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1 Introduction 
 
In its efforts to enhance the EU's competitiveness and foster job creation, the 
European Council has placed mobility at the heart of the Lisbon strategy and the 
European Commission designated 2006 as the European Year of Workers’ Mobility. 
Notwithstanding the efforts undertaken to facilitate mobility the current mobility rates 
for workers in Europe remain low, due to a combination of factors, such as the 
persistence of legal, administrative, and sociocultural obstacles, the lack of 
knowledge about rights, opportunities and instruments and the reluctance of many 
stakeholders – in particular public authorities, social partners and businesses – to 
work together in order to provide the right support to enhance workers' mobility in the 
EU. 
 
To solve that problem the European Commission co-funded a number of pilot 
projects with the aim to develop and test innovative instruments that facilitate the 
geographic and labour market mobility of workers, to remove existing obstacles to 
mobility and mainstream existing successful instruments and practices in the area of 
mobility. 
 
Small and medium-sized enterprises represent an important share of European 
enterprises. In order to consider the problematic from the SME’s perspective ZDH 
submitted a proposal for the project SME (Skilled-Mobile-European) Mobile. 
 
1.1 Background 
 
For a big part of small enterprises, including skilled crafts, their market is still 
surrounding them and they work within the region. But for a growing number of SMEs 
the playing field is increasingly national, European, even international. Some go 
international themselves, others face international competition while remaining 
themselves in their home region. Either way, mobility is an issue and it will be shown 
in the following that it is important to improve the competences of employees and 
executives of SMEs who must be prepared to take this new European reality and 
understand that transnational mobility will be an essential tool to further this 
dimension in vocational training. 
 
Mobility will become even more important in the future due to fluctuations from 
unemployment and increasing lack of labour force as a result of demographic 
change. The changes on this level contain such a large number of variables that their 
impact is difficult to forecast. Paradoxically, foreseeing has yet become an asset that 
– if it can be used in an efficient and reliable way – gives a competitive edge to 
companies as well as regions and countries. A lot of European countries already 
suffer from lack of labour force in certain areas. But at the same time a stagnant 
unemployment tends to be a problem that a certain amount of the European 
population at productive age finds hard to avoid. 
 
Looking at the reality of European mobility it finally has to be accepted that there is a 
considerable discrepancy between the original targets and the actual number. The 
apprentices that actually benefit from the existing opportunities and funding are very 
limited. Only a minority participates in mobility activities. Therefore it has to be  
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concede that the obstacles which get in the way of apprentices and consequently 
also of qualified workers in skilled crafts and small enterprises persist. In order to 
bring mobility from the margin to the centre of skilled crafts and small and medium-
sized enterprises the project aims to improve access to information and disseminate 
good experiences. 
 
1.2 Project aims 
 
The project aims to develop and to test innovative instruments and methodologies for 
labour market needs. Four major sets of activities can be distinguished:  
 

• Supply and demand analysis of qualified workers in specific sectors and 
regions 

• Providing a matchmaking database for a search of skilled workforce 
• Identification of learning needs by analyzing required additional skills and 

assessing (non-formally acquired) qualifications 
• Compilation of mobility guides and training modules to provide information 

 
To get satisfactorily results it is important that during the project a continuing 
exchange of experiences and results between different stakeholders takes place. 
Besides such an exchange of information (between chambers, adult training 
providers, academia) the individual partners also cooperate in local partnerships 
within their sectors, regions and countries (SME intermediary organizations and 
labour market agencies etc.) 
 
Finally, SME Mobile is a multinational EU-funded project with the vision to support 
qualified workers to take well informed decisions concerning taking up employment in 
a different country, either temporarily or permanently, either deliberately (as a career 
move) or out of necessity (for instance unemployment). 
 
 
2 Results 
 
To implement all ideas and tools of the project during a short project period of 13 
month the project partners have been subdivided in four task forces:  
 

• Competence assessment 
• Demand of labour market 
• Mobility guides and tools 
• Dissemination  

 
Partner meetings took place in Bratislava (2007 March 1/2), Brussels (2007 June 
18/19) and Vilnius (2007 November 6/7). The task force Competence assessment 
had a fourth meeting in Helsinki (2007 September 5). 
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The following report will at first point out the work and results of each task force and 
will show afterwards the connection between the results on the basis of a developed 
“model for the recruitment process of a Skilled-Mobile-European worker”. 
 
2.1 Task Force “Competence Assessment”  
 
Participants of this task force were experienced adults with little or no formal training 
as well as experts with work experience and vocational training. It was important to 
take both sides into consideration in order to meet requirements of the completely 
potential mobile workforce. 
 
The aim of this task force was to figure out the influence of (non)formal skills and to 
develop a toolkit (annex 1). Therefore the assessment task force identified specific 
needs of non skilled workers in order to adapt to a foreign working environment and 
to successfully apply for work in another European country. 
 
Participants of this task force were: AKOL (task force leader), Chamber of Crafts 
Hamburg, CSPMI (through an external expert from API Torino) and Szeged 
Chamber. 
 
2.1.1 Process of Work 
 
During the first meeting the partners of this task force agreed to find and define 
methods that are used when recruiting (young) adults with non-formal qualifications. 
This aspect seemed very important, because non-formal qualifications having next to 
formal qualifications a huge influence for the totally potential mobile workforce.  
 
First of all the terminology has been discussed and decisions were made in order to 
get a basic, common understanding. This led to the acceptance and use of the terms 
non-formal and non-formally acquired skills. It was agreed that non-formal covers all 
non- and informal as well as all random learning methods. This excludes only 
learning by attending vocational training given by an officially approved vocational 
school or other institute of education.  
 
It has been further agreed that the group concentrates on finding out under what 
terms and conditions people with non-formal qualifications are recruited (if under any) 
and how comparable they are to people with formal certificates.  
During the whole work the group kept national differences in mind. 
 
Within their survey the group concentrated on three main working areas: metal 
industry, wood industry (joiners in particular) and hotel/restaurant business (waiters in 
particular).  
Concerning the survey the group members decided that instead of a deeply 
academic approach the project rather aims at finding pragmatic solutions – or rather 
potential answers - to some essential practical problems and questions.  
The data have been collected in the members’ countries of this Task Force - 
Germany, Italy, Hungary and Finland.  
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2.1.2 Survey 
 
To collect the basic data, a questionnaire (annex 2) has been developed by the 
Finnish team member. This one has been translated and distributed to the other 
partners to be used as such or as a suitably modified version to match the demand of 
each individual country.  
The questionnaire gave the opportunity to the employers to express their ideas on 
how they wish the educational institutions and authorities to arrange vocational 
training for (non-formally qualified) people who are working on a full- or part-time 
basis. Special attention was made to gathering the information of practices that are 
used when recruiting and testing non-formally qualified people. The reasons behind 
these recruitments were also asked.  
 
In Germany 250 companies have been interviewed, however, the research was done 
as an addition to another research carried out at the same time and with the same 
target group. Thus, the results achieved were more on a general level than in other 
countries included in the research.  
In Italy the number of companies interviewed was only 10 and they were all relatively 
similar in size and represented the production metal industry. In Hungary 38 
companies were approached. The emphasis of the Hungarian team was put into 
metal and construction industry but also such areas as transportation, computer 
technology, consultancy and food processing have been included.  
Both, the Italian and the Hungarian material are very limited for quantitative results of 
any validity. On the other hand, the small number gives an opportunity to go into 
deeper level interpretations on qualitative level.   
In Finland the number of companies approached was approx. 50. The Finnish 
companies represented all three above mentioned working areas and had different 
sizes.  
 
The results of the survey, summarized by the Finish team member, try to highlight 
those findings that cover more than one country. However, some presented results 
were detected in one country only. The technical partner reports show further aspects 
even to smaller nuances as well as some national findings and specialities.  
 
2.1.3 Results of the Survey 
 
The results achieved are explained in a way that both, positive findings and results 
that give reason for further consideration, are listed with some explanations. All 
results must be dealt with taking into account the nature of the study and the 
resources available. Hence, conclusions drawn must be relatively careful and all 
suggestions must be seen as possible approaches. 
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2.1.3.1 General findings 
 
Practically in all countries people with no formal training were a considerable force in 
the labour market. The following details could be detected at least to a certain extent 
in all countries included: 
 

• Most companies prefer to choose formally trained employees what shows that 
vocational training is worth achieving. 

• Skilled mobile Europeans can benefit from a formal certificate of his/her 
vocational capacity. Certificates from different countries are difficult to 
compare but they are appreciated in any case. Also, certificates from previous 
employers were appreciated. 

• The importance of earlier work history was highly emphasized. In addition to 
certificates, the employers very often contacted earlier employers of the 
employees without qualifications. Recommendations were important and 
increased remarkably the chances of getting the job. 

• There are cases in some sectors (e.g. service sector) where companies even 
prefer workers without certified qualifications. The reason is that the job is so 
special that “in any case all employees must be house trained”.  

• In general, the service sector tends to be willing to hire more non qualified 
employees than the metal or wood processing industry. Mostly, legislations 
and agreements with unions are the reason. 

• However, demand may force also companies in the metal or wood industry to 
accept workers without qualifications at least for less demanding jobs and on a 
temporary basis.  

• In all countries, the most determining factor for getting a job as a not qualified 
person tends to be the demand and supply of labour force. Also, the person’s 
own activity and “sales skills” affect his/her chances. 

• Motivation and attitudes have a great importance. In some regions both, the 
representatives of employers and the employees itself pointed out that it was 
the right attitude to “open the door” to everyone. In this way it is for everyone 
possible to show in a practical way his/her abilities  

• Neither the size of the company nor its business area does necessarily affect 
the demands they set to formal training. Thus, some large, highly reputed 
companies in the metal or wood industry do in no way discriminate people with 
no formal training but rather encourage them on board. On the other hand, 
some relatively small companies may follow a strict policy of recruiting formally 
trained personnel only.  

• People with non-formal skills can find a job in all countries examined and in all 
three working areas mentioned before. Compared to their formally trained 
colleagues it is, however, more difficult. In addition this jobs are mostly not as 
lucrative. 

• Finally, people without formal training can find good opportunities in the most 
developed countries and areas with a constant lack of formally trained work 
force. 
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2.1.3.2 Other aspects 
 

• Mostly, non-formally skilled people get the low paid jobs. 
• Especially these ones with a foreign background tend to drift to the bottom end 

of the labour market. The opportunity to pay them less is significant. 
• In some cases the use of people without formal training can be linked to the 

“grey economy”. 
• In all countries examined own people without formal training were usually 

preferred to foreign ones. 
• Apprenticeship programmes are in some cases used to train promising 

employees. Usually these are paid by governments and thus are beneficial to 
both, the non qualified employees and the company. 

 
2.1.3.3 Methods of testing people without formal training 
 

• Methods varied considerably between the countries. Aspects like legislations 
regulate the methods to a certain extent.  

• Demand often decides the use of testing. If there is a need, the non-formal 
trained worker could be accepted on board at least for a trial period with no 
testing.  

• Test periods with lower payment or even no payment could be commonly 
detected. These varied in length from some weeks to several months. 

• Interviewing the non-formal trained persons was commonly used in all 
countries and by most companies. The interviews varied from structured, 
formal ones to open, relatively free form discussions. 

• Interviews were used as much as possible but often lacking language skills 
prevented efficient use of these. Even when the common language was 
deficient, interviews could be used to test the attitude and motivation of the 
candidate. These seemed to be of considerable importance. 

• Testing of skills includes both - simulated and real work tasks. 
• Successful recruitment of not qualified workers from some certain, foreign 

countries often led to the fact that the employer took more people from the 
same source. So, it can affect the employer’s general attitude to foreigners 
positively. 

• The test function of experience also worked the other way. Disappointments 
with foreign unqualified people easily led to negative, general attitudes and 
unwillingness to deal with foreigners again. 

 
2.1.4 Conclusions and suggestions of the task force 
 
It is obvious that there is a considerable demand for increased mobility and that the 
demand will further increase in the future. Further it is apparent that all European 
countries will suffer from the lack of skilled workers at least from time to time. Quick 
changes which are difficult to anticipate may be typical of the European labour 
market in years to come. 
A relatively new feature of mobility and its results seems to be that in addition to the 
most developed areas of Europe also the less developed markets begin to suffer 
 



SME Mobile 

 
- 9 - 

 

 
 
from the problem. This is partly due to the fact that the most mobile (often the best) 
labour force tends to move to more developed corners of the common market. 
 
Nevertheless, less qualified workers with no formal certificate tend to end to the low-
pay end of the labour market. There also is a risk that they will be rudely exploited if 
they try to find their luck in another country. The risk is highest for those with lacking 
language skills and a low level of general education and knowledge of their rights.  
 
The founded results give a reason to make some cautious suggestions. The list can 
be seen as a list of possible alternatives for further development and studies. 
 

• New tools to be used for testing and assessment of skills at all levels and 
every area could be planned and produced for the European employers. 

• New analyzing methods and tools to get a better idea of the development of 
the European labour market and its development may be needed. A forecast 
of the future development will be extremely important for each country and 
sector. 

• Common, European training programmes at all levels should be provided for 
SMEs. These could in their shortest forms be just quick courses on strictly 
limited areas. On the other hand they could include university level training 
programmes for trainers of the mobile labour force. 

• Cooperation between employers across all national borders and officials in 
civil service dealing with mobility could be of importance in creating conditions 

• Training in European languages and cultures are topics that could be 
integrated at every level - from pre-school to universities. 

• New, EU-funded projects tackling this matter from different angles, with strictly 
defined foci and sufficient resources might be necessary to get more specific 
solutions. 

 
2.2 Task Force “Demand of Labour Market” 
 
In order to be able to find the right skilled workers it is necessary to establish and 
publish the needs for qualified workers in the partner regions. In cooperation with 
local labour agencies and other partners each member of this task force drew up a 
needs profile for skilled workers in their region. The needs analysis takes also into 
consideration the age profile of the region in order to try to forecast the future need 
due to demographic change. 
The labour market needs analysis is a prerequisite for the mobility guides and the 
training tools which will be shared by the partners.  
 
Participants of this task force: Chambers of Crafts Cottbus, Koblenz, Leipzig and 
Trier, CSPMI, KEU, Szeged Chamber, AMIEDU (task force leader) and SZZ.  
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2.2.1 Process of Work 
 
As mentioned before one of the most relevant constraints for SME’s competitiveness 
is the lack of qualified staff. In some regions and sectors is a shortage of qualified 
workers while other regions suffer from high unemployment in some sectors. 
The development of a needs profile should support qualified workers either 
unemployed or employed to get an idea about opportunities to find a job in their 
profession abroad. 
The needs analysis has not be done by scientific research but using the available 
data in labour market agencies and from regional stakeholders. During the first 
partner meeting the task force members decided that the Italian partner develops a 
template for the survey. Each partner had to fill in the necessary information about 
their region (annex 3).  
 
Further the group decided that it will be not enough to have only knowledge about the 
labour market situation and which professions are needed in the partner’s region. In 
order to be able to apply for a job it needs to be known what kind of competences are 
needed in different professions. The target concerning this question was to create a 
competence profile in the fields: mechanical engineering, metal worker and practical 
nurse. The first version of the competence profile for metal workers has been drawn 
up by the Italian partner (annex 4) and has been discussed during the second 
meeting in Brussels. The task force members finally realized that one generalized 
profile is not suitable for every partner’s use because of the different circumstances in 
each region.  
 
Next to the development of own tools during the project process it is useful to look for 
tools which has been invented already. The Certificate Supplement to the vocational 
education qualification (Europass Certificate Supplement) is such an example. This 
supplement includes information on the qualification and professional skills and 
competences the qualification confers. It can be used as a competence profile in all 
EU/EFTA countries. 
 
2.2.2 Survey of motives and burdens for mobility 
 
Vocational training is traditionally less internationally oriented than higher education. 
There is no “Erasmus for entrepreneurs” at this stage. In large companies 
international experience is necessary and often leads to career paths and nomination 
for higher positions. In SME the international experience is not such relevant for 
skilled professions yet.  
But it will be more and more important that also employees in SME get possibilities of 
international experience. The motivation of this task force is therefore that as much 
people as possible should be able to get good experiences of international mobility.  
This issue was discussed long and deeply during the meetings and in the beginning 
the decision was made that every task force member makes a survey on his/her 
region of people’s willingness to work abroad.  
For this survey a questionnaire has been developed by the Chamber of Crafts 
Koblenz and the ZDH (annex 5). The other partners modified it and made it suitable 
for their own use and language.  
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It has been expected that less than 5 to10 % of the people in vocational institutions 
are interested in working abroad. 

 
2.2.3 Results  
 
2.2.3.1 Needs profile for qualified workers 
 
The future needs of the labour market are difficult to forecast. Only the amounts of 
students leaving educational institutions and how many employees are going to be 
retired in special sectors are known. To estimate the amount of employees changing 
work, enterprises closing down etc. are impossible. There is no adequate information 
available. The subsumption of the needs profile shows only the situation of the 
partner regions in 2007 (annex 3). 
 
The collected data pointed out that the unemployment rate is relatively low in 
Denmark, Italy, Western parts of Germany and Finland and varies from 3,2% in 
Denmark to 7,9% in Finland. In the Eastern part of Germany this rate is much higher 
with 15,4% in Leipzig and 16,4% in Brandenburg.  
It could be presumed that skilled workers from high unemployment regions could 
move to regions abroad with a low unemployment rate. But further results of the 
survey show that the situation is not like that. The regions are competing for the 
same skilled workers. There is the demand of work force in the field of welders and 
all kind of qualified metalworkers in all countries.  
 
2.2.3.2 Competence profile  
 
The Certificate Supplement of welders and practical nurses were tested in metal 
companies and hospitals. 
 
The reason was to find out if they have some value in the real working life and to 
know if they can be used in recruitment situations. It seemed interesting to see if the 
qualifications and professional skills in the Certificate Supplement are equivalent to 
the requirements of the jobs. The Supplements have been shown to the persons 
responsible for recruitment in the company. 
 
In all cases the answers were positiv. The recruitment managers will have some 
benefit by seeing the Certificate Supplement and knowing what the applicants have 
learned in vocational institutions and what their knowledge is. This could be seen as 
good example to start the recruitment discussion.  
 
2.2.3.3 Survey of motives and burdens for mobility 
 
The amount of interviewees in this survey has been 567. The age varied between 27 
and 60 years, but 75% of the respondents have been younger than 40 years old 
(annex 6).  
 
About 66 % of the respondents fewer than 40 years were interested in working 
abroad. This is something unexpected and shows that the hypothesis of the group 
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has been wrong. The result that people are interested in working abroad give a good 
basis for further actions concerning to promote mobility. But it is not sure what the 
respondents doing in a real situation - if they really move if they have the opportunity. 
In reality, when lots of things have to be taken into consideration decisions might 
change and become more complex and complicated.  
Concerning the people older than 40 years only 24% of the respondents have been 
showing an interest to go abroad. 
 
The respondents have been asked as well which competences and soft skills will be 
the most important ones abroad. The most common answer was language skills, but 
also professional skills and flexibility in different cultures have been often mentioned. 
 

 
 
Answers to the question: What kind of training would you like to get from the foreign 
employer? were, that the respondents would prefer to get language training and 
professional training, e.g. training and work introduction. Also information about the 
culture of the foreign country has been considered as important.  
 

 

What kind of training would you like to get?

64 % 
66 % 
68 % 
70 % 
72 % 
74 % 
76 % 
78 % 
80 % 
82 % 

Language Professional
training

Information about
the new culture

What competences should you have?

64 % 
66 % 
68 % 
70 % 
72 % 
74 % 
76 % 
78 % 
80 % 

Language skills Professional skills Flexibility
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The most common reasons why respondents are motivated to work abroad have 
been new competences and new skills they would prefer to learn. Essential reasons 
were also new work opportunities and financial aspects. 
 

What would motivate you to work in foreign country?

44 %
46 %
48 %
50 %
52 %
54 %
56 %
58 %

New
competences

and skills

New
opportunities

Change of
environment

Money

 
 
Another result shows that 52% of all the asked persons would prefer to go abroad as 
member of a group.  
 

 
 
Detailed information about different countries can be found in the partner reports. 
 
The results of the survey were discussed during the third meeting in Vilnius. As 
consequence to the positive results of mobility interests the task force members 
decided to make action plans to precede international mobility in SME. 
 
Based on different structures of the partner organizations it was difficult to find 
common actions which give benefits to everyone. Finally the conclusion was that 
national best practices of forcing young skilled people working abroad should be 
shared and implemented regionally and nationally. In addition to this, every partner 

Would you prefer to go abroad on your own or as a 
member of a group? 

0

10

20

30

40

50

60

Own Group No difference
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made his/her own action plan for proceeding international mobility. This action plans 
were/will be implemented and disseminated during and after the SME project (annex 
7).  
 
2.3 Task Force “Mobility Guides and Training Tools” 
 
To increase awareness and to provide a structured instrument for first information 
about legal, professional and social issues connected to cross border mobility, 
mobility guides have been developed and published. The Objective of these mobility 
guides is to help workers in their preparation for working abroad . 
The partners of this Task Force compiled also tools to address the skills gap which 
has been identified in general. Existing tools have been evaluated, summarized and 
represented. 
 
Participants of this task force: WHKT, Chambers of Crafts Trier, Koblenz, Cottbus, 
CSPMI, AMIEDU and Szeged Chamber whereas WHKT developed the mobility 
guides and the linklist. 
 
2.3.1 ”Mobility Guides” 
 
WHKT committed itself to draw up ten so called “mobility guides” in English language 
in a downloadable format. The mobility or country guides aim at increasing 
awareness on job mobility and they intend to provide a structured instrument for first 
information on social, legal and professional issues. As such they contribute to  

(1) an informed decision-making and  
(2) to preparing the stay abroad itself.  

 
Furthermore, the mobility guides can help to understand the different circumstances 
abroad, and to raise awareness for “sensitive situations”. It was convened that guides 
should consist of official information from the various Member states and regions as 
well as of participants’ personal experience with mobility measures. 
Five countries had been defined as target countries in the application: Italy, UK, 
France, Netherlands and Norway. Participants at the meeting decided to further deal 
with Finland, Hungary, Germany, Slovakia and Denmark. That choice was based on 
two considerations. Choosing partner countries would allow for valuable insights and 
“new” Member states needed to be included. 
 
A lengthy discussion concerned the target group. Are the guides directed at people 
who start to think about going abroad? Do they serve to convince them? Do we 
suppose that the addressee has already made a choice for a specific country? Or are 
the guides directed at those preparing to go? Depending on the answer to those 
questions the shape of the guides would have to differ a lot. It was decided to stick to 
the idea set out in the application, namely to make it an awareness-raising, first 
information instrument rather than a handbook on how to move. All 10 guides were 
published online as download (annex 8).  
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Partners participated in the development of the guide in a variety of ways. For 
instance, they provided prices for section “living costs”; they helped with the 
vocabulary; provided contacts or information on the selected trades and committed 
themselves to proof-reading guides. 
 
Lessons learnt: A bilateral approach allows to be more focussed and to make the 
intercultural parts of the guide more interesting. Different from what we thought, 
finding profession profiles was most demanding. In some countries, i.e. Germany, 
Netherlands, databases are available. In other countries, for instance Slovakia, 
Hungary and Denmark, information could be obtained only through personal via 
partners’ contacts. In general and especially for mobility purposes, it is very 
interesting to compare professional profiles in two regards: what and how do others 
learn their trade? And what do their main activities look like? From experience we 
know that a profession can look very differently 30 km across the border! It might be 
interesting to have that kind of information available in a type of European database. 
 
2.3.2 Training Tools 
 
The second task was to compile training tools related to three topics: 
 

• language training for employees in SMEs, 
• intercultural training and 
• additional professional training. 

 
At the outset, again at the Bratislava meeting, questions arose as to the way in which 
the training tools could be compiled. Quickly it appeared that there would be no way 
round drawing up a link list. It was decided however, that to make such list more 
attractive to the reader, every link should be commented.  
 
WHKT drew up the list and the links can be found on the project website. 
 
Lessons learnt: When searching on the web and speaking to partners it becomes 
apparent that many tools and initiatives exist of which “nobody knows”. The linklist 
compiled covers only parts of those.  
 
2.4 Task Force “Dissemination” 
 
Dissemination and mainstreaming has been a continuous and core activity 
throughout the whole duration of the project. Through the dissemination of the project 
results during all project phases prospective stakeholders are kept informed about 
the project’s development and its activities. This puts them first in the position to give 
feedback on project activities which have been an important stimulus or corrective for 
the further development of the project. Second, by informing interested parties from 
the beginning about the project, their acceptance of the project’s results, strategies 
and methodologies can be inspire.  
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This Task Force includes the project website which assists communication inside and 
outside the project partnership. An elemental feature is the platform for the European 
exchange of skilled workers which is linked to the project website.  
Other parts of this Task force have been the production of two TV programmes and 
the promotion of the project at conferences and fairs. 
 
Participants of this task force: all partners whereas Hanseparlament was responsible 
for the TV programmes and EFKA for implementing the platform. 
 
The exchange platform is a platform for the European Specialist Exchange for SME, 
which has been developed earlier in the framework of an ESF project by EU Consult 
Südthüringen gGmbH (EFKA). During this SME project the existing platform has 
been enlarged to collect and publish the data of SMEs looking for skilled workers 
from all across Europe. Contributing to this project, instead of developing a new 
database, was to generate synergies and help to promote good practice.  
Each partner of this project collected data of at least 5 region companies looking for 
skilled European workers to put in the database. The database is used really actively 
and the first results concerning workforce search could be registered.  
 
Next to the overall project organization as well as the auspices during all the partner 
meetings the ZDH was responsible to provide the project website with relevant 
information concerning workers mobility.  
Under the link www.sme-mobile.eu general project information and facts about 
project partner, current events and news as well as useful links to other European 
mobility projects can be found.  
The rubric “contact” offers to the project partners the opportunity to use an internal 
forum. Under the login “projectpartner” and “mobile 2007” for username and 
password, useful documents and information can be found. This forum contains draft 
and working documents, agendas, minutes and presentations of the meetings. 
Further the website provides the download versions of the mobility guides and the TV 
programmes. 
 
To promote the European Year of Workers Mobility and its objectives within the 
project time two TV programmes have been produced (annex 9). 
In December 2006 a 45 minutes German TV-Feature was prepared and moderated. 
It was broadcasted on the 13th December 2006 twice and ones on the 17th December 
2006. The TV-Feature is also available as complete and separated download version 
on the project website. 
A second polish TV-Feature was prepared during the final partner meeting in Vilnius. 
This concept was coordinated with the polish TV from Gdansk. It was broadcasted on 
the 30th November 2007 in the polish TV. Since 3rd December the polish version is 
available in the internet under the link: 
http://wptv.wp.pl/wid,9452444,news.html?ticaid=14f1a. 
The group decided that a translated version for the project and all the partners would 
be really helpful. With the support of TV Gdansk the polish version has been 
translated into English and can be found also as download on the project website. 
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Both TV programmes involve experts in interviews and present good 
practices through employees and employers who speak about the advantages of 
mobility from their experience, present specific training or support offers in the region. 
  
Next to the website and the TV programmes the partners promoted the project at 
different suitable conferences and job fairs to address the workers mobility issue and 
to provide information to visitors. 
Before the first meeting in Bratislava 480 posters (A2), 64 posters (A1) and 7500 flyer 
about the project have been printed out in all partners’ languages and distributed to 
the partners (annex 10). The flyer is also available as download on the website. All 
partners used their material during the events mentioned in their action plans as well 
as during different opportunities to promote this project.  
 
The ZDH distributed fact sheets about the project, flyer etc. at different events e.g. 
during the 4th European Conference on Craft and Small Enterprises in Stuttgart. 
Publications about the projects came out as well, e.g. the WHKT disseminated 
information on the project via  the „Infodienst Europa“, a magazine on European 
affairs edited by WHKT and distributed to about 600 persons and organisations on a 
quarterly basis (annex 11).  
 
 
3 Compendium of the project results 
 
During the final meeting in Vilnius all task forces and task force members presented 
their work during the project time as well as their results. In order to visualize them 
the partners developed together a “Model for the recruitment Process of a Skilled-
Mobile-European Worker” (annex 12). 
This model looks at the recruitment process from two different angels – the applicant 
and the company side. The process itself is divided in three different phases – first 
steps, assessment process and the recruitment phase. 
 
During the first “phase” the skilled worker gathers information and makes the decision 
to move. The extended Database, as well as the linked EURES website, help with job 
information, concrete workforce wanted and contact details to find a job abroad. In 
almost the same manner the region profiles and the mobility guides with information 
about the countries can help to make a well informed decision.  
The companies can use the Database when they search for a foreign worker in 
different ways as well. They can put information for specific jobs on the Database and 
wait for feedback of skilled workers or they use actively the profiles of workers to find 
the right person. The Competence profiles give additional information during the 
search for the right workforce. 
 
During the second “phase” – preparation for the interview – the competence profiles 
will help individuals to receive more information about the specific requirements of 
the working field. The training tools which are linked on the project website can help 
as well to get prepared during the assessment process. On the companies side the 
assessment process includes the interviewing and the testing. During the testing of 
the prior learning and skills it can be useful to take the assessment of (non)formal 
competences into consideration.  
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During the recruitment phase the mobility guides and information about the legal 
rights abroad (as download on the website) are practical tools for the applicants to 
get prepared before moving abroad. On the companies side information about 
necessary tools like language courses are helpful during the formal recruitment 
phase. 
 
 
4 Project partners 
 
Denmark:   Industrial Development Council (KEU) 
 
Finland:   Trade Union of Adult Teachers (AKOL) 
   Ami Federation (AMIEDU) 
 
Germany:  ZDH (project leader) 
   Chamber of Skilled Crafts Cottbus  

Chamber of Skilled Crafts Hamburg  
Chamber of Skilled Crafts Koblenz 
Chamber of Skilled Crafts Leipzig  
Chamber of Skilled Crafts Trier 
West German Skilled Crafts Organization (WHKT) 

   Hanseatic Parliament 
   Euro-Service-Südthüringen (originally EFKA Suhl) 
 
Hungary: Chamber of Commerce and Industry Csongrád County 

(CSMKIK) 
 
Italy:   Service Center SME (CSPMI) 
 
Slovakia:  Slovak Craft Industry Federation (SZZ) 
 
Other experts:  Lahti University of Applied Sciences (Finland) 
   Api Formazione (Italy) 
 


