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Action 2.2 “Monitoring in companies that have already placed disadvantaged people” is part of MacroPhase 2 of the Equal Project II Phase “S.O.LE. – Sustainable employment strategies”, which aims to test innovative intervention methods geared towards enhancing long-term sustainability for the employment placement of disadvantaged people, thus providing the conditions for an effective integration of these people into society. 

More specifically, S.O.LE. aims to identify the most suitable tools and methods to:

· enable global care of the disadvantaged person through a shared path that aims to promote autonomy, and, 

· provide the company, be it public or private, with the best conditions for it to implement social inclusion processes for disadvantaged people. 

Action 2.2 started in September 2005 and finished in November 2005; it ran parallel to Action 2.1 “Recognition of good practice” because these two actions were devised as synergic and as a foundation for the development of the intervention model that was envisaged for subsequent actions and then inspected during MacroPhase 3 “Experimentation”.

Action 2.1 conducted a bibliographic research into good practice. It encompassed an analysis of the current bibliography, a study of what had already been carried out by previous local and European projects, as well as an examination of the procedures and tools previously used by the local organisations that deal with the employment placement of disadvantaged people at different levels. 

Action 2.2 carried out a research-action plan that aimed to provide a deeper, “immediate” and direct insight, i.e. unfiltered by schemes and interpretative models, into the analysis of the complex problems behind the social-employment placement of people from disadvantaged backgrounds.

A Work Group was set up to achieve this aim. The Work Group comprised mediators from the Servizi di Integrazione Lavorativa (SIL) [Employment Integration Services], the Servizi per l’Impiego [Employment Services] of the Province of Padua, social cooperatives and training organisations, which had been appointed to train job coaches and company tutors. The group planned the research, which took the shape of monitoring in the provinces of Padua and Venice (territories within the S.O.LE. project). Also involved were:

· companies who have already tested the placement of disadvantaged people in-house; 

· social cooperatives;

· the Servizi di Integrazione Lavorativa  (SIL) of the ULSS [Local Health Authority].

This research was carried out to enable those directly involved in the placement of disadvantaged people in companies to voice their opinions so that everybody involved could hear each individual experience.

Monitoring was conducted by interviewing a number of privileged witnesses in order to highlight the strengths and weaknesses of these experiences and to identify both good practice and criticisms of this process. This monitoring was seen as an outlet through which to share and compare the problems each company encountered as well as those detected by the job coaches and tutors in the employment placement of disadvantaged people.

Another main aim was to listen to the companies in order to verify what really happened during the placement and to understand their experience of this process and what difficulties they encountered.

The following were conducted:

· 1 semi-structured group interview, which involved 4 companies representatives, 1 social cooperative representative and 3 specially-trained SIL operators; 

· 5 interviews with 4 companies representatives, 1 social cooperative representative and 3 specially-trained SIL operators.

The interviews were recorded and then transcribed to provide more complete and reliable material with which to work. 

The information gathered was then analysed by the members of Work Group 2, which revealed major, invaluable data that will lead to a greater understanding of the main points of employing disadvantaged people in companies.

The  strengths and the successes that came to light during the interviews were as follows: 

1) The opportunity for the company to use a training period or an employment grant so that they had time to get to know the prospective employee. 

Companies highlighted the importance of having a longer training and mutual introduction period included within the trial period stipulated by the contracts. Importance was also given to establishing duration and implementation flexibly. Indeed flexibility was considered by all to be an indispensable feature that should be applied both to the use of tools, such as work experience, and to the entire employment cycle.

2) The contribution of a mediation service to the process of employing disadvantaged people. All the companies were extremely clear in reiterating the fundamental importance of being accompanied in this process by a competent mediator who explained how they could fulfil their placement obligations and who accompanied them throughout the process: "the fact of having someone who comes to you, someone you can talk with and discuss various problems, someone who wants to know and understand your needs, is extremely important”. 

Furthermore, as the mediators already know the disadvantaged people, their problems and their potential, they will be able to make an initial assessment to determine whether a person is suited to a specific working environment. It is fundamental to create a trusting relationship between the company and the mediators who are dealing with the placement as it enables the process to run more smoothly. It is also recommended that the mediator visits the company in order to get to know its organisational structure, to see in person the environment and the departments where the disadvantaged person may be working in order to get a tangible, realistic idea of the duties that the person could be responsible for within the workplace. It is also recommended that the company and the mediator work closely and that they install a relationship based on constant cooperation. As soon as people are placed, also when they are employed officially, the relationship with the mediator does not end there, quite the opposite. The company needs psychological support to deal with the discomfort that new employees feel (moments of crisis) or for practical matters that regard them (motorcycle licence, etc.). It is very important that the mediator is on hand to follow all the processes of change. However, it is company colleagues or collaborators who will notice any changes as they work alongside the disadvantaged person, even though they will not know how to intervene. The company “lives with the person” and may notice any discomfort or malaise, which is very often not made explicit. If companies inform the mediators of these signs as soon as they come to light, the latter can intervene, help the person and ensure that the process proceeds smoothly.

In the cases in which the working relationship between the company and the service functions and lasts long-term, the mediator is seen as “one of the family”. In effect, research has shown that the placements which last long-term and produce good results are the ones where the mediator – company – disadvantaged person triangle “functions better”.

3) Placement of a disadvantaged person “functions better” when it meets a company need in a specific area, i.e. when the company employs the person for a department that is short of personnel. 

The best strategy is to combine the needs of the company with those of the person. A positive overlap, a sort of “marriage of convenience”, between the employer’s needs and those of the disadvantaged person has to be created. In this way, disadvantaged people are the first to feel useful; they feel professionally fulfilled and are not doing boring, collateral, useless or repetitive tasks, but feel part of a team and work with colleagues.

4) The companies are willing to adapt several features of their organisation so as not to create further problems for the disadvantaged person. For instance, office hours could be changed in order to create an ad hoc shift for that person, the lunch break could be extended or, where possible, machine production times could be changed. The companies try to understand and meet the needs of the beneficiaries. 

5) In order to deal with the difficulties of organising work around the fact that disabled people, especially ones with physical disabilities, have a high rate of sick leave, some companies have adopted a strategy that creates compensation mechanisms. They have chosen not to install full-time work relations with disadvantaged people, but to employ them part-time. Although at first glance this choice may seem discriminatory, it actually guarantees placement continuity because the company manages to cope with any absences. It is also a solution that often meets the new employee’s requirements as they can keep up with the pace of work and are still able to claim disability benefit.

6) Generally, the company, in conjunction with the mediation service, does not try to create a position ad hoc for a disadvantaged person so that they do not feel different from their colleagues. Instead they try to identify the activities that are most suited to the person’s abilities. For example, they could find a simple, at times repetitive, activity that does not require enormous physical or mental effort, but does produce satisfying results, especially for the person in question. 

7) When the companies have got to know the disadvantaged person, who is often aware that they are unable to “produce” as much as a fully-functional person, and says so at the interview, they consider it important to reassure the person by seeking to highlight not what they are unable to do, but the contribution that they can make to the company. Companies revealed that some disadvantaged people came to the interview with the preconception that “I am not normal and so I won’t be able to do everything you want me to”. This is not strictly true, however, because the company knows beforehand where the person can be employed.

8) Some companies have adopted a “non imperative” style for this type of employment in the department where the person will be placed. They implement a preparatory phase in which there is an exchange of information with colleagues, a moment of dialogue that helps them understand where this person can be employed. Companies, however, try to avoid placing too much emphasis on this type of coordination so as not to create a protective environment around the new employee, which may make them appear overly fragile or different to the others. These companies believe that they shouldn’t give too much importance to this type of placement.

In other environments, especially on account of company size, this preparatory phase does not take place. 

The need emerged to evaluate each individual welcoming strategy and how suitable it was to the specific environment 

9) Normally disadvantaged people are placed in company departments where the  sensitivity of the employees may help rather than hinder the integration of the new arrival. The company manager who follows the placement often encourages the head of department to follow new employees, not to abandon them to themselves and not to isolate them. The heads of department appointed as references for new disadvantaged employees are sensitive, welcoming and understanding people, but they are also firm. They watch out for people, but also attempt to ensure that everybody observes company rules. Once the disadvantaged person has been placed, they have to contribute as any other colleague would, with the same rights, duties and observance of the regulations. 

This attitude proved useful, also in several cases in which problems arose between the disadvantaged person and their colleagues. Indeed, once the disadvantaged person was considered and treated like any other colleague, the situation was solved in the best possible fashion.

10) Within the company, the person with difficulty is assisted by a tutor, who is not necessarily the head of department, but an ever-present colleague with the same shifts or office hours as the disadvantaged person. Tutors are there to support the head of department because they help coordinate the activity of the new arrival. Although it is not an official company role, that of the tutor is extremely important. Tutors are colleagues who take care of the new employee in conjunction with the head of department. They provide support in “actively passive” terms, which means that they will not help the person if help is not needed, but will recognise their needs and see that they are met. Tutors are empathetic and are able to decipher the behaviour of the disadvantaged person and interact with them. Tutors monitor positive and difficult situations and will inform both the person concerned and the head of department of any requirements or requests. They must be aware of the situation and act as “head of the family” by watching out for and also understanding a person who may not relate like other people or behave in a way that is not considered to be normal. Primarily, tutors will know the work environment and also possess a deep-rooted sense of human sensitivity; they can empathise and mediate between the person and the other company colleagues. They will be a guide in every sense of the word. Tutors must have the intelligence to back away from their role little by little in order to enable the disadvantaged person to become autonomous and more independent. Most companies let the disadvantaged person choose their in-house tutor freely, i.e. the person who acts as their point of reference for any problems they might encounter. 

Once placed within the company, disadvantaged people need a human relationship based on quality rather than time: they will need a personal, empathetic welcome and a global attitude of respect. They will need an environment that welcomes them first on human then on professional terms.

11) Contacts with the mediator are not rigidly established beforehand but are called upon when the company or the disadvantaged person feel the need; each disadvantaged person has fairly frequent contact according to their needs. In some cases, three people are in the meeting: the disadvantaged person, the head of department and the mediator. Periodic meetings are called, but are often not structured or established beforehand; they are organised as and when required by the needs of the disadvantaged person. These meetings are often informal, yet useful for highlighting any improvements or difficulties and for adapting the placement scheme.

12) Everyone thought it extremely important to have the mediator on hand for the disadvantaged person, even after they had been employed, to support the company and the person especially in the stages of change.

13) In a company environment that is accustomed to ‘differences’, e.g. in a company that employs many foreigners, it was easier to approach disability: “we have all nationalities and all types of  people”.
14) The SIL mediators underlined the importance of the contribution made by local cooperatives towards understanding the abilities and the limits of the disadvantaged people. The cooperatives perform a role of welcoming, training and employment transition for the people sent to them by the services. They work in conjunction with the SIL and with the social-healthcare services and provide a protected work environment. They try to get to know the person via an initial observation period in order to identify their problems, needs and resources. Their aim is “to try out” the person in a range of work situations in order to evaluate their ability to concentrate, their rhythms of work, their manual, cognitive and relational capacities, as well as their abilities to recognise structural conditions so that work relations have a meaning, which entails punctuality, safety, tidiness, respect for people and their roles.

15) Some cooperatives have drawn up an appendix to the national contract which clearly explains some of the duties that the new employee is required to fulfil: psychologically, this helps people with certain types of disadvantages (e.g. ex drug addicts or ex-prisoners) to observe certain regulations and to make them more responsible.

16) Placement is most effective when the SIL of the Local Health Authority and the local Centro per l’Impiego work together in harmony, i.e. when these two organisations set up a positive working relationship: they check the lists together, each person is evaluated individually and consultancy is carried out in each company, conditions and time permitting. The lists are drawn up slightly differently, but more carefully and supply and demand are matched more effectively.

The following weaknesses and criticisms of the placement process for disadvantaged people within companies came to light:

1) Companies at times find it difficult to match the requirements of the disadvantaged person with their actual work requirements (e.g. a person’s may ask to extend the time needed to carry out a certain task, but the company is unable to comply because of deadlines). Some companies have a production structure that they say only enables them to employ people with minor disabilities. Furthermore, at times, difficulties and problems that were not evident beforehand came to light only once the disadvantaged person had been placed. It also came to light that if a disadvantaged person was given a task that was unsuitable for their abilities, the risk of failure increases considerably. For some of these people, placement within an environment where mistakes are not highlighted and dealt with became a problem in that excessive tolerance made them feel different, and this had negative psychological consequences.

2) When people with disabilities are integrated into organisations that provide services, the greatest difficulty that the company faces is that these people are in contact with the user. Consequently, the situation must be evaluated even more carefully in order to determine whether the disadvantaged person is suitable for the front-office, basing this decision on the person’s relational skills, on how they present themselves, and on their biorhythms. Customers are extremely demanding. In some cases, customers show unease when they are faced with a disabled person. At the same time, colleagues sometimes highlight the rights and duties of the disabled person, “but unfortunately the necessary sensitivity is not always shown” by customers. 

3) Some companies found it difficult to choose a disabled person on the basis of a simple interview without a presentation and accompaniment by the services, which help to understand whether the person is suitable for a specific organised environment. Many of the cases in which placement took place without mediation and accompaniment ended negatively. The job interview was found to be extremely frustrating and tense both by the company representatives, who were not trained to deal with type of situation, and by the disabled person. If they are not accompanied in their placement or reintegration into employment, disadvantaged people who come from a long period of inactivity or unemployment are scared when they are contacted for an interview; often they do not even answer the call or do not go to the interview, as much for the fear of not passing the interview or of losing their invalidity benefit.

4) Restrictions regarding current legislation were highlighted: observance of Legislative Decree 626/94 envisages severe limitations and restrictions for all mediators and this means that in some situations, non-disabled employees have to be moved for safety reasons into positions that could be covered by disadvantaged employees. It also came to light that in large companies, there were cases of fully-functional employees who became disabled over time and did not always inform the company thereof.

Another example regards L.D. 68/99: if an employee is recognised as an invalid after they have been employed, they must reach a percentage exceeding 60% (and not only 46%) to be classified as a disabled employee in accordance with L.D. 68/99; this was found to be a difficulty for companies. 

Furthermore Legislative Decree 482/68 introduced the possibility to employ people from protected categories, which limits the opportunities of placing disadvantaged people. 

5) The companies also stated that choosing to place a disadvantaged person because they would benefit from a tax allowance was not the best of reasons. Tax allowances are obviously to a company’s advantage, but they were not deemed an ideal base from which to solve this type of problem. Likewise, it was also considered wrong to make companies feel that these placements were “imposed from above” as the company must be willing to try out and to get involved with these placements. At times, the urgency to meet deadlines so that the companies are not fined forces them to work hastily. It would be better to look at the situation in due time as part of a global placement programme. 
6) The company points of reference who follow the placement of the disadvantaged person are never told the pathology in order to respect privacy, but this is seen as a major problem because companies need to know where to place these people, who is to follow them, what they are to do. A way has to be found so that the problems, needs and resources of these people can be communicated without breaching their privacy, whilst creating the best conditions for their placement within the company (e.g. highlighting practical features: things they can/know how to do).

7) In some cases, people did not recognise their situation and were not aware of their own difficulties. Over time, the situation of the disadvantaged person worsened and they could no longer deal with their work. While they were in care, in close contact with the services and were doing their trial period, some people worked well, but afterwards a series of problems emerged. The main problem was they found it difficult to observe ‘the rules’ of employment (e.g. working hours, breaks etc.). 

Physically disabled people had a high rate of sick leave and this created organisation problems, especially if they had been placed in a work group. 

8)  People from disadvantaged backgrounds often need employment not only to become financially independent, but also for its context, i.e. getting out of the house, living in a working environment, having a routine, being with colleagues, developing social relations. Disadvantaged people are very often highly sensitive about their placement in a working context. At times, even a minor change in company organisation (e.g. a new shift manager)  could alter the balance of the placed person. 

9) It is the specific company context that makes the difference to the placement of the disadvantaged person. The placement mediator must understand company availability, whether a placement is actually possible, know and understand the organisation and how the abilities of the person can be used best therein. 

Companies within the same sector and the same area, even those who produce the same product are all different: each company is a context within itself. Knowledge of the company layout and the time required to get used to it are vital. Mediators need to know both the company layout and the best way to get to there. Mediators have to go to the company in order to understand the physical, cognitive and emotional demands required of the disabled person. Knowing the layout and the times is essential. Company atmosphere will make an enormous difference. What counts most is the quality of colleague relations, the human aspect of the job. Another criticism was the location of the company and the availability of public transport to reach it. 

10) Regarding knowledge of the local area, the risk is that only certain companies, the biggest and most important local ones, are known very well, but small and medium enterprises are left to one side. The disadvantaged person may have a small manufacturing company locally that could employ them, while a bigger company may cause problems simply because it is difficult to reach. 

11) There are still many prejudices regarding the placement of disadvantaged people in the manufacturing industry, especially for certain pathologies such as AIDS. 

12) Companies need to place a person with a certain level of training. This aspect is often lacking in people with disabilities.

13) There are few mediators and they do not have the time to check and follow all the placements with the due care. 

14) At times, the families of disadvantaged people do not provide the necessary support to help the placement. At others they openly hinder it, mainly because they worry that their relation will lose their pension. 

15) There are not enough local cooperatives to deal with the requirements of the services, who need to work alongside these organisations to understand the difficulties and the potential of the disadvantaged people, and to understand whether they are “suitable” for a company placement. Furthermore, the role played by the cooperatives in training and transition is not given sufficient recognition, including financial recognition. 

16) The companies have highlighted the importance that there is integration between the interlocutors who follow the placements.

17) There are no sure recipes; flexibility and the ability to deal with each case individually according to the needs of a specific context are the keys. Personalisation of the interventions is fundamental not only for the disadvantaged person, but also for the company context; organisational strategies and solutions are to be identified and agreed in a flexible manner.  

Further food for thought:

1) The problems that arise during the placement of disadvantaged people within a company are for the most part the same as those encountered in the placement of any new employee. Attention must be paid in welcoming them and how they are accepted by colleagues, the responsibilities they are given have to evaluated, how should they be followed within the company. The new employee is often followed by a tutor, who introduces them to the job and helps them to overcome any difficulties, be they practical or relational. When a person finds their first job, their family often conditions their attitude to it. These are general, common aspects and the companies often have the resources and the strategies to deal with them. Placement within a certain company context influences both at a practical and a relational level, not only the productivity but also the emotional state of mind of any person, be they fully-functional or disabled.

SIL mediators who took part in Work Group 2 analysed the interview scripts (which were the basis for the aforementioned observations) and further contributed to the theme of “criticisms of the social-employment placement of disadvantaged people”. Since then, they have also broadened their field of observation as it has come to light that the companies involved in this research are particular among the business world. Some companies are not at all interested in employing disadvantaged people, while others do so because they are obliged to; other companies have ethical reasons and social responsibilities, hence they welcome the placement. The willingness of the companies who have adhered to the initiative promoted by the S.O.LE. project places them in this third category, but unfortunately they are a minority in the business world.

This is why SIL mediators have presented their thoughts on their daily work. Hereunder are their observations regarding the criticisms expressed by the companies during the social-employment placement of disadvantaged people:

1. Very often, companies are not trained to employ a disadvantaged person among their personnel. These companies have little culture of “disability”, and this frequently leads to discriminatory attitudes towards the disadvantaged person. At times this discrimination takes the shape of excessive protection.

2. At times, company points of reference show a certain superficial attitude when they evaluate the skills and limits of the placed person. 

3. Some company activities require a high level of skill and it is unadvisable to assign them to a disadvantaged person.

4. Often the work group lacks awareness of what is required to place a disadvantaged person.

5. In-house tutors are not always fully trained to observe the placed person and to identify work strategies that will make life easier and not hinder the person. Often, tutors are not a constant presence as they may be absent for work and a less aware colleague may have to stand in.  

6. Many companies are not flexible enough in the identification of duties suitable for a disadvantaged person and show clear difficulty in modifying their work procedure so that the employee has more responsibility.

7. The location of the companies and how simple it is to reach them.

8. The company’s  financial situation.

9. Relations between the companies and the SIL are not as smooth as they should be: relations with educators are formal in that they are perceived to be there not in to support the company, but to “check up” on it. This attitude partly depends on a general mistrust of the services by companies. 

10. Frequently, SIL does not monitor the placements sufficiently: some disadvantaged people, in particular during the initial placement phase, need more frequent checks; a wide range of variables come into play at this initial stage and may instigate the failure of the placement or result in the need for constant support. 

In addition to these criticisms, which are mainly put down to the company, the following weaknesses associated with disadvantaged people came to light:

1. Serious pathologies or progressive illnesses.

2. For psychiatric patients, the cyclical nature of their pathology often has a negative influence on their resistance to work.

3. Limitation of personal autonomy.

4. School education is not suitable to the company’s requirements.

5. Some disadvantaged people have problems reaching their workplace because they have difficulty using public transport due to lack of autonomy or they do not own a vehicle.

6. Lack of awareness of their limits and the consequent difficulties placing them in companies; disadvantaged people often expect to be given a position that is above their abilities. 

7. Major social problems hinder integration in the workplace.

8. Placement or the return to work of people who are almost at pensionable age.

Furthermore, other criticisms have been identified in the activities of the aforementioned services:

1. At times, SIL educators have little empathy towards the company’s needs.

2. The different work methods used by the Centro per l’Impiego and the Servizio di Integrazione Lavorativa create confusion within the company, to the extent that it isn’t clear that there are different procedures according to whether the disadvantaged person is “A” or “B”. 

3. Companies need to employ disadvantaged people through specific placements supported by a service regardless of the person’s difficulties.

4. During the check, it is difficult to gain a deeper insight into the relational aspects of the work context as they are not as tangible and cannot be measured as well as, say, production. It is not always possible to prevent relational problems in that they are reported only once they start to cause serious difficulties and because at times there is a tendency to underestimate behaviour and attitudes that in the long-term may cause the employment placement to fail. 

5. Poor evaluation of the family context: the family is a variable that has a decisive influence on the success or failure of an employment placement. It can be an enormous resource or an enormous obstacle from case to case.  

6. Poor evaluation of the social context into which the person is placed: a disabled person’s inclusion or non-inclusion in a group of peers and their participation or non-participation in social life have both positive and negative repercussions on their employment placement.

7. Lack of cooperation between the services who deal with the disadvantaged person (SIL, Psychiatry, Child Neuropsychiatry, SERT [Drug addiction support group], Local Council Social Services), and an unclear definition of their roles contribute to the failure of the employment placement. 

8. Lack of up-to-date information about the participating companies and of recent information about positions that need filling and the skills required. 

9. At times there is no overall care  or a personalised project for the person.

10. Some placements do not take place gradually enough. 

The SIL mediators involved in the Work Group identified the following strengths that will ensure the placement is sustainable:

1. Global care for disadvantaged people and an in-depth evaluation of their limits and potential. 

2. Introduction of a personalised project. 

3. Disadvantaged people who have the most difficulty should be able to do work experience in order to develop job skills across-the-board.

4. The installation of cooperative and “personalised” relations with the company. Each context should be evaluated separately to see whether training can be given to the tutor and/or work group, who are nevertheless to be considered to be important features for the success of the placement.

5. Good working relations between SIL and the Centri per l’Impiego, in which SIL intervenes when necessary.

6. Good working relations with the other services in the event that interventions have to be made within the family and the social context. 

7. Constant accompaniment of the person, if need be, and periodic monitoring after employment, if required. 

As a further look at these ideas, it would be useful to report the results of another meeting with the business world regarding these matters.

The group of the Equal Project 1st Phase Action 3, entitled C.RE.a.V.I.N.@work “Online for a fair employment market”, comprised Coast Revitalization, Inclusione, Nautilus and Vita as Development Partners. On 28th September 2005, they set up a focus group to deal with the theme: “When solidarity becomes opportunity (problems and opportunities of the employment placement of disadvantaged people within companies)” which aimed to highlight the difficulties and the opportunities that companies would have if they employed disadvantaged people among their personnel. Enterprises, experts and the partners of the projects involved were invited to this focus group.

When companies were asked the question “On the basis of your experience, what difficulties does an entrepreneur encounter in the placement of disadvantaged people?” they replied with the following criticisms:

1. A lack of skills across-the-board (subjective, personality, relational) and a lack of specific competences (regarding the skills that are required within the company). There are specialised, and delicate, duties and roles for which the job market is completely unable to provide and is out of step with professional demand. Mediators and other people who work towards the employment placement of disadvantaged people do not have an adequate awareness of what the company needs. Professionally, whilst the specific competence gap can be bridged with on-the-job training (with sufficient tutoring in a working environment: learning by doing), the lack of competences across-the-board is much more difficult to bridge in that it requires more incisive intervention.

2. The stereotypes and the prejudices of company owners and colleagues and a difficult work context: disadvantaged employees must not enjoy too much protection; in a certain sense, they should work a little harder “… to earn their pay”. Consequently they would be more accepted by their colleagues and would not be considered a burden. 

3. The stereotypes and prejudices of customers: for some tasks or positions there are deep-rooted prejudices towards some people (e.g. in large-scale distribution it is not considered acceptable to have third-country nationals, especially if they are black, handling and serving food, drinks, cheese, fruit, bread and fresh patisserie products, etc.).

4. The regulations governing the employment obligations for disadvantaged people are unclear to companies and, what is more, seemed more geared towards social healthcare criteria. Companies object to the fact that some categories (e.g. the disabled) are protected by law, whilst other types of disadvantaged people who are just as needy do not have any protection at all. The companies main complaint is that their requirements are not taken into account; companies, in fact, could play a much greater role in helping to employ disadvantaged people if the law was applied more flexibly. Many disadvantaged people want to claim benefit and do not want (or cannot) work, but the law forces companies to employ them anyway.

5. The company does not feel followed or supported and states that there is a lack of support in the placement phase, which is also due to a lack of social control for organisational reasons. The company needs (has asked) to be followed in the delicate phase of placing the disadvantaged person in their new job, in their relationship with the company and colleagues. The person has to be trained, as do colleagues in some cases.  

6. Social actors/bodies/institutions are not online and have different objectives: greater coordination is required because the people who should be helping or solving the problems are often the root of the difficulty.

7. Low company social mission, lack of awareness, inflexible organisation without tendency to change (social mentality): companies with a certain social policy are not taken into account,  and in some cases the number of their socially-aware clients is on the rise. (e.g. Coop sales outlets).

8. The difficult financial situation for small enterprises most certainly holds them back and is an obstacle to the policy of increasing personnel.
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