
Chances for a new start:  
career support network



Introduction: Restart@Work aims

R@W: the model
2.1 The scheme
2.2 Approach and methodology

Transfer methodology 

Context analysis in Italy, Spain, Bulgaria, France

Results & Key messages 

Career Support Network and future perspectives

The Partners 

Index

1.

2.

3.

4.

5.

6.

7.

3

5 

6 

8

10

13

15

19

21

     
R@W - Restart@Work: a strategic pattern for outplacement

LLP - Leonardo da Vinci Transfer of Innovation 2012-1-IT1-LEO05-02621 - 
CUP: G92F12000140006

This project has been funded with support from the European Commission.  
This publication reflects the views only of the author, and the Commission cannot be held 
responsible for any use which may be made of the information contained therein.
 
Reproduction is authorised provided the source is acknowledged.

Cited names and trademarks are registered, protected by copyright and printed with permis-
sion to the Authors.

Editor: Francesca Cremonese
Figures and tables: the Restart@Work Partnership

ACKNOWLEDGEMENTS
Contributions and advice were gratefully received from:
Fòrema (Italy)
Indico (Spain)
Асист Нет - Assist Net (Bulgaria) 
Université Blaise Pascal – University Blaise Pascal (France)
Provincia di Padova – Province of Padua, Department of Training and Labour (Italy)
CISL Veneto (Italy)
Cartotecnica Postumia (Italy)
Università degli Studi di Padova - University of Padua, Department of Philosophy, Sociology, 
Pedagogy and Applied Psychology (Italy) 
Confindustria Veneto SIAV (Italy)



3

1. Introduction: Restart@Work aims

“Restart@Work” is a new outplacement model developed by Fòrema in Italy  
to support Vocational Education and Training (VET) systems and make 
them more attractive for the unemployed, first-time job seekers and people 
with special needs, so as to handle labour market emergencies and facilitate 
re-employment. However, the current situation requires new solutions and 
enhanced cooperation at European level.

Restart@Work aims at helping partners improve their training provision by 
using more effective tools and strategies capable of meeting the emerging 
needs of both the labour market and the target groups, while taking advantage 
of local and transnational cooperation networks. The project has involved, on 
the one hand, experts  in the field of training, education and employment 
services from both the public and private sector, and, on the other, end-
users of professional placement and career guidance services. The model 
consists of a matrix that describes the process and the key tools used by the 
experts for implementing relevant interventions. Guidelines were developed 
to adapt the model to different contexts  and start capacity building and trai-
ning actions targeted at the practitioners of the project partners. 

Restart@Work  has implemented a strategy  to achieve the expected results 
and ensure  they are sustainable: to that end effective measures have to be 
put in place by involving direct and indirect recipients.  
R@W has been successfully transferred and adapted to three different 
contexts: Bulgaria, France and Spain. Over 20% of the recipients were 
successfully employed within 3 months. This ambitious result was made 
possible thanks to the “Guidelines for the cross-cultural transfer of R@W 
outplacement intervention”. The project has also created a European-wide 
Career Support Network, open to public and private institutions, job and trai-
ning agencies and universities.

Discover more through this publication and join us to grow! 
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The Restart@Work model stems from Fòrema’s experience in the imple-
mentation of Career Support measures to assist businesses and workers 
affected by sectoral or territorial crisis. In recent years restructuring initiatives 
have accelerated the overall process of innovation in the labour market and 
that requires people to play a more proactive role in job seeking, regardless 
of whether they are redundant workers looking for a new job or first-time 
job seekers. The desire to make employment services more effective and 
the awareness that unemployment undermines the competitive advantage 
of our economic system led us to design a model of action based on best 
practices developed over the years. With the help of experts in project ma-
nagement and career guidance, teachers and trainers, businesses and social 
partners, activities and tools were added to the initial model for the purpose 
of enhancing its: flexibility, to ensure the model can meet the real needs 
of the target audience; effectiveness, which can be measured in terms of 
employment and effects on individuals; transparency, so that the model can 
encourage integration between stakeholders and social partners engaged in 
regional development processes.

EU cooperation offered the opportunity to add structure and depth to the 
initial model: the reach of the project was expanded to some Member 
States (Spain, France and Bulgaria) and pilot actions were conducted to 
test the suitability and effectiveness of the model vis à vis emerging labour 
market issues. The main output of these two years of work is the advanced 
Restart@Work model, a flexible framework for action easily adaptable to 
new contexts and capable of supporting innovative employment services 
which can assist workers in finding a job while helping enterprises - SMEs in 
particular - to grow. A common approach and joint methodologies for action 
are a prerequisite for the success of the Career Support Network established 
by the Restart@Work partners: those elements ensure that the Network 
can operate and grow at transnational level, helping us improve our ability to 
handle the ongoing processes of change.

2. Restart@Work: the model
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2.1 The scheme
The Restart@Work model includes a set of activities to be performed by 
several practitioners in the field of training and career guidance (project 
designers, trainers, counsellors, coaches, project managers); it organizes all 
the necessary resources to support people in their own path of entering the 
job market for the first time or returning to work after unemployment, taking 
into account the opportunities available in the relevant local area.
The action plan, and the accompanying intervention protocol which provides 
a detailed description of it, are the result of several things, namely: adapta-
tion and experimentation carried out by the project partners in their regions 
(Zaragoza, Clermont-Ferrand, Sofia); the process generated by feedback 
and assessments; transfer back and tests performed by the Job Centres in 
the Province of Padua. Capitalizing on their experience the project partners 
have drafted a model in English, which serves a starting point for future 
adjustments and transfers in compliance with the Transfer Guidelines 
developed by the University of Padua.
The overall process consists of four sub-processes (Design, Realization, 
Evaluation, Communication), each of which contains a number of phases. 
Each phase is described by an input/output matrix which states objectives, 
input resources, activities to be performed, expected output, professional 
resources to be involved and standard indicators to be used.

The model requires that an analysis of the relevant context be made (pro-
duction, economic and demographic situation, labour market conditions, 
policies and measures to support employment, opportunities for entering 
the job market) and that activities be planned according to both the needs 
of the recipients and the context, with the aim of achieving the best possible 
impact. The model’s flexibility makes it possible to design effective and 
consistent actions based on shared objectives at the regional level, 
thus paving the way for local alliances that can bring together all available 
resources (financial, professional, relational resources) and let them work 
towards common goals.
After defining the work plan and selecting the professionals for the work 
group, it is important to promote the opportunities offered to individual re-
cipients and businesses. That can be done by building relationships of trust 
able to underpin the placement phase and the integration in the workplace. 
The Realization phase (implementation of the work plan) is made up of a 
set of activities to be offered to individual recipients (analysis, interviews, 
feedback meetings, assessment, coaching) or to the entire group (orientation 
and training). The aim of said activities is twofold: to improve the participants’ 
motivation and awareness, as well as their specific skills and employability; 
to assist people in active job search, also by providing innovative psychome-
tric tools and training materials to them (in particular: “Skills assessment”, 
“List of job values”, “Self-efficacy interviews “). The proximity between the 
operators involved and the recipients stimulates a mutual exchange of infor-
mation and knowledge, which allows adapting training activities to individual 
participants, thereby offering them suitable tools to actively steer their own 
professional development process.
Continuous improvement is one of Restart@Work’s keys to success. Quan-
titative and qualitative data collected during service delivery are used in 
the Evaluation sub-process for multiple purposes, namely: to monitor the 
overall process and the results achieved; to assess the impact of training on 
individual participants and the course effectiveness in terms of helping par-
ticipants find a new job; to collect and share feedback with the work group 
and the local partners involved in the project.
Communication plays an important role in the model: it is intended to arouse 
public interest in the issues addressed and proposed solutions; it fuels 
dialogue with businesses, recipients, partners and stakeholders in the labour 
market; it capitalizes on feedback to facilitate new projects and launch new 
rounds of intervention.
The Restart@Work model’s original structure is consistent with the 
European Quality Assurance Reference Framework for Vocational Education 

"This project has been funded with support from the European Commission. This communication reflects the views only of the author, and the Commission cannot be held responsible for any use which may be made of the information contained therein."

Restart@Work Career Support Model
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and Training (EQARF) since it contains:
• a cycle of planning, implementation, evaluation and revision based on 

common quality criteria;
• qualitative descriptors and quantitative indicators to ensure quality and 

efficient monitoring;
• the use of tools to measure the effectiveness and efficiency of actions.
Major recommendations from the project partners include:
• the organization using the model should be certified according to interna-

tional standards;
• professionals and experts in charge of delivering the model actions should 

be selected based on their CV and training background – assessment of 
both is needed;

• the model’s analytical framework and methodological approach should be 
complied with; a quantitative and qualitative evaluation of the implemen-
ted actions is needed and their outcome should be assessed in terms of 
people in employment; 

• participants’ satisfaction should be assessed;
• an updated analysis should be performed to assess the context, market – 

related training needs and the target audience.

2.2 Approach and methodology

Restart@Work is aimed at enhancing the recipients’ ability to exploit all 
available resources to actively search a job in line with their expectations and 
the relevant socio-economic context. Individual and group activities, services 
provided by expert operators and supporting tools made available to partici-
pants help them improve their motivation and self-efficacy, which are known 
to be prerequisites for a successful integration into the labour market.
The model uses a variety of tools to perform analysis targeted at both in-
dividuals and groups; it also uses different modes of communication for 
one-to-one meetings (to customize interventions) and for the cooperative 
management of technical and cross-sectoral training activities. One of the 
advantages of this approach is that it helps create an environment where 
recipients can reflect on their attitudes, motivations, interests, personality 
traits, values and needs before making an informed career decision. 
A full skills assessment is performed at the beginning and at the end of the 
programme and represents a crucial stage of the process. Items considered 
in the assessment include the recipient’s personal skills (sociability, pun-

ctuality, trust, etc.), transferable skills (personnel management, communica-
tion, problem solving, etc.), as well as computer and foreign language skills 
acquired during career and education. Also organizational skills are assessed: 
these refer to knowledge and skills acquired by the recipient at work, as a 
result of the activity performed and his or her role in the company. 
The skills assessment allows identifying the skills that a person can use 
in specific work situations and which can serve as the basis for intentional 
career planning.
Coaching tools - which include questions, summaries and feedback – 
are used to assist individuals in determining what they want to do (goal 
statement), how they think to achieve the goal set, which resources are 
needed to make their goal viable. Individuals are guided to adjust their job 
search to the labour market situation (process) and to become aware of their 
limiting, empowering and personal beliefs which lead them to act (motiva-
tion). The ultimate aim is to help individuals improve their ability to make 
commitments - to a goal - and stick to them, defining the time and steps 
required to implement decisions. 
It is important to create a setting which values trust, transparency and personal 
enhancement: this is key to make sure that participants can truly engage in a 
process of self-redefinition and make realistic plans for themselves. 

The methodology followed by the career supporter includes the steps below; 
the career supporter will have to: 
• assess the person’s CV and evaluate the results from the analysis tools; 
• identify the scope (industry, area) of the job search; 
• encourage the recipient to engage in active job search, also resorting to his 

or her own personal networks; 
• check job announcements, job search resources and relevant journals on a 

daily basis; 
• invite the recipient to register with the provincial Job Centre and to subscribe 

to online job search engines; 
• read charts and graphs concerning labour market trends; 
• teach the recipient to keep a database (on paper or in Excel format) and use 

it to enter information concerning companies (s)he has contacted; 
• invite the recipient to visit as many employment agencies (job centres) as 

possible;
• consider whether attending a training courses can help the recipient 

develop new skills / knowledge required by the labour market; 
• prepare the recipient for a job interview and check the outcome afterwards 

by contacting companies concerned.
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Each partner tested the adapted model in specific target groups. The variety 
of beneficiaries of the action allowed the partnership to make some inte-
resting considerations on the flexibility and adaptability of the model to 
different contexts.
Notwithstanding the persistence of the job market crisis, results of the inter-
ventions were satisfactory. 
The R@W protocol has been localized in Spain, France and Bulgaria and 
tested with 50 unemployed people ranging from age 15 to 55. Most partici-
pants (around 30 of the total participants) were in their last year of secondary 
school or had just finished secondary school. A minority of participants (10 
of the total participants) held a university degree. A minority of participants 
(12 of the total participants) lost their job and were looking for another one. 
Each partner developed its own intervention, localizing the protocol according 
to the guidelines for transfer. An improved version of these guidelines is 
now available to support further localization processes. To adapt the model, 
several steps have been followed. First, each partner defined the problem and 
the actors involved. This led to a very diverse set of scenarios. In France and 
Bulgaria, final users were mostly unskilled young people who were strug-
gling to find a first job. In addition, Bulgaria participants were disabled: deaf, 
hard of hearing or cochlear-implanted. On the contrary, the Spanish group 
was composed of people that lost their job and were looking for another one. 
This selection was in line the R@W protocol (users should be unemployed or 
at risk) and in line with the mission of each partner, i.e. empowering the em-
ployability of the disabled (Bulgaria), of young people (France), and of people 
who struggle in finding a new job after they lost their previous one (Spain). 
Recruitment was conducted by means of telephone calls, e-mails, ad-hoc 
databases in order to disseminate information to people potentially intere-
sted in the project, informational activities in schools and vocational training 
offices, etc.
Then, each partner conducted a detailed context analysis, which will be 
presented in the next paragraph. As a third step, the local training designers 
and project managers got acquainted with the R@W protocol and its 
annexes. This was an important step because one strength of the R@W 
protocol is its flexibility, which means that the designer has many degrees of 
freedom in adapting the specific actions that are included in the protocol to 
the specific needs of the final users and to the specific opportunities offered 
by the local context. Hence, project managers have to master both the tools 

3. Transfer methodology and the protocol in order to understand what may be of help in each specific 
situation. Next step was to design the intervention, which means setting the 
goals of the intervention (which will be used for monitoring effectiveness), 
setting phases/methodologies and plan the protocol adaptation (sixth step). 
In this localization phase, some simple sub-steps have been followed. The 
first regards whether to import the proposed materials, use native materials, 
or develop new materials. This decision has been informed by the availability 
of better local tools that may outperform R@W tools. This is important to 
maximize effectiveness. Then the materials have been translated or adapted 
by well-qualified translators. Then project managers reviewed the localized 
materials to check for equivalence. The seventh step has been to select highly 
qualified professionals for leading and conducting each activity. This is the most 
important factor in our experience. Good professionals are essential for the 
success of the intervention. Indeed, the phase eight has been to share with 
them the goals of the project, get them acquainted with the R@W materials, 
refine the goals with them, and finally train them (if needed). Then, the inter-
vention has been carried out and evaluated according to both hard (e.g. # of 
employments) and soft (e.g. perceived self-efficacy in job search) indicators. 
The measurement of efficacy (level at which goals have been achieved) and 
effectiveness (=efficacy/costs) of the R@W intervention is an important part 
of the R@W protocol. Without adequate evaluations of effectiveness, it is impos-
sible to refine the model according to a continuous improvement approach. 
Each partner measured the indicators before and after the intervention, and 
then estimated the change and interpreted it as a measure of the efficacy of 
the intervention. The measures that have been employed before and after 
the intervention are the indicators that have been identified in the design 
phase. Specifically, indicators related to the specific goals of the intervention 
have been identified and used in the intervention for monitoring purposes. 
For example, in one intervention a main goal was to identify people who could 
re-enter the job market with their current skills and those that instead would 
have needed to be trained before re-entering successfully the job market. 
Hence, the percentage of people taking a training course among those that 
were identified as in need has been used an indicator of effectiveness.
Other relevant and traditional indicators have been employed in monitoring 
the interventions. Indeed, the R@W protocol includes the use of a scale of 
Life Satisfaction (SWLS, Diener et al., 1985, Diener & Diener, 1995, Pavot 
& Diener, 1994), which is freely available online at the author’s website, 
is already translated in many languages, and has international norms 
and cross-cultural comparisons; and a scale that measures participants’ 
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perception of ability in looking for a job (Search for Work Self-Efficacy 
Scale, Avallone et al., 2007) that has already being adapted for use in Spain 
(Pepe et al., 2010). This scale measures four dimension of search for work 
self-efficacy: Frustration coping; Exploration; Proactive career planning, 
and Relational integration. Further indicators used are the proportion 
of participants that exited the interventions before the end (drop out) or 
that found a job within 3 or 6 months from the end of the interventions. 
Lastly, one interventions also measured the number of job interviews 
that each participant took 3 and 6 months after the intervention. The more 
interviews, the more likely they get a job: this indicator is a useful proxy for 
the likelihood of re-entering the job market.

Veneto, Italy: Veneto is still among the richest regions in Europe, 
although loss of competitiveness, the fragmentation of the 
economic sector, the lack of large multinational companies and 

the lack of a regional development strategy hinder further growth opportu-
nities. The unemployment rates considerably increased since 2008, particu-
larly among young people (20% in 2013), and no positive trend has been regi-
stered so far. The largest share of Veneto’s regional added value is generated 
by the fashion, furniture, mechatronics, metalworking and food industries. 
However, since 2008 industrial production has been shrinking (-21.8% over 
five years) and Foreign Direct Investment (FDI) collapsed since 2007. On the 
other hand, export sales surpassed pre-crisis levels and the tourism sector 
is growing. Unlike many Italian and EU regions, Veneto has only few large-
sized companies but many entrepreneurs (one out of every ten inhabitants). 
Networks of SMEs were created to foster the competitiveness of specific 
industries. The Regional Government’s Smart Specialisation Strategy relies 
on the following sectors: Smart Agrifood, Smart Manufacturing, Creative In-
dustries and Sustainable Living.
The education and training offer is wide and well developed. The four regional 
universities are among the best in Italy in Economics, Engineering, Psycho-
logy, Law and Architecture.

4. Context analysis in Italy, Spain, Bulgaria, France

Aragon, Spain: Aragon has an internally open and diversified 
economy, the leading sector being represented by self-propelled 
equipment manufacturers and automotive suppliers. In addition 

to contributing to GDP and employment, the General Motors Opel plant in 
Figueruelas proved capable of attracting investment. The PLAZA Complex, 
close to the airport, is the largest logistics centre in southern Europe. The 
Regional Government has fostered a diversification process and identified 
five smart specialization areas, namely: agricultural engineering, power 
industry, automotive, logistics, tourism, and new technologies.
However, in spite of the active labour policy measures implemented so far, 
an ageing population, along with a dramatic increase in the unemployment 
rate (18.8%; 50% youth unemployment in 2013) prevent the Region from 
making the most of its human capital. On the other hand, since Aragon’s 
main business partners are based in Europe, the negative performance of 
the major European economies in 2013 could adversely affect the Autono-
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mous Community. Therefore, openness towards new markets in emerging 
countries and the constant availability of suitably skilled human resources 
are key to Aragon’s success.

Sofia, Bulgaria: The Sofia area is the richest and most 
dynamic economic region in Bulgaria, crucial to the national 
growth, also because it attracts half of the national FDI. Since 

1990 there have been significant changes in the ownership and organization 
of business and network operators, by now mostly privatized.
At national level, the measures contained in the National Programme 
2012 aim at ensuring welfare at work and  take into account changes in 
the workplace and the emergence of new occupational risks due to the 
economic and financial downturn.
In 2013, the government developed an employment strategy until 2020 in 
order to cope with the main challenges ahead: ageing population, growing 
unemployment (13.8% in 2012) - particularly among youth under the age of 
29 (23.6% in 2012) - and lack of measures for career guidance and re-inte-
gration into the labour market. The strategy aims also to generate positive 
effects on the large number of discouraged people (inactive) and long-term 
unemployed.

Auvergne, France: With a relatively  low population density, 
Auvergne is located along a diagonal line connecting Portugal 
to Luxembourg, known as “Diagonal void”. 22% of the active po-

pulation is employed in the industrial sector, above the national average 
(18%). The main regional industries include tyre manufacturing, as well as 
metallurgical, mechanical engineering and pharmaceutical companies. The 
agro-food sector is also well represented and agriculture itself employs 9% 
of the workers in the region, twice the national average. The region includes 
3 national competitiveness poles and 10 national and regional well-fun-
ctioning clusters in high technology sectors, an international tyre company 
(Michelin) and a number of very small and innovative companies with weak 
or no connection with large-sized enterprises. At the beginning of 2013, 
the labour market situation worsened in spite of some positive signs in the 
tourism and building sectors: 9.4% of the population is unemployed. In July 
2013, the Regional Government launched employment measures for young 
people, in an attempt to stop the ongoing human capital flight (brain drain) 
to more innovative regions in France, while dealing with an increasingly 
ageing population.

The 2-year transnational cooperation for the Restart@Work project 
occurred at a crucial time in the transition to new labour market arrange-
ments triggered by the production crisis of 2008. After an initial shock, policy 
makers at various institutional levels reacted to the crisis by launching new 
experimental employment support tools and asked training institutions to 
reconsider their training supply, thereby building the foundation for a new 
information sharing and governance system, which is now starting to bear 
fruit. Restart@work has provided a significant contribution in this context: 
on the one hand it has implemented and tested a model of intervention 
which gives concrete opportunities to workers affected by the crisis; on the 
other hand it has put together a knowledge structure that can facilitate the 
dialogue between different interest groups who share the same operative 
goal of helping people and businesses.

National pilot projects to test the system (in France, Bulgaria, Spain and 
Italy) involved 64 people: 20% of participants have already found a job 
thanks to the services delivered by the model and training administered to 
partner operators; a further 15% are currently attending vocational training 
courses that prepare them for work. Those numbers are very remarkable 
if one considers the diverse target groups involved (people with disabilities 
in Bulgaria, students and recent graduates in France) and the diverse socio-
economic contexts (unemployment in Spain stands at 25.1% even for skilled 
workers; in general companies are increasingly reluctant to hire new staff). 
The pilot projects have allowed us to assess the impact of proposed activities 
on individual participants in terms of self-efficacy and life satisfaction, which 
international studies consider to be key requirements for a successful job 
search: 62 out of 64 participants over the 4 pilot sessions reported increased 
levels of both self-efficacy1 and life satisfaction2 and stated that the services 
delivered by the project had helped them improve their awareness and 
reconsider their career path. It should be emphasized, finally, that in many 
cases it was clearly perceived that by supporting the Restart@Work project 
the European Union was offering concrete help, thus proving capable of 

5. Results & Key messages

1 Perceived self-efficacy is defined as people’s beliefs about their capabilities to produce designated 
levels of performance that exercise influence over events that affect their lives […]” . Bandura, A. 
(1994).
2 Life satisfaction is an overall assessment of feelings and attitudes about one’s life at a particular 
point in time ranging from negative to positive. Diener, Ed. (1984)
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being close to its citizens and their daily problems in an innovative way.
For organizations dealing with labour market issues and stakeholders, 
sharing the Restart@Work model for Career Support Services represented 
a great opportunity to initiate and consolidate the dialogue on work-rela-
ted issues and served as a good practice of collaboration between public 
and private entities for the benefit of citizens and businesses. Restart@
Work’s underlying goal is to support the production and economic systems 
in a crucial phase of transition, while promoting the smooth operation of the 
labour market: that makes it possible to adopt an approach geared to the 
needs of the people and the opportunities offered by a specific region, 
while creating synergies and local alliances to implement effective measures 
that are long lasting. Restart@Work gave the chance to explore these op-
portunities and helped start significant local cooperation projects in the four 
partner countries, including collaborations with 12 training institutions to 
further transfer the model. Networking and cooperation initiatives with uni-
versities, as well as system actions for case management were also started. 
These initiatives lay the foundation for a wider cooperation platform with 
new entities at both the national and European level.

The proposed working methodology and the characteristics of the process, 
which is transparent and based on an analytical approach, make it easier 
to transfer the Restart@Work model to organizations wishing to provide 
employment services. This approach also allows monitoring actions, so as 
to assess progress in the work plan and properly communicate the results 
achieved, especially to SMEs where training participants work or are on a 
placement.
The proposed action plan must be fine tuned to fit the local context where 
activities are implemented: the results of the testing phase and the successful 
double transnational transfer (from Italy to Bulgaria, France, Spain and back) 
prove that the model is flexible enough and that tools can in fact be adjusted 
to the specific needs of the users. The transfer guidelines prepared by the 
project partners can serve as a user’s manual for organizations wishing to 
participate in the joint development of the Restart@Work model.
Transnational comparisons have emphasized the importance of specific 
training for operators in charge of practical interventions, as well as for 
teachers and counsellors who meet people and businesses. In this regard 
Fòrema is working on an innovative job profile called “Career Supporter” 
with the twofold aim of helping partners enhance the skills of their profes-
sionals, while actively involving thematic experts in the model development 

process. The first pilot Career Supporter course was held in Padua in May 
2014: 19 operators have been successfully trained and are now working in 
Job Centres run by regional authorities.
Two years of work have led us to revise our initial approach. While in the 
beginning the model was intended to help people find a new job (collective or 
individual “outplacement”), it has now turned into a knowledge and resource 
management system to foster cooperation between public and private 
entities so that effective interventions can be provided to different target 
groups3: young people (first-time job seekers, unemployed), unemployed 
people (workers made redundant), managers, “weak” categories of workers 
who require assistance throughout their career (Career Support).
The challenges ahead include involving “NEETs” and further developing the 
model together with new entities in order to handle the new critical issues 
of the labour market. 

3 An assessment matrix which considers formally acquired skills (e.g.: educational qualification) 
and not formally / informally acquired skills (e.g.: professional experiences, experiences outside of 
work ) can be useful when it comes to fitting the model to specific target groups. The matrix helped 
us identify four main target groups with specific needs calling for specific intervention strategies, 
namely: NEETs (an acronym for people Not in Education, Employment or Training), first-time job 
seekers (unemployed people, looking for their first formal job), redundant workers (unemployed 
people who often benefit from active or passive welfare policies), managers (including those who 
have not been hired as corporate executives, but who in fact hold leadership positions in companies 
and perform coordination tasks, with ensuing responsibilities).
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The European situation, labour market forecasts and the prospective 
analysis of current trends bring out new issues and problems that call for 
partnerships and alliances deeply rooted in the territories, capable of 
providing effective solutions. Sharing the Restart@Work model can help 
that. Innovation in the field of labour market policies and governance tools 
has already started: it was triggered by the risk of a jobless recovery, a persi-
stent mismatch between business needs and the education / training supply 
and the explicit demand for services to make the labour market operate 
better. However, also public-private partnerships must actively contribute to 
design and implement innovative services for people and businesses: that is 
required by Europe 2020 objectives (in particular by those concerning Em-
ployment, Social Inclusion and Education) and by the revised regional and 
national policies in the field of employment services.

Achieving Restart@Work’s strategic objectives (i.e. to share, develop and 
transfer a Career Support model intended to build a shared knowledge 
platform at local and transnational level) opens the way to new forms of 
stable cooperation whose aims are to:
• firmly establish the Restart@Work model in the work practices of 

partner organizations by: encouraging local alliances to create customi-
zed and effective services, actively involving new stakeholders and training 
experts - Career Supporters in particular;

• develop specific versions of the model for different target groups (i.e.: 
NEETs, first-time job seekers, redundant workers, managers); use ICT tools 
to deliver services on a larger scale; improve tools and actions to accommo-
date user demands and feedback; focus on employability skills to support 
professional skills; take advantage of other approaches and experiences.

The Career Support Network Agreement is the instrument used by the initial 
Restart@Work partners to consolidate and grow the transnational coope-
ration on the topic of integration into the labour market and employment 
services.
The aim of the new Network is to further develop the Restart@Work model 
by promoting its use at local and international level, while capitalizing on 
the contribution of all the actors who can help implement specific measures 
in the labour market. The ultimate goal is to encourage dialogue between 
three main players, namely: public services and authorities dealing with the 

6. Career Support Network and future perspectives
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labour market; the operators of the “quasi-market” in employment services 
(including training and education organizations, up to tertiary education); 
private operators (companies, recruitment agencies and placement firms). 
To achieve such dialogue the direct involvement of social partners, policy 
makers, businesses, potential beneficiaries and relevant stakeholders 
willing to proactively support the outlined transition processes is needed.
The Network is governed by an open, not for profit, and voluntary agreement: 
starting officially on 1st October 2014, it is a first step to enable members to 
reap the benefits of European cooperation.
 

7. The Partners

Fòrema - Padua (Italy) - Training agency of Confindustria Padova
Contact: Roberto Baldo | email: rbaldo@confindustria.pd.it | tel. +39 049 82 27 277

Indico - Zaragoza (Spain) - Training agency
Contact: José Antonio Campos | email: info@indico.info | tel. +34 976 230 022

Assist Net  Асист Нет - Sofia (Bulgaria) - Network of professionals
Contact: Slavina Lozanova | email: assist_net@abv.bg | tel. +35 92 981 0051

Université Blaise Pascal - Clermont-Ferrand (France) - University
Contact: Lysiane Lelue | email: lysiane.lelue@univ-bpclermont.fr 
tel. +33 473 406337

Provincia di Padova, Settore formazione e Lavoro - Padua (Italy) - Local Authority
Contact: Giorgio Santarello | email: giorgio.santarello@provincia.padova.it 
tel. +39 049 820 13 80

CISL Veneto - Venice Mestre (Italy) - Trade Union
Contact: Giulio Fortuni | email: giulio.fortuni@cisl.it | tel. +39 041 533 08 11

Cartotecnica Postumia - Carmignano di Brenta (Italy) - SME
Contact: Pierluigi Gava | email: pierluigi.gava@postumia.it | tel. +39 049 943 89 99

Università di Padova, Dept. FISPPA - Padua (Italy) 
Department of Philosophy, Sociology, Pedagogy and Applied Psychology
Contact: Egidio Robusto | email: egidio.robusto@unipd.it; 
michelangelo.vianello@unipd.it | tel. +39 049 827 6664

Confindustria Veneto SIAV - Venice Mestre (Italy) 
Agency of the Regional - employers’ association
Contact: Chiara Salatin | email: area.progetti@siav.net | tel. +39 041 251 75 11
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