a focus group was conducted on 15th March, 2018. 15 women have
participated in the discussion group.

(Data of the women are not available for

confidentiality).
EVALUATION FROM PARTICIPANTS (SLOVENIA):
Description of the overall female training and employment situation in the territory as
perceived by participants
In Slovenia there are more women than man, they are better educated, but they occupied
less responsible and less paid positions in work. In our training group there were women of
different ages and education. But all of them had one thing in common – they are not aware
about the opportunities that are offered (lifelong learning, vocational training…) to them in
order to improve their knowledge and position in the labor market. So, there is a need to
approximate the possibilities of improving their competences and, consequently,
competitiveness in the labor market.
Current problems and envisaged solutions
Our research shows that the lack of the opportunities or, more important, the lack of
information on where to find opportunities to increase their competencies and skills
required to compete successfully in current employment processes. Many women are aware
that lack of skills is one of the reasons why they cannot compete successfully in the labor
market.
To improve their situation they need to improve their knowledge about IT and social media
(if needed), to learn how to work under pressure and how to improve their self-effectiveness
and time management
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Priority Themes that could cover current training needs of women at social exclusion in
Slovenia.
development of soft skills and technical skills that can be applied in different situation
within the working environment;
to help them to be more confident with taking decisions;
to improve their knowledge about IT and social media;
to learn how to work under pressure;
to learn how to improve their self-effectiveness and time management;
themes with focus on developing or making better their social skills (active listening);
training based on problem-solving situations;
to increase the feeling to have interest to solve problems that affect local community;
Main obstacles that hinder access to training - regulated, occupational and / or lifelong
learning - in Slovenia
In Slovenia, we have many opportunities for adult education at folk universities (often free of
charge for older employees and also for unemployed people). Adult people / women need
to be acquainted with the possibilities of education and lifelong learning and bring them
closer to their lives.
Alternative solutions to support the channels of recognition of the previous formative and
labour experience:

Vocational trainings: for increasing women employability and adaptive capacity to the
labour market through continuous learning.
Intergenerational learning courses - knowledge transfer between generations.
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7.1.6 Focus groups conducted in BULGARIA by GEN
In Sofia, Bulgaria two focus group were conducted on 16th March, 2018. 22 women have
participated in the discussion group. Their profiles are described in the following table (their
surnames are not available to preserve their anonymity and privacy).

Participants

1. Tanya

Profile/ description
61 years old, university degree (Philology), experience in different sectors –
banking, translation etc., now working as Project Manager, did a lot of informal,
non-formal training courses

2. Tanya

59 years old, university degree, occupational area – banking - head of
department, shot term unemployment

3. Valyq

64 years old, university degree, 20 years’ experience as technical security officer,
shot term unemployment

4. Perya

57 years old, university degree, 18 years’ experience as personal assistant in a
Trade chamber, shot term unemployment

5. Blagovetska
6.Nadejda

7.Fatima

60 years old, university degree, IT system tester, shot term unemployment
49 years old, university degree (Economics), working experience in protocol and
PR, 4 years unemployed, working as PR Manager
56 years old, has worked as Journalist, PR Manager and Marketing Assistant, did
soft skills courses and professional upgrading courses, changed her job every 34 years

8. Asya

59 years old, Engineer, Sales Manager, worked mostly abroad, faced difficulties
to sustain self-employed in Bulgaria

9.Dora

59 years old, Economic counselor and translator, would like to be prepared to
find occupation after retiring

10. Vanja

64 years old, secondary degree without professional specialization, working as
care giver mostly abroad, never been trained

11. Petya

61 years old, university degree, worked as museum curator, faced difficulties to
find any job after retiring, never been trained

12. Ludmila

13. Anna
14. Nikolina

58 years old, university degree, archivist, looking for training opportunities to
could find a job after retiring, never had training courses
56 years old, university degree, worked as Project Manager, unemployed, did a
lot of trainings, faces difficulties to find any job
74 years old, university degree, retired, did a lot of trainings, looking proper
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part-time job
15. Iva

51 years old, university degree, working as state expert during her whole
professional career, if she loses her job, she thinks she have limited chances to
find a new occupation

16. Yordanka

49 years old, university degree, worked as Journalist and Marketing Manager,
long term unemployed

17. Violeta

59 years old, university degree, works in marketing and advertisement field, is
interesting in training to be prepared for an occupation after retiring

18. Anna

61 years old, Engineer, works administrative organizer, is interesting in training
to be prepared for an occupation after retiring

19. Lilyana
20. Elena
21. Stefka
22.Daniela

76, retired, Journalists, looking for part-time socializing occupation
58, long term unemployed, disabled, looking for age and healthy compliant
occupation
52, state expert, interested in formal and non-formal training
48 years old, short term unemployment, without vocational education, working
as Technical Assistant

EVALUATION FROM PARTICIPANTS (BULGARIA):
Description of the overall female training and employment situation in the territory as
perceived by participants
Traditionally Bulgarian women occupy positions in the economy and governance. The
market economy has offered new opportunities and choices to women. They are no longer
that much bound to the traditional carrier development model, which remains widely
entrenched. Women have become entrepreneurs or self-employed and take care for their
own carrier paths, but there are certain groups of the female population who are
vulnerable on the labour market and need special protection to develop carriers. These are
low-educated and low skilled women, rural women, older women and also persons with
disabilities. “The glass-ceiling” in carrier advancement still exists. The majority of decisionmaking positions in governance and economy are occupied by men. Politics is also mendriven.
National reports and researches show that sectoral and occupational segregation– where
women are excluded from senior positions and are segregated into sex-stereotyped roles
or functions, remain key problems. While research suggests that women now comprise
equal numbers with men in many professions, such as law and medicine, the top rungs of
most professions and organizations remain heavily male dominated. Evidence suggests
that even in those professions where women have been able to take advantage of career
breaks and flexible working hours, they have still effectively been blocked from the most
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senior positions. Thus, to a large extent women agree to take jobs that do not always
match their qualifications.
There is a need for actions to foster women’s education and training, women’s greater
employment and carrier advancement.

Current problems and envisaged solutions
Our research shows that age discrimination in hiring is most acute for older, or
unemployed women. There is a lack of opportunity for them to develop the skills required
to compete successfully in modern recruitment processes, and those skills required to
remain relevant in a rapidly modernizing workplace. Many older women may be concerned
that they lack the skills to compete successfully in modern interview situations, particularly
given the increasing focus on competency-based assessment.
Elderly women in the workplace are in danger of both missing opportunities, and being a
missed opportunity for employers. The broad range of skills, knowledge and experience of
older women, is often not recognized by employers.
Matching this group for a new job is extremely difficult, as it is considered to have no future
and a reduced labor force. Often their education and skills are not complying with the new
production structures, but many people in this age group - well educated and skilled are
forced to accept unprestigious, unskilled and low-paid manual labor. Deprivation of income
and a sense of insecurity and humiliation at the end of working life is an issue for every
women in this age.
Envisaged solutions:
Elderly women to have a special tailor-made support for integration to the labour
market in accordance with their level of education.
To adopt a policy for reintegration of women to the labour market through a system
of vocational training and retraining.
To provide more incentives for women to become entrepreneurs and self –
employed though a series of measures.
To influence negative employers attitudes towards women’ advancement in carrier
and occupation of senior positions.
To introduce the quota approach for decision making positions in politics, public
and private sectors of the economy.
To sensitize the society about the need to support strongly the carrier development
of women.
Priority Themes that could cover current training needs of women at social exclusion in
Bulgaria
topics that matches their personal preferences and characteristics;
training courses to motivate them and to define their interests and personal
preferences, which is important for developing of successful vocational realization;
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themes with focus on developing or making better their social skills like empathy
and good listening;
to feel themselves more confident and more active in developing of professional
career and looking for a proper job;
to help them to be more confident with taking decisions;
recognition and assessment of one’s own skills;
to find out own strengths and weaknesses;
become more confident and ready to realize their own initiatives;
to be found out different unknown skills;
for improvement of individual skills and previous experience;
training based on problem-solving situations;
development of soft skills and technical skills that can be applied in different
situation within the working environment;
training courses, that include individual approach;
Main obstacles that hinder access to training - regulated, occupational and / or lifelong
learning - in Bulgaria
Women’s careers are often broken or interrupted. Many women have adapted to the
predominant male model of success by organizing their domestic life so as to be able to
dedicate themselves to their careers, and it is very difficult.
In principle, the employers in Bulgaria are not investing much in human resource
development. Public administration though provides regular training to the state officials
but gender statistics is not kept.

Alternative solutions to support the channels of recognition of the previous formative and
labour experience:
Strategic vision and comprehensive policies for increasing women’ employability and
adaptive capacity to the labour market through continuous learning and tailor-made
vocational training programmes;
Promoting women, particularly on managerial positions to overcome the existing
negative attitudes of employer;
Measures for possibilities to combining family duties with work;
Measures to overcome the gender stereotypes in society that tolerate men in favour of
women career advancement.
Training on Diversity Management for both – for elderly women employees, but also for
employers to be aware of their problem and how to use their skills, knowledge and
experience;
Interegenerational learning courses - The better the manager understands the unique
combination of factors that motivate each generation the better will coordinate the
efforts. Education is a two-way street, and older workers can also learn from younger
generations.
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Other relevant issues stated
We worked with our target group applying different methods – phone interviews, site visits
and informal meetings.

7.1.7 Focus groups conducted in LATVIA by LAEA
In Riga, Latvia, two focus groups were conducted on 7th March, 2018. 14 women have
participated in the discussion groups. Their profiles are described in the following table
(their surnames are not available to preserve their anonymity and privacy).
Participants
1. Sandra
2. Ina

Profile/ description
University degree,20 years have worked in industry, Administrator in Hotel, now
unemployed, have participated in IT courses, have problems to find a job.
Vocational education, have worked as a cook for 18 years, now unemployed, have
not participated in courses, because could not combine with work.

3. Iveta

45 years old, University degree, financier, has worked as main accountant, is
interested to attend courses for improving professional knowledge.

4. Dace

Vocational education, has worked as teacher, her education (too many years ago)
and work experience were underestimated, faced with difficulties to find a proper
job.

5. Vera

Vocational education, has participated in different courses, have worked in
different fields, now unemployed

6.Dzintra

Higher education, self-employed, have participated in formal and non-formal AE
courses, her work experience was underestimated.

7.Signe

48 years old, primary education, working as a shop assistant, secondary education,
has not AE attended courses.

8. Evija

54 years old, secondary education, house wife, has not AE attended courses.

9.Marina

58 years old, higher education, working in her farm, would like to attend gifts
packing courses.

10. Ieva

46 years old, professional education, working as social worker, would like to
attend courses for competence raising

11. Liene

45 years old, secondary education, working as cleaning woman, would like to
attend AE courses

12. Katrina

48 years old, Higher education, working in kinder garden, have worked in
education sphere 28 years

13. Elga

62 years old, professional education, working as a shop assistant, would like to
attend AE courses

14. Gita

47 years old, Higher education, working as teacher in primary school, would like to
attend AE courses to raise her competence.
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EVALUATION FROM PARTICIPANTS (LATVIA):
Description of the overall female training and employment situation in the territory as
perceived by participants
Acording to Eurostat Statistic data participation rate in adult education in Latvia is one of
lowest in Europe – 7.3% in 2016. 90.6% from all adult involved in education and training is
from age group 25-54, 8.9% in age group 55-64, and only 0.5% in age group 65 +. More
active participants are women and people with university degree.
In 2017, in Latvia higher education received 14 587 people, including 9 256 women
(63.45%). More women traditionally are choosing to study education, health, social,
humanitarian sciences and art. Meanwhile men are dominating in engineering science,
manufacturing, building, mathematics and IT programs.
As frequently in professions chosen by women salary is lower, the situation is that women
are getting 17% less salary than men. (Project research)
After "Lursoft" data, in 2014. 32.89% enterprises were owned by women, which in average
in Europe is a good indicator. But taking into account level of education of women, this
potential is bigger.

Current problems and envisaged solutions
In some professions there are difficulties to satisfy the growing demand for corresponding
qualification working force (for example – IT sector, programmers). Meanwhile there are
sectors, where are remarkable surplus of working force (different service sectors,
governance/administration workers, personal specialists, trade agents etc.), thus people
with good education and experience are forced to work in lower level Jobs.
Statistics shows that unemployment rate for women is bigger than for men, despite
women has higher education level than men. Most difficult to find job is for women who
are 45+.
To prevent unemployment risks, when employers are not motivated to educate their
employees, there is a necessity of State support to persons with lower education and skills
level, including women as social risk group as well. There is a necessity to provide courses
for women to become entrepreneurs and self –employed to avoid unemployment and to
raise professional competence according to nowadays labour market needs.
In previous planning period State support mostly were directed to personal development
and comprehensive program implementing (53%), less to professional competence raising.
In planning period 2017-2022, It is planned to invest 25 mill. euro in professional
competence raising of employed people in Latvia.
Research shows that age discrimination and underestimation of previous work experience,
are most frequently mentioned reasons when there were problems in getting job.
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Priority Themes that could cover current training needs of women at social exclusion in
Latvia
IT skills
Communication skills
Selfefectiveness and time management
Language skills
Working in team
Selfconfidence and motivation to active developing of professional skills and
career,
skills of active integrating into labour market
Pedagogy, psychology
Accountancy
Enterpreneurship
Main obstacles that hinder access to training - regulated, occupational and / or lifelong
learning - in Latvia
The main obstacles for participation in education and training are: too high costs for the
educational program and expensive travel costs, difficulties to combine training with work,
lack of free time because of family reasons, lack of adequate training for the persons.

Alternative solutions to support the channels of recognition of the previous formative and
labour experience:
Validation of knowledge and skills gained outside formal education system,
Interegenerational learning courses to promote understanding between
generations,
Using IT technologies for learning,
Measures for possibilities for everyone to attend education courses.
Other relevant issues stated
We worked with our target group applying different methods – we attended educational
courses for women in small cities- Sigulda and Talsi, and interviewed women 45+ and spoke
with them in informal meeting, we made phone interviews.
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8. SWOT Analysis
8.1.

GERMANY
STRENGTHS

highly motivated women
high level of education
flexibility in general and on labour marked
willingness for practical trainings and
further education courses

OPPORTUNITIES
In the short run
improving language competences
getting recognition of certificates
non-stereotyped employers that give
refugee women a chance to attest their
abilities

In the medium term
- acceptance of hijab wearing women in
common life

WEAKNESSES
Low level of acceptance of wearing hijabs
in Germany, especially in rural areas.
high level of bureaucracy in Germany
difficulties for recognition of certificates
proving work experiences with
certificates necessary
area of conflict of working time and time
needed for family
time management, especially for women
with young children
THREATS
worsening political situation because of
populists in Germany
long periods of unemployment
frustration
no further financing or lower financing of
low-threshold services for refugees
disadvantage of rural areas in Germany
for financing low-threshold services
language course offers increase,
especially for higher level courses that are
needed for getting work permits or
studies at German universities

In the long term
- acceptance of refugee woman as an equal
partner in all social parts, f.e. labour marked,
culure, politics and social life
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8.2.

ITALY
STRENGTHS

The immigrant women in the territory bring
with them a variety of knowledge, skills and
competences that are not always present in
the local territory
Many immigrant women are available in
the job market and looking for training in
order to certify their skills and to obtain
new ones adequate for local job market
A large number of immigrant women are
qualified and have previous work
experience that can enrich local labor offer
if these are recognized
Some of the women in the territory are
organized in community groups,
associations and have created a network
that can become a structural support for
the women on their arrival in Italy
There are immigrant women in the territory
willing to work helping to change the
situation for other immigrant women
• There is a number of immigrant women
with a good knowledge of Italian language,
culture and system, excellent knowledge of
their mother tongue, culture and system

OPPORTUNITIES
In the short run
More job opportunities to work with
immigrant that ever before because of new
arrivals requesting International protection
Aging of Italian society creates more job
opportunities for immigrants in the Caring
sector
Increasing opportunities for training and
work experience with new Work policy
In the medium term
The recognition of immigrant women
qualification, training and work experience
Woman’s associations as a permanent
structural support for the women on their
arrival in Italy
A more efficient employment and training
policy targeting woman needs
The aging of Italian society and departure
of young people could result in job

WEAKNESSES
There are low opportunities for training
and work for immigrant women in the
territory
The training offered is not giving women
access to employment or is expensive, or
far from home etc.
Lack of easily accessible information
about training creates barriers to
immigrant women creating frustration
and disempowerment
Many immigrant women don’t have
necessary knowledge of the Italian
language, culture and system
The skills, competences and work
experience that immigrant women bring
with them are often getting lost because
they are not recognized
Many immigrant women need to work as
soon as possible in order to support
economically their families and they don’t
have the time for training
• Immigrant woman often face
challenges to conciliate their aspirations
with their duties towards the family, as
many Italian woman do
THREATS
Recent economic crises reduced domestic
work opportunities for immigrant women
The rise number of Italian unemployed
woman reduced the opportunities for
immigrant women’s employment
The manufacturing in Italy is diminishing,
externalized and automated
The increasing number of new arrivals
with complex situation create challenges
for integration in the local community
Lack of adequate information about
immigration, portrayed by the local media
as a treat create a negative perception in
the local community and consequently
create barriers for integration
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opportunities for young immigrants in
various sectors
In the long term
Immigrant women have equal
opportunities as other woman and man,
providing innovation in many sectors in the
territory
Flourishing Job and training market

8.3.

ROMANIA
STRENGTHS

Opening from employers to hire refugee
women without Romanian language
Small unemployment rate in Timisoara –
many jobs
Resilience of refugee women to make it.
Family support and cultural financial base
of manhood for their own families.

OPPORTUNITIES
In the short run
Due to internal migration in Romania, more
working people are needed therefore migrants
can cover this shortage and more and more
there will be availability and interest in this
population.
In the medium term
In the long term
Developing reliable system of recognizing skills
for women by the private sector in Romania
and the social projects.
Increasing the number of social enterprises
that can hire vulnerable groups of refugees.

WEAKNESSES
Small extent of Romanian Language
classes
No free trainings in Arabic or English
No working system for recognizing of soft
skills
Small knowledge’s of computer
competences of refugee women
Small level of self-esteem.
War trauma and small authorities trust
THREATS
Discrimination and Ignorance towards
migration
Difficulties in getting jobs for women over 45
+
Low skill jobs available
Low salaries available
Attractiveness of working abroad and leaving
the country
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8.4.

SPAIN
STRENGTHS

High level of education
Willingness for practical trainings and
further education courses
High participation in activities to help other
immigrant women
Wide Work experience

OPPORTUNITIES
In the short run
Improving languages competences
Improving information about skills and
competences recognition formal processes
improve and expand the channels to
disseminate the training offer
In the medium term
Design and planning training courses which
respond better to labour market
opportunities
In the long term
Develop tools for recognition of work
experience and non formal training.
Improve the transnational communication
channels aimed to education recognition

WEAKNESSES
Racism and discrimination in some
sectors of employment
High level of bureaucracy in training and
education recognition
Time management to reconcile work and
family responsibility
Low opportunities for training and lack of
information about available courses
Lower IT skills
Poor communication abilities and self
confidence
THREATS
lack of formal recognition for the tools
created for accreditation and recognition
of work experience and training and skills
Age discrimination at employment
the long periods of unemployment lead
to demotivation and mental health
problems
few employment opportunities for
immigrant women in occupations other
than domestic service
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8.5.

SLOVENIA
STRENGTHS

Responsibility ;
Knowledge;
Experience;
large range of soft skills and professional
skills;

OPPORTUNITIES
In the short run
It is necessary to take advantage of the
possibilities of education offered on the market
to help women with training for job
requirements adaptation and career
development
In the medium term

WEAKNESSES
lack of new technology and computer
skills;
lack of ability to adapt to new situations,
flexibility;
skills required to remain relevant in a
rapidly modernizing workplace;
lack the skills to complete
low self-esteem;
lack of work under pressure
THREATS
women are often not competing
successfully in modern recruitment
processes;
lack of training opportunities or not
knowing for them;
lack of computer knowledge;
bad motivation;

In the long term
Existing programs in the education need to be
adapted and upgraded to recognize and
acknowledge the already acquired
competencies and skills.
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8.6.

BULGARIA

STRENGTHS
Broad range of useful soft skills and
professional skills;
Loyalty;
Experience;
Knowledge;
Interpersonal skills;
Independence - older workers know how to
depend on themselves;
Responsibility;

OPPORTUNITIES
In the short run
Since there is a lack of qualified work force on
the market in our country, the employers are
expected to expand the investments in the
human resource development, incl. in women
training for job requirements adaptation and
career development
In the medium term
In the long term
Women should be supported by the
low/regulations with special measures to work
flexible as for example as part-time workers,
because they have to adopt to the labour
market needs and at the same time to perform
family duties and responsibilities.

WEAKNESSES
Skills required to remain relevant in a
rapidly modernizing workplace;
Lack the skills to compete (with focus on
competency-based assessment);
Not risk taking;
Lack of new technology skills;
Balancing work/life Issues;
Job-hopping – older workers may regard
career change as negative, while young
people understand that it can be fulfilling,
energizing - even life-changing;
Insufficient self-confidence;
Lack of ability to adapt to new situations,
flexibility;
Lack the skills to compete successfully in
modern interview situations.
THREATS
Age discrimination in hiring;
Elderly women agree to take jobs that do
not always match their qualifications;
Elderly women are often not competing
successfully in modern recruitment
processes;
To not be supported for flexible work for
better work/life balance;
Lack of training opportunities;
To be blocked from the most senior
positions;
Deprivation of income and a sense of
insecurity and humiliation
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8.7.

LATVIA

STRENGTHS
High education level and broad range of
transversal skills
Work experience
Independence of women 45+ - children are
grown ups
Motivation to learn and raise the
competence
OPPORTUNITIES
In the short run
There are strong NGO, which support women
with education, consultations, contacts and
socialization
In the medium term
There is support from local governments to
non-formal education of local inhabitants,
including women
In the long term
Support from EU Structural funds in 2017-2020
for education of employed, including women

WEAKNESSES
Low motivation to learn for ¼ of
inhabitants
Women are not eager to take a risk to
start their own business

THREATS
Hidden discrimination of women 45+
in labour market
Few education possibilities because of
lack of money
As there is a lack of qualified work
force on the labour market in Latvia,
the employers are expected to look
for working force abroad and not
invest in education of local
inhabitants.

116

9. CONCLUSIONS & RECOMMENDATIONS
9.1.

OVERVIEW OF THE TRAINING AND EMPLOYMENT OF WOMEN AT RISK OF
SOCIAL EXCLUSION IN THE EU

Women who participated in this study belong to two different target groups with similar
problems to access to employment, common needs for competences and training as well
as work experience recognition: migrant and refugee women and women over 45.
Within migrants and refugees group, women present high levels of qualification in general.
Most of them obtained a university degree at their origin countries, but all of them face
obstacles to recognize this qualification in the EU.
In contrast, most of the interviewed Maghrebi women presented a great diversity of
qualifications, although they are, in sum, the migrant women with the lowest educational
level.
Once these women arrive in a European country, they face the enormous difficulty of
accessing to job opportunities according to their level of education and qualification.
Most of them usually access the same type of occupations: caregivers, cleaning services,
positions that requires a lower level of qualification than they have.
There are not enough employment opportunities for women in these conditions and these
opportunities are even lower if for women over 45.
There is also a lack of opportunities for them to develop the skills required to compete
successfully in current recruitment processes, and those skills are required to remain
relevant in a fast-changing workplace. In fact, many women over 45 may be concerned
that they lack the skills to compete successfully in current job interview processes,
particularly given the increasing focus on competency-based assessment.
Women over 45 years of age often experience double discrimination, due to the fact that
they do not have opportunities to access skills improvement as well as an underestimation
of their previous professional experience. This means that employers lose an opportunity
to take advantage of that often very positive professional experience. The broad range of

skills, knowledge and experience of women over 45 age, is often not recognized by
employers.
Matching this group for a new job is extremely difficult, as it is considered to have no
professional career and a limited capacity labor force.

Often their education and skills don’t meet the new production structures, but many
people in this age group, well skilled, are forced to accept devalued, unskilled and low-paid
manual labor. Deprivation of income and a sense of insecurity and humiliation at the end
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of working life is a common issue for every interviewed women at this age. Migrant women
face the same situation.
One of the most important problem women face is work conciliation with family life; often
family responsibilities are the most important obstacle to find an adequate job or to
participate in a training course.
Women’s careers are often broken or interrupted. Many women have had to adapt to the
predominant male model of success by organizing their domestic life in order to be able to
dedicate themselves to their careers, which it is very difficult.
As a consequence of this type of low-skilled jobs traditionally done by women, the offer of
training aimed at women is basic level in most cases. In contrast, there is also a very
specialized training offer for high levels of qualification. However, the training courses most
demanded by these women (usually middle level) is scarce and, being highly demanded, is
in most cases insufficient.
The most demanded occupations for these women are caregiving and cleaning services,
but training in these sectors have not enough quality.
Migrant and refugees women who are employed as caregivers or cleaners, often suffer
from loneliness and lack of socialization. Therefore, participating in training activities not
only benefits them in terms of increasing their qualification, but also in finding a group of
reference that share their same needs and problems.
Regarding language skills, they are necessary in most of the discourses offered by the
women. For migrant and refugee women, knowledge of the host country language is a
necessary requirement to access to employment. Women argue that the offer of language
courses is often at a basic level and that it is insufficient for their needs.
Concerning the training actions’ planning, participants have often different levels of
qualification, so courses do not develop in a profitable way for all women participant.
IT skills are a controversial need of training for these women. New technologies are
constantly changing, thus, often the training offered is obsolete and does not respond to
current market needs. Very basic training is also offered in this sector, helping to leave
these women out of access to higher-skilled job opportunities.
From the point of view of immigrant and refugee women, they often face racial or religious
discrimination that is often allowed due to the contractor's ignorance of their cultures of
origin.
Envisaged solutions to problems described above
It is possible and convenient when developing any type of intervention strategy to improve
employment and training to address the diversity of women and the different types of
social situations they face. It is important to address the situation of regularity in the case
of immigrant women, taking into account the conditions of family coexistence, their
expectations, their level of training and work experience.
It is also crucial for women to know the processes of recognition of qualifications and/or
work experience acquired throughout their working life. After doing so, it is a critical point
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for us, labour counselors, social workers and other professionals, to accompany them by
drawing up a training itinerary to cover the training gaps they face.
Among the solutions discussed by the women under study, we can find the following:
As for the processes of recognition of competences, greater facilities are needed to
certify the work experience developed in certain jobs occupied more frequently by this
profile of women, for example, caregivers, cleaning services ... Often the bureaucracy of
the process does not offer real solutions to the needs that arise.
Adapt the offer of training in IT skills to the changing demands of the market. To do
this, it is necessary to design training itineraries at various levels adapting them to the
needs of women.
It is considered necessary to offer language training at various levels, starting from the
most basic to higher level where skillful communication strategies are incorporated. It is
also important that this training is free and easily available to migrant women.
To reconcile work and family life. One of the proposed solutions is to facilitate more
telework options and adapt a more flexible schedule that allows their children
education and care.
Self-employment could represent a solution to the employability of women at risk of
social exclusion. It would therefore be very beneficial to provide a greater offer of
training aimed at women entrepreneurs to create their own small businesses.
Regarding the integration of migrant and refugee women in the workplace, the
presence of an intercultural mediator is important to solve possible conflicts that arise
in an appropriate manner for both parties.
Training in cultural diversity management for employers and job counselling
technicians is a good measure to deal with specific issues derived from cultural issues
(use of Hijab, ...)
Elderly women to have a special tailor-made support for integration to the labour
market in accordance with their level of education. To adopt a policy for reintegration of
women into the labour market through a system of vocational training and retraining.
To provide women with more incentives to become entrepreneurs and self –employed
through a series of financial and other type of measures for small businesses.
To fight against negative employers’ attitudes towards women’ career development and
supporting their occupation of senior positions.
To introduce the quota approach for decision-making positions in politics, public and
private sectors of the economy.
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To sensitize the society about the need to strongly support the career development of
women.
Actions to promote women’s associations as a measure of mutual empowerment and a
way to provide information about alternative ways of seeking employment or even
create initiatives of joint entrepreneurship.

9.2.

MAIN OBSTACLES THAT HINDER ACCESS TO TRAINING IN THE EU

According to participants, one of the main obstacles described that hinder access to
training is the lack of information about training, misinformation and miscommunication.
They don’t often know where to get information about the training available.
There is a clear need to keep the different local bodies responsible for labor guidance
coordinated about the existing training offer available for women. To that aim, effective
tools must be created where the training offer is registered in a global and coordinated
way not only at public level, but also with third sector organizations, where these women
often go to receive training.
Language was mentioned as one of the obstacles, as some women cannot participate in
the adequate training to their education level or competences due to their insufficient
knowledge of the hosting Language.
The bureaucracy also hinders the women access to the training, because free training is
subject to specific requisites, for example, having the certificate of long term
unemployment, proof of qualifications, good level of national language and a complex
selection process.
The training offered which is not free of charge is quite often expensive and does not
guarantee the access to employment. In addition, the training offer frequently does not
meet the demand of the labor market.
Public administration should provide public workers with regular training on gender issues
and available alternative competences recognition systems.

9.3.

COMPETENCES AND PREVIOUS WORK EXPERIENCE RECOGNITION SYSTEMS:
PROBLEMS & ALTERNATIVE SOLUTIONS

Regarding problems with competences recognition for migrants and refugee women,
collaborative work between The EU and the embassies of their own countries can help to
solve issues concerning the recognition of their qualifications and work experiences in host
countries.
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The recognition of qualification is quite complicated and an expensive process to be done
in The EU now. The participants agreed that less bureaucracy and lower price to get the
adequate documentation to prove their qualifications should be a great help. It should be
either simplified in home country or, even better, done in the hosting European countries.
One of the participants suggested that the collaboration between European institutions
supporting immigrant women and European companies having business relations with
various countries in the world (women’s countries of origin) could work in order to support
the recognition of their qualifications and work experiences.
The participants also mentioned the importance of the recognition of their skills and
competences acquired from alternative ways, such as cooking, sewing, hair dressing,
caring…
Online courses in English or Arabic with official recognition could be an additional way to
access to some jobs, as training itineraries aimed at interpreting and translating for
migrant and refugee women could become a good way of employability for these women.
Mentoring initiatives from experienced business women to refugee women, could be a
good strategy to facilitate the recognition of skills and professional experience acquired
previously.
It has been suggested the possibility of establishing a period of voluntary work not subject
to employment relationship, which could later be recognized as a professional experience
linked to the position developed.
It would also be very useful to create tools that can recognize the work experience acquired
through evaluations that are guided by validated formal processes. These tools should be
accessible to the migrant population at all ages and origins and be transmitted through the
public education and employment services.
Other solutions to support the channels of recognition directly linked with gender issues are:
Strategic vision and comprehensive policies for increasing women’ employability and
adaptive capacity to the labor market through continuous learning and tailor-made
vocational training programmes;
Promoting women’s action, particularly when occupying managerial positions, to overcome
the existing negative attitudes of employers;
Measures for a better conciliation of working-personal life;
Measures to overcome the gender stereotypes in society in order to make that women and
men are equally treated concerning career advancement.
Training on Diversity Management for both – elderly women employees, but also for
employers to be aware of their problem and how to use their skills, knowledge and
experience;
Intergenerational learning courses - The better the companies understand the unique
combination of factors that motivate each generation, the better will coordinate the efforts.
Education is a two-way street and older workers can also learn from younger generations.
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9.4.

TRAINING NEEDS OF WOMEN AT RISK OF SOCIAL EXCLUSION IN THE EU

In this section of the study we have collected those recommendations linked to the existing
need of topics that must be present in the programming of the training offer addressed to
women at risk of social exclusion.
The recommendations on the most necessary training actions for these women will be
made at two levels: training aimed at teachers, employment counselors and employment
agents; and adequate training to the needs presented by women under study and that
best fits their profile.
Training for trainers, counselors and employment agents
Knowledge in immigration laws, residence and work permits
Management of cultural diversity in the workplace
Interculturality and intercultural mediation
English and Arabic languages
Systems of competences accreditation and titles homologation: information of
necessary administrative procedures.
Pedagogy and psychology,
Motivation in situations of stress due to long periods of unemployment
Training for women at risk of social exclusion
Communication abilities and active listening
IT Skills and social media
Entrepreneurship and self-employment
English language
Training in professional itineraries linked to tourism
Empowerment and self-esteem for job search and professional development.
Communication techniques and customer service
First aid and prevention of occupational risks
Job search techniques
Systems of Competences Accreditation and homologation of academic degrees and
education: information on necessary administrative procedures.
Food handling
Compulsory secondary education: preparation courses
Entrance exams to vocational training courses: preparation courses
Soft skills:
o To learn how to work under pressure
o How to improve their self-effectiveness and time management
o Conflicts resolution and team work
o Social skills and abilities
o Decision-making
o Development of soft and technical skills that can be applied in different
situations within the working environment;
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Training courses to motivate them and to define their interests and personal
preferences, which is important for achieving a professional fulfilment;
Recognition and assessment of one’s own skills, strengths and weaknesses
Self-confidence;
Accounting and other knowledge related to business management
Caring for people at home and in institutions
Psychology of old age and child psychology.
How to promote healthy habits and active aging
Aimed to migrant and refugees women specifically:
Knowledge of labor law and working conditions in host countries.
Language of host countries at different levels.
Training in interpretation and translation.
Host countries cuisine
How to participate in local communities activities and solve problems that affect to local
community
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WhomeN research report: ANNEXES
Annex 1: Methodology O1
Annex 2: IO1-A1.1 Guidelines & templates)
Annex 3: Questionnaires
o 3.1. Questionnaires for inmigrants & refugees women
o 3.2. questionnaires for women 45+

WhomeN-Active Socio-occupational of Women at risk of social exclusion through the
recognition of competences and learning soft skills in order to offer New professional
opportunities at home society (2017-1-ES01-KA204-038221)
INTELLECTUAL OUTPUT (O1/A1.1): QUALITATIVE RESEARCH ABOUT TRAINING NEEDS OF WOMEN AT RISK OF SOCIAL EXCLUSION IN EU
ACTIVITY
Drafting of
the state of
the art
Collection
of
statistical
data
Local Work
Group
SWOT
Analysis

DESCRIPTION

Definition of the prospective particular women target
group per partner. Definition of specific training
professional itinerary according to each target group.
This itinerary will be select according, formal ways and
sources of recognition in each national system.

GUIDELINES

DELIVERABLES

METHODOLOGY

ALJARAQUE will provide a
common index to be filled
in to show the state of the
art at each partner territory

1 document per region
(summary)
3 sheets max.

Research at regional level on already existing studies, plans or projects (public and
private level) training needs of women at risk of social exclusion ( each specific target
group) and difficulties to access to national channels for the recognition of training and
work experience.

ALJARAQUE will provide a
Quantitative information to be collected by each template containing data
1 template (chart) filled in
Search at each regional level in official statistical sources in order to fill in common data
partner out of statistical sources available
required to be filled by each
per region
required to “make a photograph” of each territory
partner
ALJARAQUE will provide a
Each partner will form a local work group in its
1 overall document compiling
template to be filled after
territory with a group of women to gather
meeting results
One meeting of the work group during the period February – March 2018
the meeting containing
complementary information for individual studies
3 sheets max.
results
This document will compile and resume all the results obtained in previous steps (data
1 document
collection, interviews, local work group…); strengths, weaknesses, opportunities and
1 sheet max.
threats.
BASIC CONCEPTS TO BEAR IN MIND
What to do at this stage?

1 Local Study-analysis (in English) on training needs of women at risk of social
exclusion and difficulties to access to national channels for the recognition of training
and work experience

What is the territorial scope of
Not local but wider; the cope the different institutions have territorial competences on
the study?
From February until March 2018.
What is the time for doing these On 22nd March 2018, the local studies will be compiled by ALJARAQUE to build a
local studies?
common document in English language to summarize all the information contained in
each country studies.
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recognition of competences and learning soft skills
in order to offer New professional opportunities at
home society.

QUALITATIVE STUDY ON TRAINING NEEDS OF WOMEN AT
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Guidelines and templates for elaboration of local
studies

January 2018
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1. Introduction:
The economic and social crisis that Europe is facing has led to a sharp decline in economic
activity and recession. The labour market is being severely hit and unemployment rates are
increasing thus negatively affecting the EU’s potential growth.
In this scenario, the aim is for Europe to become a smart, sustainable and inclusive economy.
Inclusive means, among others things, raising Europe’s employment rates and helping people
of all ages with less opportunities to manage change by investing in new skills and training.
Unemployment is particularly high among women and young people, and this situation is
exacerbated among migrant women and those at risk of social exclusion. In addition, these
groups are more vulnerable because of issues related to work-life balance, limited availability
for training and access to resources.
Thanks to an European cooperation established by complementary organizations coming from
different countries, fields, but sharing common objectives, this study focuses on the analysis
of training needs of women at risk of social exclusion, occupied or unemployed, but in a
position to occupy a job.
In this way, training for the employment and lifelong learning aimed at these women will be
the objective of this analysis and recommendations.
In that context, women are an especially vulnerable group. They face some difficulties in
their socio-professional inclusion process:
• the lack of job qualifications or, particularly in the case of refugees or immigrants and
women over 45 years, failure to recognize their previous qualifications, due to the lack of a
system for the equivalence of diplomas;
• the isolation of women with large families, whose time was taken up by household tasks;
• the obstacles generated by low qualification and experience and their non-formal learning
• Low training and professional qualifications, difficulties on recognition of these
qualifications, limits their access to specialized jobs.
• Work in economical and contractual precarious situations.
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WhomeN Project arises from the necessity to develop new approaches aimed at the
construction of professional competence of women at risk of social exclusion.
The proposal considered by the project is to develop new methodologies and tools to make
easier the process of identification, assessment and development of competences. These will
be based on the EU guidelines for validation and recognition, ECVET and EQAVET tools. But
that also will include an itinerary of recognition for the transversal competences acquired by
these women in the course of their personal and professional life.
In general, the recognition and accreditation systems of professional skills still have
important bias that affects mainly women and therefore, those with lower levels of
qualification because of their above described situation.
From this perspective, the study will be carried out as follows:
- Women at risk of social exclusion are given full prominence, in order to achieve a
better understanding of their situation in relation to employment, their objectives and
desires for labour insertion and mobility.
- It would be considered essential to analyze the training needs of these women, as
well as the difficulties they face in searching for employment due to their low
qualifications.
Subsequently, in a later phase of the project, the conclusions of this study will allow WhomeN
Project team to:
-On the one hand, analyze and define the routes for the acquisition of soft skills by
low-skilled women, establishing the connections between these and the acquisition of
new specific skills, based on personalized itineraries.
-On the other, to generate a proposal of experimentation with the direct participation
of these women, allowing us to generate a pilot protocol of recognition of professional
competences more comprehensive and inclusive.
The results of this project will be to act as a complement of the official process of
recognition of professional competences through a tool based on the recognition of soft skills.
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2. Objectives
The main objective of this study is to assess the training needs of women at risk of social
exclusion in the regions participating in this project. In which, each country will define a
specific objective profile of women on which the study will be carried out (women over 45
years of age, immigrant and refugee women).
This general objective is broken down into a series of objectives of a more specific nature that
guide the research as a whole:


Know the training and work experience characteristics of the female population at risk
of social exclusion living in the regions participating in the WhomeN Project:
o Identify the levels of regulated training achieved, and in the case of immigrants
and refugees, based on the recognition of their degree in the host countries.
o Identify the level of qualification of women at risk of exclusion in each country,
attending, on the one hand, to previous work experience and, on the other
hand, to the possible jobs they aim to have.
o Analyze the training developed by the profiles of women at risk of exclusion
defined in each country.



Know the training needs of women at risk of social exclusion under study in each
participating country, in order to improve their chances of obtaining qualified jobs of
higher quality.
o Determine the adequacy between the jobs occupied by this type of women and
the levels of training and / or qualification achieved, as well as the elements
that explain the possible imbalances in them.
o Know the expectations of women under study regarding the jobs they aspire to
occupy based on their training and previous experience.
o Determine the opportunities for women at risk of social exclusion to occupy
qualified and quality jobs in each of the participating countries.
o Analyze the training needs of these women, taking into account the quality of
employment opportunities that may arise in each area of the participating
countries, as well as the changes and challenges faced by companies in the
productive sectors that deal with majority way to these people.



Guide experts and professionals in adult education to develop training materials for the
female population at risk of social exclusion, aiming at improving their opportunities to
achieve qualified and quality jobs.
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o

Identify the main obstacles in the access to lifelong education or occupational
training for these women, mainly related to ignorance of the offer, linguistic
difficulties, demotivation, schedules, prioritization of employment, etc.

o

Analyze in a general way, the adequacy of the existing training actions in each
of the participating countries according to the detected needs and the main
obstacles identified for the access of the women studied to the training courses.

o

Compile a list of proposals and recommendations on possible measures to be
implemented, to effectively develop training materials that respond to the
detected needs, and channel in a more effective and practical way the
recognition channels of said training for, ultimately , improve the opportunities
for these women to achieve quality jobs.

3. State of art
The state of the art is the highest level of development on a specific field achieved at a particular
time.
The state of the art is the first stage to be faced when starting a research process; it consists
of exploring the target subject, in order to determine how the topic has been dealt with, which the
situation with regard to the topic is at the moment of writing the study and which the tendencies
foreseen are.
The drafting of the state of the art for the research on any topic consists of two phases:




Heuristic phase, consisting of the searching and collection of sources of information of
different nature: reports, yearbooks, laws, articles, dissertations, applied researches,
official documents, private documents on different initiatives, news, audiovisuals and
others.
Hermeneutic phase, consisting of reading, analyzing and classifying information collected
according to its importance for the research to be carried out.

The opening chapter of each of the study in 7 countries to be accomplished in WhomeN
Project, will be a description of the state of the art in the field of training needs and difficulties to
access to employment of women at risk of social exclusion. (Each partner will direct this
description to the profile of women with whom they will perform the study). In addition each
partner will describe official national systems for the recognition of training and professional skills.
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For doing it each partner will select different information sources on the topic, will study the
contents and will summarise main conclusions showing a “picture” of the situation in each partner
territory.
Guidelines to produce similar state of the art documents on the part of the different studies
are contained in the next pages (structure and length).

SUMMARY OF CONTENTS

3.1.

Most relevant conclusions of information sources analyzed

3.2.

Sources of information

3.1. Most Relevant Conclusions of information sources analyzed
(2 sheets MAXIMUM)
3.2. Sources of Information

Title/ Reference

(1 sheet MAXIMUM)

7

Type of information source

4. Statistical data related to territory and especially with
gender issues: template
In this context, our efforts should be focused in the search in official statistical
sources in order to fill in common data required to “make a photograph” of each
territory and women at risk of social exclusion issues, (each partner will describe
characteristics related to their specific target group).
Moreover we cannot forget the fact that we are 9 organizations representing a wide
number of territories in many different countries: statistical sources obviously differ
as well as the way data - in case the same were collected - are structured.
The ideal situation would be having the chance of collecting and showing exactly the
same data within the very same templates but this is impossible in a scenario of 8
different countries and much more different statistical sources involved.
Consequently, the templates proposed in the following pages are approximate. This
means that, as much as possible, these very same data - basic for drafting a general
photograph of the topic addressed in each of the territories- should be collected and
presented; but in case- very probable- data available might differ in structure or
disaggregation, feel free to modify the different charts in order to be able to show
data available at each of your local/regional levels.
In addition, each partner works in different territorial level (national, regional,
local…) which should be clearly explained in the study.
Take the following pages as a guide to which you should adjust as much as possible
but feel free for a certain extent of flexibility.
SUMMARY OF CONTENTS
4.1.

Territorial context: data

4.2.

Demographic structure: data

4.3

Educational and training levels: data
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4.4

Labour population: data

4.1. Territorial Context: Data

POPULATION DATA (more recent data available)
Municipality/
other territorial
figure

Current
Population
(2017)

National level
Local/regional level

Statistical source

Remarks/Relevant Comments on Data:
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Female
population

Male population

Population density
(po/km2)

4.2. Demographic Structure: Data

DEMOGRAPHIC DATA (more recent data available)
Municipality/
other
territorial
figure

Population
between
0 and 19

Female
population
between
0 and 19

Population
between
20 and 64

National level
Local/regional
level

Statistical
source

Remarks/ relevant comments on maps and data:
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Female
population
between
20 and 64

Population
from
65
onwards

Female
population
from 65
onwards

4.3. Educational and training levels: Data
EDUCATIONAL LEVEL (more recent data available)
Municipality/
other territorial
figure

Population
with
university
education

% women
(university
education)

National level
Local/regional
level
Statistical source

Remarks/ relevant comments on data:
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Population
(vocational
training)

% women
(vocational
training)

Population
without
training or
studies

% women
(without
training or
studies)

4.4. Labour Market Data
Activity, employment and unemployment rates by sex
Municipality/ other territorial figure
Active population
Activity rates
Active workers
Unemployed workers
Statistical source
Remarks / Relevant Comments on Data
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Total

Men

Women

UNEMPLOYMENT RATE BY GENDER AND AGE (more recent data available)
Municipality/
other territorial
figure grouping
villages

unemployed
workers
(women < 30)

unemployed
workers
(women 3045)

National level
Local/Regional
level
Statistical source

Remarks / Relevant Comments on Data
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unemployed
unemployed unemployed
workers
workers
workers
(women > 45) (total women) (total men)

Data (absolute and relative) of unemployment by sex and level of studies
Municipality/
other territorial
figure

unemployed workers
Total

%

Illiterate
Primary education
Secondary
education
Post-secondary
education
University
education

Statistical source

Remarks / Relevant Comments on Data
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unemployed workersmen
Total

%

unemployed workers women
Total

%

5. Methodology of the study:
The bulk of the research is set around a methodology with a brief quantitative analysis and a
more carefully organized qualitative analysis.
In this sense, it has been considered that the most effective methodological strategy is one
that tries to approach the issue with a "bottom-up" approach; from the scenario closest to the
possible reality, not putting the emphasis on large institutions or agencies, but in the most
direct contact with women at risk of social exclusion that are the object of this study. That
is, through their social support and confidence networks. This has been made possible thanks
to the entities that participate in the project, since they are entities which train these
women, accompany them and advise them in their job search process, and directly on their
social insertion.
The qualitative research techniques have the virtue of offering a deep knowledge of the
reality of the object of study from a closer point of view, providing information and material
of analysis rich in nuances, in details, which can be very interesting for the conception and
global understanding of the object analyzed.
The following table presents the qualitative methodological techniques that have been
defined to cover all the specific objectives contained in the study.
Table 1: Objectives of qualitative techniques applied
Specific objectives of the study

Know the training and work experience
characteristics of the female population at risk
of social exclusion residing in the regions
participating in the WhomeN Project.

Qualitative methodological approach
*Documentary review of the studies, reports and
other statistics that exist about the training
needs of women at risk of social exclusion, and
specifically of their employment and training
situation in this regard.
*In-depth interviews with women at risk of social
exclusion:
-Immigrant women
- Refugee women
-Women older than 45 years

Know the training needs of women at risk of
social exclusion under study in each participating
country, in order to improve their chances of
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*In-depth interviews with women at risk of social
exclusion:

obtaining qualified jobs of higher quality

-Immigrant women
- Refugee women
-Women older than 45 years
*Local work group with these women

Guide experts and professionals in adult
education to develop training materials for the
female population at risk of social exclusion,
which
contributes
to
improving
their
opportunities to achieve qualified and quality
jobs.

*In-depth interviews with women at risk of social
exclusion:
-Immigrant women
- Refugee women
-Women older than 45 years
*Local work group with these women

The technical summary of the sample design is reflected as follows:
Table 2: Survey data sheet
Universe (Women participants-final indicators of
WhomeN project)

2190

Geographical scope

Participant countries at the study: Bulgaria,
Latvia, Germany, Italy, Spain, Romania,
Slovenia.

150 valid surveys ( 21 each country)
Size

7 work focus groups
Error

Without intention
significant results.

Type of survey:

Face-to-face self-administered

(Note: See Annex 1: Methodology O1)
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to

obtain

statistically

6. Survey template for interviews:
(Note: See Annex 3: see the appropriate questionnaire model for your target group
(Immigrant & refugee women or Women 45+)

A) Frequency tables of the survey (Immigrant and refugees women):
(For women over 45 go to page 32, block 4 is the same for both target groups)
BLOCK 1: socio-demographic characteristics
Q.1. In which municipality/ province/… do you live?
Table 3

Nº

%

Nº

%

Municipality < 50.000 inhabitants
Municipality > 50.000 inhabitants
Total

Q.2. What country are you from? (If applicable)
Table 4
Africa
America
Asia
Europe ( non EU)
EU
Others
N/A
Total
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Q.3. How old are you? (mark the appropriate with x)
Table 5

Nº

%

16 to 24 years old
25 to 34 years old
35 to 44 years old
45 to 54 years old
55 to 65 years old
Total

Q.4. Approximately, since when have you been living in (country)? (Mark the appropriate
with x)
Table 6

Nº

%

Nº

%

Less than 1 year
Between 1 and 3 years
Between 4 and 8 years
8 years or more
N/A
Total

Q.5. Living here, you have ____ (mark the appropriate with x)
Table 7
Only permit of residence
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Residence and work permit
Residence permit being processed
No permit
Others
N/A
Total

Q.6. Regarding your family situation, How many children do you have? How old are they?
(Mark the appropriate with x)
Table 8

Nº

%

0 to 3 years
3 to 6 years
6 to 12 years
12 to 16 years
16 to 18 years
More than 18 years
N/A
Total

Q.7. How many people do you live with? (Mark the appropriate with x)
Table 9
Partner/Husband/Wife
Children
Dependent people, in need of assistance
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Nº

%

Other people in charge
Living alone
Total

Q.8. Are you planning to have family members come and live with you here soon? (mark
the appropriate with x)
Table 10

Nº

%

Yes
No
Less than 3 years
Between 3 and 6 years
More than 6 years
N/A
Total

Q.9. Do you intend to stay in Country? (Mark the appropriate with x)
Table 11
Yes
No
Others, please give details
____________________________________
N/A
Total
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Nº

%

BLOCK 2: Education and Professional Qualifications
Q.10. What is the highest level of education you completed? (Mark the appropriate with x)
Table 12

Nº

%

No studies (can’t read or write)
Unfinished primary studies
Primary education
Secondary education
Vocational training (1 years/2 years)
University studies
Lifelong learning courses
Integration courses (provides by governments of host
country)
Others,please specify
____________________________________________________
Total

Q.11.
Table 13

How long did you study
at school?
How long did you
participate
at
a
Vocational Training?
How long did you study
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0 to 3
years

3 to 6
years

More than
6 years

Nº
courses

N/A

Nº

%

at university?
How many courses have
you received since your
arrival in the country
Total

Q.12. Has the qualification you obtained in your country been recognized here? (Mark the
appropriate with x)
Table 14

Nº

%

Yes
No
Reasons why
N/A
Total

Q.13. What is your employment situation now? (mark the appropriate with x)
Table 15
Working with permanent contract
Working in temporary employment
Working as self-employed
Helping with the family business
No contract
Unemployed
Student
Unfit for working/retired
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Nº

%

Housewife
Other

(Only for those currently in work)
Q.14. Would you like to change your job in the near future? (Mark the appropriate with x)
Table 16
Yes
No
Depends, please specify
____________________________________________________
If YES, why?
____________________________________________________
Total

Everyone:
Table 17
What was your last job?

What are your working experiences?

How long have you been working?
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Nº

%

Q.15.1.In which sector of activity are you working currently? (Mark the appropriate with x)
Table 18.1.
1.Business Management
2. Business and administration
3. Science, engineering
4. Information and communication
5. Technology
6. Teaching professionals
7.Health
8. Manufacturing industry (Metal, machinery, printing…)
9. Hotel, restaurant and catering
10. Transport, warehousing and communications
11. Social activities: personal services
12. Agriculture, farming, fishing
13. Education and childhood care
14. Nursing, care of dependent care
15. Clerk, sales and customer service
16. Handicrafts
17. Food processing
18. Office worker (secretary, accounting…)
19. Not working
20. Others, please specify
____________________________________________________
Total

24

Nº

%

Q.15.2. Where would you like to work in the future?
Table 18.2.
1.Business Management
2. Business and administration
3. Science, engineering
4. Information and communication
5. SocialTechnology
6. Teaching professionals
7.Health
8. Manufacturing industry (Metal, machinery, printing…)
9. Hotel, restaurant and catering
10. Transport, warehousing and communications
11. Social activities: personal services
12. Agriculture, farming, fishing
13. Education and childhood care
14. Nursing, care of dependent care
15. Clerk, sales and customer service
16. Handicrafts
17. Food processing
18. Office worker (secretary, accounting…)
19. Not working
20. Others, please specify
____________________________________________________
Total
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Nº

%

Q.16. Would you say that in relation to your education, the last job you had was…? (mark
the appropriate with x)
Table 19

Nº

%

Inferior to my qualifications
Appropriate to my qualifications
Superior to my qualifications
Others
____________________________________________________
Explain why
____________________________________________________
N/A
Total

Q.17. Have you had problems finding a job? (Mark the appropriate with x)
Table 20

Nº

%

Yes, always (go to Q.18)
Yes, sometimes (go to Q.18)
No, never (go to Q.19)
N/A (go to Q.19)
Total

Q.18. What do you think were the main reasons why you had difficulties getting a job?
Table 21
Lack of jobs
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Nº

%

Limited professional experience
My nationality
My gender
My age
My religion
Racial discrimination
Communication skills (please specify)
____________________________________________________
Insufficient or inadequate training
The long period of unemployment
IT skills
Problems in work and family life balance
My insecurity and communication problems shown in the
recruitment process
High levels of competencies required in the recruitment
process
The new job did not offer me security to leave the one I
had
I did not accept the job
Others (please specify)
___________________________________________________
Total

27

BLOCK 3: Training actions and perception of needs
Q.19. How far are you informed about
area/city/province? (Mark appropriate with x)

available

Table 22

training

courses

Nº

in

your

%

Good / Very good (go to Q.20)
Not very well (go to Q.21)
N/A
Total

Q.20. Are you interested in the offered courses? (Mark the appropriate with x)
Table 23

Nº

%

Yes
No
If not, please explain Why
____________________________________________________
N/A
Total

Q.21. Some workers enroll courses to improve their employment opportunities. In your
case, have you done any training courses to get a job or a better one?
Table 24
Yes (go to Q.22)
No (go to Q.23)
N/A
Total
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Nº

%

Q.22. Do you think that the courses you have done have helped you to get a job or a
better one?
Table 25

Nº

%

Nº

%

Yes (go to Q.24)
No (go to Q.23)
N/A (go to Q.24)
Total

Q.23. Why didn’t you do them? (mark the appropriate with x)
Table 26
Due to lack of information about courses
Because I don’t know the language
Timetable weren’t compatible with my work
I don’t think they are necessary
Because they aren’t appropriate to my needs
Because the travelling costs
Courses are too expensive
Other reasons, please specify
___________________________________________
Total
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Q.24. With a view to improve your employment opportunities in the future, in what areas
do you need to improve your knowledge or skills?
Table 27
Computer and Information technologies
Languages
Hotel business
Social services
Driver licenses
Cuisine
Management business
Commercial activities
Cleaning and housing
Childcare
Culture Knowledge
Integration
Education
Nursery
Health services
Public attention
Dressmaking and sewing
VET
Geriatrics
Nutrition
Psychology
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Nº

%

Make-up and hairdressing
Security
Others, please specify
______________________________________________

Q.25. Looking at the future, do you think it would be useful for you to do training courses
to get a job or a better one? (Mark the appropriate with x)
Table 28

Nº

%

Yes (go to Q.26)
No (go to following block)
N/A (go to following block)
Total

Q.26. Would you be willing to do a training course? (Mark the appropriate with x)
Table 29
Yes
No
N/A
Total

31

Nº

%

B) Frequency tables of the survey (Women 45+):
BLOCK 1: socio-demographic characteristics
Q.1. In which municipality/ province/… do you live?
Table 3

Nº

%

Nº

%

Municipality < 50.000 inhabitants
Municipality > 50.000 inhabitants
Total

Q.2. How old are you? (Mark the appropriate with x)
Table 4
45 to 50 years old
50 to 55 years old
55 to 60 years old
60 to 65 years old
More than 65 years old
Total

Q.3. Regarding your family situation, How many children do you have? How old are they?
(Mark the appropriate with x)
Table 5
0 to 3 years
3 to 6 years
6 to 12 years
12 to 16 years
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Nº

%

16 to 18 years
More than 18 years
N/A
Total

Q.4. How many people do you live with? (Mark the appropriate with x)
Table 6
Partner/Husband/Wife
Children
Dependent people, in need of assistance
Other people in charge
Living alone
Total

33

Nº

%

BLOCK 2: Education and Professional Qualifications
Q.5. What is the highest level of education you completed? (Mark the appropriate with x)
Table 7

Nº

%

No studies (can’t read or write)
Unfinished primary studies
Primary education
Secondary education
Vocational training (1 years/2 years)
University studies
Lifelong learning courses
Others,please specify
____________________________________________________
Total

Q.6.
Table 8

How long did you study
at school?
How

long

participate

did

you

at

a

Vocational Training?
How long did you study
at university?
How

many

courses

have you received in
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0 to 3

3 to 6

More than

Nº

years

years

6 years

courses

N/A

Nº

%

the last 5 years?
Total

Q.7. Have the qualifications you obtained in these courses been recognized by any official
process? (Mark the appropriate with x)
Table 9

Nº

%

Yes
No
Reasons why
N/A
Total

Q.8. What are your working experiences? How long have you been working (Mark the
appropriate with x)
Table 10

Nº

%

Working experiences, please specify sector of activity

Duration
N/A
Total

Q.9. What was your last employment? How long have you been working on your last job?
(Mark the appropriate with x)
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Table 11

Nº

%

Last position occupied (add as lines as necessary)

Date (less than 6 months)
Date (less than 1 year)
Date (from 1 to 3 years)
Date (from 3 to 6 years)
Date (from 6 to 9 years)
Date (from 9 to 12 years)
Date (more than 12 years)
N/A
Total

Q.10. What competences do you consider that you have acquired in your professional or
personal experience? (Mark the appropriate with x)
Table 12
Planning and time management
Oral and written communication
IT skills
Information management
Conflicts management
Decision management
Critical thinking
Team work
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Nº

%

Autonomous learning
Ability to adapt to new situations
Innovation and creativity
Initiative and entrepreneurship
Responsibility
Self-confidence
Other, please specify
____________________________________________________
N/A
Total

Q.11. What is your employment situation now? (Mark the appropriate with x)
Table 13
Working with permanent contract
Working in temporary employment
Working as self-employed
Helping with the family business
No contract
Unemployed
Student
Unfit for working/retired
Housewife
Other
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Nº

%

(Only for those currently in work)
Q.12. Would you like to change your job in the near future? (Mark the appropriate with x)
Table 14

Nº

%

Yes
No
Depends, please specify
____________________________________________________
If YES, why?
____________________________________________________
Total

Q.13.1.In which sector of activity are you working currently? (Mark the appropriate with x)
Table 15.1.
1.Business Management
2. Business and administration
3. Science, engineering
4. Information and communication
5. Technology
6. Teaching professionals
7.Health
8. Manufacturing industry (Metal, machinery, printing…)
9. Hotel, restaurant and catering
10. Transport, warehousing and communications
11. Social activities: personal services
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Nº

%

12. Agriculture, farming, fishing
13. Education and childhood care
14. Nursing, care of dependent care
15. Clerk, sales and customer service
16. Handicrafts
17. Food processing
18. Office worker (secretary, accounting…)
19. Not working
20. Others, please specify
____________________________________________________
Total

Q.13.2. Where would you like to work in the future?
Table 15.2.
1.Business Management
2. Business and administration
3. Science, engineering
4. Information and communication
5. Technology
6. Teaching professionals
7.Health
8. Manufacturing industry (Metal, machinery, printing…)
9. Hotel, restaurant and catering
10. Transport, warehousing and communications
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Nº

%

11. Social activities: personal services
12. Agriculture, farming, fishing
13. Education and childhood care
14. Nursing, care of dependent care
15. Clerk, sales and customer service
16. Handicrafts
17. Food processing
18. Office worker (secretary, accounting…)
19. Not working
20. Others, please specify
____________________________________________________
Total

Q.14. Would you say that in relation to your education, the last job you had was…? (mark
the appropriate with x)
Table 16
Inferior to my qualifications
Appropriate to my qualifications
Superior to my qualifications
Others
____________________________________________________
Explain why
____________________________________________________
N/A
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Nº

%

Total

Q.15. Currently, have you had problems finding a job? (Mark the appropriate with x)
Table 17

Nº

%

Yes, always (go to Q.16)
Yes, sometimes (go to Q.16)
No, never (go to Q.17)
N/A (go to Q.17)
Total

Q.16. What do you think were the main reasons why you had difficulties getting a job?
(Mark the appropriate with x, you can choose as option as necessary)
Table 18
Lack of jobs
Limited professional experience
My gender
My age
My long work experience was underestimated
Communication skills (please specify)
_______________________________________________
Insufficient or inadequate training
The long period of unemployment
IT skills
Problems in work and family life balance
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Nº

%

My insecurity and communication problems shown in the
recruitment process
High levels of competencies required in the recruitment
process
The new job did not offer me security to leave the one I
had
I did not accept the job
Others (please specify)
___________________________________________________
Total

Q.17. Would you say that in relation to your work experience, the last job you had was…?
(Mark the appropriate with x)
Table 19

Nº

%

Inferior to my experience
Appropriate to my work experience
Superior to my experience
Others, please specify
___________________________________________________

BLOCK 3: Training actions and perception of needs
Q.18. How far are you informed about available training courses to improve your
competences in your area/city/province? (Mark appropriate with x)
Table 20
Good / Very good (go to Q.19)
Not very well (go to Q.20)
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Nº

%

N/A
Total

Q.19. Are you interested in the offered courses? (Mark the appropriate with x)
Table 21

Nº

%

Yes
No
If not, please explain Why
____________________________________________________
N/A
Total

Q.20. Some workers enroll courses to improve their employment opportunities. In your
case, have you done any training courses to get a job or a better one?
Table 22

Nº

%

Yes (go to Q.21)
No (go to Q.22)
N/A
Total

Q.21. Do you think that the courses you have done have helped you to get a job or a
better one?
Table 23
Yes (go to Q.23)
No (go to Q.22)
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Nº

%

N/A (go to Q.23)
Total

Q.22. Why didn’t you do them? (mark the appropriate with x)
Table 24

Nº

%

Due to lack of information about courses
Because my communication was not going well
Timetable weren’t compatible with my work
I don’t think they are necessary
Because they aren’t appropriate to my needs
Because the travelling costs
Courses are too expensive
It is very difficult to study now for me
Other reasons, please specify
___________________________________________
Total

Q.23. In order to improve your employment opportunities in the future, in what areas do
you need training for competences or skills?
Table 25
Computer and Information technologies
Languages
Hotel business
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Nº

%

Social services
Driver licenses
Cuisine
Management business
Commercial activities
Cleaning and housing
Childcare
Culture Knowledge
Integration
Education
Nursery
Health services
Public attention
Dressmaking and sewing
VET
Geriatrics
Nutrition
Psychology
Make-up and hairdressing
Security
Others, please specify
______________________________________________

Q.24. Looking at the future, do you think it would be useful for you to do training courses
to get a job or a better one? (Mark the appropriate with x)
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Table 26

Nº

%

Yes (go to Q.25 and 26)
No (go to following block)
N/A (go to following block)
Total

Q.25. Would you be willing to do a training course? (Mark the appropriate with x)
Table 27

Nº

%

Yes
No
N/A
Total

Q.26. Wat is your main motivation to continue training? (Mark the appropriate with x)
Table 28
Get a job
Improve my qualifications and skills
Occupy my free time
Socialize with other people
Others, please specify
___________________________________________________
N/A
Total
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Nº

%

BLOCK 4: Evaluation of soft skills
Now we are going to offer you a series of transversal competences, in which you can
self-evaluate:(Rate from 1 to 4, 1 being the lowest and 4 the highest)

Table 29/30. Transversal competences and soft skills

Rates
1

1.Flexibility-Adaptability
You have a high capacity to face innovative situations
You see the changes in the work environment as an opportunity to
improve your career
You look for effective solutions and work hard in unexpected
situations

2. Responsibility
I always do the work according to the indications received I am
responsible in executing my work
I ask questions about imprecise orders
I am involved in the execution of my work, according to the
requests.

3. Team work
I ask for help to my colleagues and people responsible of my work.
Equally I support other team members.
I have an understanding that teamwork involves individuals cooperating and collaborating to maximise outcomes in achieving a
shared goal.
I try hard to keep up the group's energy level and relations between
us are harmonious
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2

3

Nº
4

%

4. Customer service
I am able to understand the needs and attend difficulties of clients
with optimism.
I welcome suggestions for improvements from customers.
I am able to build a trusting relationship with the customer

5. Quality at work
I constantly make efforts to improve at my work
I always do my job promptly and on time
I participate with required effort and initiative to achieve the
smallest details of quality

6. Frustration tolerance
I am able to face adverse situations and work under stressful
situations and solve them
I do not give up if I do not get the desired result
When something is not going well, I know how to speak, to act, to
decide.

7. Negotiation and conflict resolution
I dialog with my colleagues to solve problems or disagreements
when necessary
I know how to express my opinions in a positive and unaggressive
way
When faced conflictive situations at work, I seek, when possible, to
reach satisfactory agreements for all parties
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8. Organization
I have a clear vision of the tasks that I must do in my job
I can perform the tasks that have been entrusted to me without
always depending on the instructions of others
I am able to organize all the steps of the work adjusting them to
last-minute needs or problems

9. Achievement orientation
I create favorable environment to stimulate the continuous
improvement of the work
I can determine the periods, tasks, responsibilities and resources
required to achieve the improvement goals identified.
I can measure the results of improvement against the expected
performance indicators and I can identify the causes of variations as
well.

10. Autonomous learning
I know my strengths and weaknesses in learning.
I adapt my timetable and the necessary effort, to improve my
training.
I identify my learning needs and plan actions to fulfil them.

11. Communication
I communicate well orally, I know how to identify the most
important information in the message
I am a very good listener
I formulate the necessary questions to obtain feedback
I know how to express my ideas in a concise and clear way
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12. Digital competence and information processing
I know how to use the most common computer tools (word
processor, email, etc.)
I am able to use social media to promote the results of my work.
I am able to select the information I receive on the network: I can
identify the actors that can positively or negatively contribute to
construct my digital identity.

13. Mathematical thinking
I understand numbers and measurements and I have the ability to
use them in a wide variety of contexts.
I use numerical calculation in order to solve problems at work and
in daily life

14. Social and civic competence
I know my rights and duties and respect those of others
I am willing to overcome stereotypes and prejudices, to live in an
inclusive society

I have interest and I help solve problems that affect the local
community or globally

15. Autonomy and personal initiative
I challenge traditional assumptions about how things are done,
experimenting to make things better whenever possible.

I have the ability to transform ideas into activities

50

16. Self-effectiveness and time management
I know how to prioritize my tasks in order of importance
When an unexpected problem arises, I know how to modify the
tasks according to the necessary time
I can adjust my tasks to my schedule, without the need to spend
extra time

17. Job searching
I know what are the channels to find employment (self-candidature,
networking, specialized websites, employment agencies, etc.)
I know how to make my CV and adapt it, at different job offers
In planning job search, I follow a coherent and orderly procedure: I
look for companies, seeking offers that fit my job goal, I reject
inadequate offers, I follow the offers and participate in selection
processes.
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7. LOCAL WORK GROUP
7.1. Focus group
One local work group with women at risk of social exclusion belong to the specific target
group chosen by each partner will be organized in each partner territory. There is flexibility for all
partners to choose the most appropriate profiles for the meeting.
Below there are some recommendations:
TARGET GROUPS
1.
2.
3.
4.
5.
6.

Active women participating in training courses of the entity.
Women belonging to women's associations
Employed women
Unemployed women
Trained Women
Women with no experience in training
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7.2. Common process and script
A local work (focus) group is a form of qualitative research in which a group of people are
asked about their perceptions, opinions, beliefs and attitudes towards a specific topic and whose
conclusions are supposed to represent the opinion of a representative part of the society.

The following script can be used in the focus group celebrated as example:
PARTICIPANTS:

Limited number of participants (no more than 15) + a moderator + an
observer

TIMETABLE:

1 hour and a half (max.)

OBJECTIVES:

 To gather information concerning perceptions, attitudes, feelings,
beliefs, experiences end expectations of women at risk of social
exclusion concerning difficulties in searching employment.
 To detect training and educational needs of those women and their
difficulties to recognize work experience and training in a formal
way.
 To identify transversal and soft skills with the potential to be
developed in training courses itineraries.
1. Selection of participants: profiles’ suggestion provided.
2. Contact with participants via telephone and via email as well; both

PHASES
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phone call and email will be managed by WhomeN partner at each
territory; emphasis will be put in both cases in brief explanation of
the project and need and importance of the addressee participation;
3. Logistic organization of focus groups: room, moderator, observer,
recording...
4. Fulfill the questionnaire (Block 4, SOFT SKILLS) (30 minutes max.)
5. Celebration of the debate. (1 Hour)

0. INTRO: Introduction of participants, their names and roles.
Summary of WhomeN project and objectives.
1. How would you describe, in few words, the overall situation of
Training for you or for women like you in our territory?
2. What is your perception about the offer of training courses in the
territory? Do they help to improve your opportunities in
employment? Is that offer enough?
INTRO AND
QUESTIONS TO
BE DISCUSSED

3. What do you consider the priority themes that could cover your
current training needs?
4. What are, in your opinion, the main obstacles that hinder access to
training - regulated, occupational and / or lifelong learning - in our
country?
5. What alternative solutions do you envisage to support the channels
of recognition of the previous training experience, as well as the
capacities acquired during your employment period?
6. Specific necessities of ___ women in both educational and training
fields.
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7.3. Common template to systematize meeting’s conclusions

PARTNER:
DATE:
PLACE:
Name + Surname

PARTICIPANTS
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Profile / Description

DESCRIPTION OF THE OVERALL FEMALE TRAINING AND EMPLOYMENT SITUATION
IN THE TERRITORY AS PERCEIVED BY PARTICIPANTS

CURRENT PROBLEMS AND ENVISAGED SOLUTIONS

PRIORITY THEMES THAT COULD COVER CURRENT TRAINING NEEDS OF WOMEN AT
SOCIAL EXCLUSION IN ___

MAIN OBSTACLES THAT HINDER ACCESS TO TRAINING - REGULATED,
OCCUPATIONAL AND / OR LIFELONG LEARNING - IN OUR COUNTRY

ALTERNATIVE SOLUTIONS TO SUPPORT THE CHANNELS OF RECOGNITION OF THE
PREVIOUS FORMATIVE AND LABOUR EXPERIENCE

OTHER RELEVANT ISSUES STATED

(3 sheets MAXIMUM)
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8. SWOT Analysis

STRENGTHS

WEAKNESSES

OPPORTUNITIES

THREATS

In the short run
In the medium term
In the long term

(1 sheet MAXIMUM)
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Note: This is a first questionnaire model, after review, and preparation of the final
questionnaire, it will be prepared with the final format for printing).

QUESTIONNAIRE:
Good morning/afternoon. (NAME OF THE ENTITY PARTNER) is investigating the training needs
of women at risk of social exclusion within WhomeN project, co-funded by the Erasmus+
Programme of the European Union in (PARTNER COUNTRY). The objective of this study is to
offer new opportunities and competences to adult women at risk of social exclusion to
improve their qualifications and thus their levels of employability and integration into the
society, mainly through innovative methodologies of recognition of skills and competences
that include transversal and soft skills. We would be very grateful if you would help us by
answering a few questions. Any information you give us will be anonymous and confidential.
Would you like to help?

BLOCK 1: socio-demographic characteristics
Nº._________
Q.1. In which municipal district/ province/ region do you live?
_________________________________________________________________________
Q.2. What country are you from?
_________________________________________________________________________
Q.3. How old are you? (Mark the appropriate with x)
16
25
35
45
55

to
to
to
to
to

24
34
44
54
65

years
years
years
years
years

old
old
old
old
old

Q.4. Approximately, since when have you been living in (country)? (Indicate month and year)
Month
Year
Q.5. Living here, you have ____ (mark the appropriate with X
Only permit of residence
Residence and work permit
Residence permit being processed
No permit
Others
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Q.6. Regarding your family situation, how many children do you have? How old are they?
(Mark the appropriate with x)
Number of children
Indicate their age
Q.7. How many people do you live with? (Mark the appropriate with x)
Partner/Husband/wife
Children
Dependent people, in need of assistance
Other people in charge
Living alone
Q.8. Are you planning to have family members come and live with you here soon? (Mark the
appropriate with x)
Yes
No
When?
Q.9. Do you intend to stay in Country? (Mark the appropriate with x)
Yes
No
Others, please give details
____________________________________
N/A
BLOCK 2: Education and Professional Qualifications
Q.10. What is the highest level of education you completed? (Mark the appropriate with x)
No studies (can’t read or write)
Unfinished primary studies
Primary education
Secondary education
Vocational training (1 years/2 years)
University studies
Lifelong learning courses
Integration courses ( provided by governments of host
country)
Others, please specify
_______________________________________________
Q.11.
How long did you study at school?
How long did you participate at a vocational
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training?
How long did you study at university?
How many courses have you received since
your arrival in the country?
Q.12. Has the qualification you obtained in your country been recognized here? (Mark the
appropriate with x)
Yes
No, please explain why
______________________________________________
N/A
Q.13. What is your employment situation now? (Mark the appropriate with x)
Working with permanent contract
Working in temporary employment
Working as self-employed
Helping with the family business
No contract
Unemployed
Student
Unfit for working/retired
Housewife
Other
(Only for those currently in work)
Q.14. Would you like to change your job in the near future? (Mark the appropriate with x)
Yes
No
Depends, please specify
______________________________________________
If YES, why?______________________________________________________________________
Everyone:
What was your last employment?_________________________________________________
What are your working experiences?________________________________________________
How long have you been working?____________________________________________________
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Q.15. In which sector of activity are you working actually?
Where would you like to work in the future? (Mark the appropriate with x)

Current

Future

1. Business Management
2. Business and administration
3. Science, engineering
4. Information and communication
5. Technology
6. Teaching professionals
7. Health
8. Manufacturing industry (Metal, machinery,
printing,…)
9. Hotel, restaurant and catering
10. Transport, warehousing and communications
11. Social activities: personal services
12. Agriculture, farming, fishing
13.Education and childhood care
14. Nursing, care of dependent people
15. Clerk, Sales and customer service
16. Handicrafts
17. Food processing
18. Office worker (secretary, accounting…)
19. Not working
20. Others, please specify
______________________________________________
Q.16. Would you say that in relation to your education, the last job you had was…? (Mark the
appropriate with x)
Inferior to my qualifications
Appropriate to my qualifications
Superior to my qualifications
Others____________________________________
Explain why
_______________________________________________
Q.17. Have you had problems finding a job? (Mark the appropriate with x)
Yes, always (go to Q.18)
Yes, sometimes (go to Q.18)
No, never (go to Q.19)
N/A (go to Q.19)
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Q.18. What do you think were the main reasons why you had difficulties getting a job? (Mark
the appropriate with x, you can choose as option as necessary)
Lack of jobs

Yes

No

Why

Limited professional experience
My nationality
My gender
My age
My religion
Racial discrimination
Communication skills (please specify)
_______________________________________________
Insufficient or inadequate training
The long period of unemployment
IT Skills
Problems in work and family life balance
My insecurity and communication problems shown in
the recruitment process
High levels of competencies required in the
recruitment process
The new job did not offer me security to leave the
one I had
I did not accept the job
Other (please specify)
_______________________________________________
BLOCK 3: Training actions and perception of needs
Q.19. How far are you informed about available training courses in your area/city/province?
(Mark the appropriate with x)
Good/ Very good (go to Q.20)
Not (go to Q.21)
N/A
Q.20. Are you interested in the offered courses? (Mark the appropriate with x)
Yes
No
If not, please explain why
___________________________________________
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Q.21. Some workers enroll in courses to improve their employment opportunities. In your
case, have you done any training courses to get a job or a better one?
Yes (go to Q.22)
No (go to Q.23)
N/A
Q.22. Do you think that the courses you have done have helped you to get a job or a better
one?
Yes (go to Q.24)
No (go to Q.23)
N/A (go to Q.24)
Q.23. Why didn’t you do them? (Mark the appropriate with x)
Due to lack of information about courses
Because I don’t know the language
Timetable weren’t compatible with my work
I don’t think they are necessary
Because they aren’t appropriate to my needs
Because the travelling costs
Courses are too expensive
Other reasons, please specify
___________________________________________
Q.24. In order to improve your employment opportunities in the future, in what areas do you
need training for competences or skills?
1. _______________________________________________________________________
2. _______________________________________________________________________
3. _______________________________________________________________________

Q.25. Looking at the future, do you think it would be useful for you to do training courses to
get a job or a better one? (Mark the appropriate with x)
Yes (go to Q.26)
No (go to following block)
N/A (go to following block)
Q.26. Would you be willing to do a training course? (mark the appropriate with x)
Yes
No
N/A
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QUESTIONNAIRE:
Good morning/afternoon. (NAME OF THE ENTITY PARTNER) is investigating the
training needs of women at risk of social exclusion within WhomeN project, cofunded by the Erasmus+ Programme of the European Union in (PARTNER
COUNTRY). The objective of this study is to offer new opportunities and
competences to adult women at risk of social exclusion to improve their
qualifications and thus their levels of employability and integration into the society,
mainly through innovative methodologies of recognition of skills and competences
that include transversal and soft skills. We would be very grateful if you would help
us by answering a few questions. Any information you give us will be anonymous
and confidential. Would you like to help?

BLOCK 4: Evaluation of soft skills
We are going to offer you a series of transversal competences and soft skills, in
which you can self-evaluate: (Rate from 1 to 4, 1 being the lowest and 4 the
highest)
Transversal competences and soft skills
1

Rates
2
3

4

1.Flexibility-Adaptability
You have a high capacity to face innovative situations
You see the changes in the work environment as an
opportunity to improve your career
You look for effective solutions and work hard in
unexpected situations
2. Responsibility
I always do the work according to the indications
received I am responsible in executing my work
I ask questions about imprecise orders
I am involved in the execution of my work, according
to the requests.
3. Team work
I ask for help to my colleagues and people responsible
of my work. Equally I support other team members.
I have an understanding that teamwork involves
individuals co-operating and collaborating to
maximise outcomes in achieving a shared goal.
I try hard to keep up the group's energy level and
relations between us are harmonious
4. Customer service
I am able to understand the needs and attend
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difficulties of clients with optimism.
I welcome suggestions for improvements from
customers.
I am able to build a trusting relationship with the
customer
5. Quality at work
I constantly make efforts to improve at my work
I always do my job promptly and on time
I participate with required effort and initiative to
achieve the smallest details of quality
6. Frustration tolerance
I am able to face adverse situations and work under
stressful situations and solve them
I do not give up if I do not get the desired result
When something is not going well, I know how to
speak, to act, to decide.
7. Negotiation and conflict resolution
I dialog with my colleagues to solve problems or
disagreements when necessary
I know how to express my opinions in a positive and
unaggressive way
When faced conflictive situations at work, I seek, when
possible, to reach satisfactory agreements for all
parties
8. Organization
I have a clear vision of the tasks that I must do in my
job
I can perform the tasks that have been entrusted to
me without always depending on the instructions of
others
I am able to organize all the steps of the work
adjusting them to last-minute needs or problems
9. Achievement orientation
I create favorable environment to stimulate the
continuous improvement of the work
I can determine the periods, tasks, responsibilities and
resources required to achieve the improvement goals
identified.
I can measure the results of improvement against the
expected performance indicators and I can identify
the causes of variations as well.
10. Autonomous learning
I know my strengths and weaknesses in learning.
I adapt my timetable and the necessary effort, to
improve my training.
I identify my learning needs and plan actions to fulfil
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them.
11. Communication
I communicate well orally, I know how to identify the
most important information in the message
I am a very good listener
I formulate the necessary questions to obtain
feedback
I know how to express my ideas in a concise and clear
way
12. Digital competence and information processing
I know how to use the most common computer tools
(word processor, email, etc.)
I am able to use social media to promote the results
of my work.
I am able to select the information I receive on the
network: I can identify the actors that can positively or
negatively contribute to construct my digital identity.
13. Mathematical thinking
I understand numbers and measurements and I have
the ability to use them in a wide variety of contexts.
I use numerical calculation in order to solve problems
at work and in daily life
14. Social and civic competence
I know my rights and duties and respect those of
others
I am willing to overcome stereotypes and prejudices,
to live in an inclusive society
I have interest and I help solve problems that affect
the local community or globally
15. Autonomy and personal initiative
I challenge traditional assumptions about how things
are done, experimenting to make things better
whenever possible.
I have the ability to transform ideas into activities
16. Self-effectiveness and time management
I know how to prioritize my tasks in order of
importance
When an unexpected problem arises, I know how to
modify the tasks according to the necessary time
I can adjust my tasks to my schedule, without the
need to spend extra time
17. Job searching
I know what are the channels to find employment
(self-candidature, networking, specialized websites,
employment agencies, etc.)
I know how to make my CV and adapt it, at different
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job offers
In planning job search, I follow a coherent and orderly
procedure: I look for companies, seeking offers that fit
my job goal, I reject inadequate offers, I follow the
offers and participate in selection processes.
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QUESTIONNAIRE:
Good morning/afternoon. (NAME OF THE ENTITY PARTNER) is investigating the
training needs of women at risk of social exclusion within WhomeN project, cofunded by the Erasmus+ Programme of the European Union in (PARTNER
COUNTRY). The objective of this study is to offer new opportunities and
competences to adult women at risk of social exclusion to improve their
qualifications and thus their levels of employability and integration into the society,
mainly through innovative methodologies of recognition of skills and competences
that include transversal and soft skills. We would be very grateful if you would help
us by answering a few questions. Any information you give us will be anonymous
and confidential. Would you like to help?

BLOCK 1: socio-demographic characteristics
Nº._________
Q.1. In which municipal district/ province/ region do you live?
_________________________________________________________________________
Q.2. How old are you? (Mark the appropriate with x)
45 to 50 years old
50 to 55 years old
55 to 60 years old
60 to 65 years old
More than 65 years

Q.3. Regarding your family situation, how many children do you have? How old are they?
(Mark the appropriate with x)
Number of children
Indicate their age
Q.4. How many people do you live with? (Mark the appropriate with x)
Partner/Husband/wife
Children
Dependent people, in need of assistance
Other people in charge
Living alone
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BLOCK 2: Education and Professional Qualifications
Q.5. What is the highest level of education you completed? (Mark the appropriate with x)
No studies (can’t read or write)
Unfinished primary studies
Primary education
Secondary education
Vocational training (1 years/2 years)
University studies
Lifelong learning courses
Others, please specify
_______________________________________________

Q.6.
How long did you study at school?
How long did you participate at a vocational
training?
How long did you study at university?
How many courses have you in the last 5 years?

Q.7. Have the qualifications you obtained in these courses been recognized by any official
process? (Mark the appropriate with x)
Yes
No, please explain why
______________________________________________________
N/A
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Q.8. What are your working experiences? How long have you been working?
Working experiences, please specify sector
of activity
Duration

Q.9. What was your last employment? How long have you been working on your last job?
Last position occupied
Date (month and year)
Duration

Q.10. What competences do you consider that you have acquired in your professional or
personal experience? (Mark the appropriate with x)
Planning and time management
Oral and written communication
IT skills
Information Management
Conflicts management
Decision management
Critical Thinking
Team work
Autonomous learning
Ability to adapt to new situations
Innovation and creativity
Initiative and entrepreneurship
Responsibility
Self-confidence
Other, please specify
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Q.11. What is your employment situation now? (Mark the appropriate with x)
Working with permanent contract
Working in temporary employment
Working as self-employed
Helping with the family business
No contract
Unemployed
Student
Unfit for working/retired
Housewife
Other

Q.12. Would you like to change your job in the near future? (Mark the appropriate with x)
(Only for those currently in work)
Yes, please specify why
_____________________________________________________
No
Depends, please specify
______________________________________________

Q.13. In which sector of activity are you working actually?
Where would you like to work in the future? (Mark the appropriate with x)
Current

Future

1. Business Management
2. Business and administration
3. Science, engineering
4. Information and communication
5. Technology
6. Teaching professionals
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7. Health
8. Manufacturing industry (Metal, machinery,
printing…)
9. Hotel, restaurant and catering
10. Transport, warehousing and communications
11. Social activities: personal services
12. Agriculture, farming, fishing
13.Education and childhood care
14. Nursing, care of dependent people
15. Clerk, Sales and customer service
16. Handicrafts
17. Food processing
18. Office worker (secretary, accounting…)
19. Not working
20. Others, please specify
______________________________________________
Q.14. Would you say that in relation to your education, the last job you had was…? (Mark the
appropriate with x)
Inferior to my qualifications
Appropriate to my qualifications
Superior to my qualifications
Others____________________________________
Explain why
_______________________________________________
Q.15. Currently, have you had problems finding a job? (Mark the appropriate with x)
Yes, always (go to Q.16)
Yes, sometimes (go to Q.16)
No, never (go to Q.17)
N/A (go to Q.17)
Q.16. What do you think were the main reasons why you had difficulties getting a job? (Mark
the appropriate with x, you can choose as option as necessary)
Yes

No

Why

Lack of jobs
Limited professional experience
My gender
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My age
My long work experience was underestimed
Communication skills (please specify)
_______________________________________________
Insufficient or inadequate training
The long period of unemployment
IT Skills
Problems in work and family life balance
My insecurity and communication problems shown in
the recruitment process
High levels of competencies required in the
recruitment process
The new job did not offer me security to leave the one
I had.
I did not accept the job
Other (please specify)
_______________________________________________
Q.17. Would you say that in relation to your work experience, the last job you had was…?
(Mark the appropriate with x)
Inferior to my experience
Appropriate to my work experience
Superior to my experience
Others, please specify
_______________________________________________________
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BLOCK 3: Training actions and perception of needs
Q.18. How far are you informed about available training courses to improve your
competences in your area/city/province? (Mark the appropriate with x)
Good/ Very good (go to Q.19)
Not well (go to Q.20)
N/A
Q.19. Are you interested in the offered courses? (Mark the appropriate with x)
Yes
No
If not, please explain why
______________________________________________________
Q.20. Some workers enroll in courses to improve their employment opportunities. In your
case, have you done any training courses to get a job or a better one?
Yes (go to Q.21)
No (go to Q.22)
N/A
Q.21. Do you think that the courses you have done have helped you to get a job or a better
one?
Yes (go to Q.23)
No (go to Q.22)
N/A (go to Q.23)
Q.22. Why didn’t you do them? (Mark the appropriate with x)
Due to lack of information about courses
Because my communication was not going well
Timetable weren’t compatible with my work
I don’t think they are necessary
Because they aren’t appropriate to my needs
Because the travelling costs
Courses are too expensive
It is very difficult to study now for me
Other reasons, please specify
________________________________________________________________
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Q.23. In order to improve your employment opportunities in the future, in what areas do
you need training for competences or skills?
1. ____________________________________________________________________________________________
2. ____________________________________________________________________________________________
3. ____________________________________________________________________________________________

Q.24. Looking at the future, do you think it would be useful for you to do training courses to
get a job or a better one? (Mark the appropriate with x)
Yes (go to Q.25 and 26)
No (go to following block)
N/A (go to following block)
Q.25. Would you be willing to do a training course? (Mark the appropriate with x)
Yes
No
N/A
Q.26. What is your main motivation to continue training? (Mark the appropriate with x)
Get a job
Improve my qualifications and skills
Occupy my free time
Socialize with other people
Others, please specify
______________________________________________________

8

BLOCK 4: Evaluation of soft skills
Now we are going to offer you a series of transversal competences and soft skills, in
which you can self-evaluate: (Rate from 1 to 4, 1 being the lowest and 4 the highest)
Transversal competences and soft skills
1

Rates
2
3

4

1.Flexibility-Adaptability
You have a high capacity to face innovative situations
You see the changes in the work environment as an
opportunity to improve your career
You look for effective solutions and work hard in
unexpected situations
2. Responsibility
I always do the work according to the indications
received I am responsible in executing my work
I ask questions about imprecise orders
I am involved in the execution of my work, according
to the requests.
3. Team work
I ask for help to my colleagues and people responsible
of my work. Equally I support other team members.
I have an understanding that teamwork involves
individuals co-operating and collaborating to
maximise outcomes in achieving a shared goal.
I try hard to keep up the group's energy level and
relations between us are harmonious
4. Customer service
I am able to understand the needs and attend
difficulties of clients with optimism.
I welcome suggestions for improvements from
customers.
I am able to build a trusting relationship with the
customer
5. Quality at work
I constantly make efforts to improve at my work
I always do my job promptly and on time
I participate with required effort and initiative to
achieve the smallest details of quality
6. Frustration tolerance
I am able to face adverse situations and work under
stressful situations and solve them
I do not give up if I do not get the desired result
When something is not going well, I know how to
speak, to act, to decide.
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7. Negotiation and conflict resolution
I dialog with my colleagues to solve problems or
disagreements when necessary
I know how to express my opinions in a positive and
unaggressive way
When faced conflictive situations at work, I seek, when
possible, to reach satisfactory agreements for all
parties
8. Organization
I have a clear vision of the tasks that I must do in my
job
I can perform the tasks that have been entrusted to
me without always depending on the instructions of
others
I am able to organize all the steps of the work
adjusting them to last-minute needs or problems
9. Achievement orientation
I create favorable environment to stimulate the
continuous improvement of the work
I can determine the periods, tasks, responsibilities and
resources required to achieve the improvement goals
identified.
I can measure the results of improvement against the
expected performance indicators and I can identify
the causes of variations as well.
10. Autonomous learning
I know my strengths and weaknesses in learning.
I adapt my timetable and the necessary effort, to
improve my training.
I identify my learning needs and plan actions to fulfil
them.
11. Communication
I communicate well orally, I know how to identify the
most important information in the message
I am a very good listener
I formulate the necessary questions to obtain
feedback
I know how to express my ideas in a concise and clear
way
12. Digital competence and information processing
I know how to use the most common computer tools
(word processor, email, etc.)
I am able to use social media to promote the results
of my work.

1

2

3

4
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I am able to select the information I receive on the
network: I can identify the actors that can positively or
negatively contribute to construct my digital identity.
13. Mathematical thinking
I understand numbers and measurements and I have
the ability to use them in a wide variety of contexts.
I use numerical calculation in order to solve problems
at work and in daily life
14. Social and civic competence
I know my rights and duties and respect those of
others
I am willing to overcome stereotypes and prejudices,
to live in an inclusive society
I have interest and I help solve problems that affect
the local community or globally
15. Autonomy and personal initiative
I challenge traditional assumptions about how things
are done, experimenting to make things better
whenever possible.
I have the ability to transform ideas into activities
16. Self-effectiveness and time management
I know how to prioritize my tasks in order of
importance
When an unexpected problem arises, I know how to
modify the tasks according to the necessary time
I can adjust my tasks to my schedule, without the
need to spend extra time
17. Job searching
I know what are the channels to find employment
(self-candidature, networking, specialized websites,
employment agencies, etc.)
I know how to make my CV and adapt it, at different
job offers
In planning job search, I follow a coherent and orderly
procedure: I look for companies, seeking offers that fit
my job goal, I reject inadequate offers, I follow the
offers and participate in selection processes.

1

2

3

4
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