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Introduction 
The project “FAB: Fast Track Action Boost” aims at improving the provision of services related to 
labour market integration for refugees and third-country nationals with a special focus on 
women. To this end, it initiates the cooperation of six European cities or regions: the cities of 
Milan, Berlin, Stockholm, Vienna and Madrid and the Republic of Serbia. 

The objectives of the project as defined in the description of the action are 

 Improve integration of the refugee, asylum seekers and beneficiaries of international 
protection populations in the target contexts, through mainstreaming of relevant and 
tested policies, measures and practices (Service Delivery); 

 Improve the capacities and knowledge of key actors at the city-level to plan, implement 
and mainstream the measures, service delivery mechanisms and practices most relevant 
and effective as responses to the specific challenges emerging in the different contexts 
(Capacity Building); 

 Develop innovative European models of policy approaches, practices, methods, and 
guidelines flowing from project results on fast track mechanisms for refugee integration 
and on women integration in the labour markets (Dissemination and Learning). 

As part of the evaluation process, SÖSTRA is carrying out five case studies in order to find out to 
what extend these objectives have been reached. The case study in Berlin will put a specific focus 
on Service delivery. The central questions to be answered are  

 How do we design a project that fits the city’s needs? 
 How do we reach the target group? 
 How do we make sure to get all relevant information on the beneficiaries of the practice? 
 How can we meet the specific needs of women with regard to inclusion and integration? 

1 Background situation in Berlin  
Berlin had a total of 3.8 million residents by the end of 2019, 80 % of which (2,992,150) had 
German citizenship and 20 % (777,345) had other nationalities. About 20 % (542,975) of the 
German residents have a migration background.1 Approximately one third of Berlin’s population 
is between 25 and 45 years of age, constituting the largest and fastest growing group of 
residents.2 

 
1 https://www.statistik-berlin-brandenburg.de/publikationen/stat_berichte/2020/SB_A01-05-

00_2019h02_BE.pdf 

2 https://www.bamf.de/SharedDocs/Anlagen/DE/Statistik/BundesamtinZahlen/bundesamt-in-zahlen-

2018.pdf?__blob=publicationFile&v=16 
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During the years 2015 and 2016 approximately 80,000 asylum seekers3 came to Berlin, of whom 
well over 50,000 were registered and accommodated here. After the number of asylum seekers 
in Germany peaked in 2015, the influx of new arrivals decreased annually. Berlin, receiving 5 % of 
all refugees newly arriving in Germany, counted 8,216 asylum seekers in 2018, while a total of 
161,931 asylum seekers (43 % female, 57 % male) immigrated to Germany that year. The majority 
of the refugees comes from Syria, Iraq and Afghanistan.4 Berlin’s protection rate, in accordance 
with the national average, lowered to around 31 % in 2018, after remaining stable at around 44 % 
between 2015 and 2017.5  

Support systems for refugees are vast in Berlin and comprise 

 social services provided by LAF (State Office for Refugee Affairs) 

 benefits to cover the needs of the household for food, accommodation, heating, clothing, 
health care and consumer goods (essential needs) 

 benefits to cover needs for education and participation in social and cultural life (esp. for 
children and youths) 

 school, kindergarten and preschool for children 

 German and integration courses (Federal Agency of Migration and Refugees) 

 measures for activation and professional integration (Federal Employment Agency) 

 vocational language training6. 

Labour market integration has been a priority with regard to supporting measures for refugees 
and third-country nationals. Access to the German labour market is regulated with regard to the 
legal status of the refugee. Also, access to skilled jobs usually requires formal qualification, which 
in most cases needs to be proven through a (officially recognized) certificate. 

In May 2018, Berlin counted 11,200 refugees from the main countries of origin who are in 
employment subject to social insurance (mainly hospitality sector and other services). In 
September 2018, 28,193 job-seeking refugees were registered with the Regional Office of the 

 
3 In this report, the term ‘refugees’ covers both asylum-seekers and recognised refugees. 

4 Federal Agency of Migration and Refugees (2019): Das Bundesamt in Zahlen 2018 - Asyl, Migration und 

Integration. 

5 Federal Agency of Migration and Refugees (2019): Das Bundesamt in Zahlen 2018 - Asyl, Migration und 

Integration. 

6 For a detailed list of the specific measures for refugees provided by the Federal Employment Agency please 

refer to: https://statistik.arbeitsagentur.de/DE/Statischer-Content/Grundlagen/Methodik-

Qualitaet/Methodische-Hinweise/FST-MethHinweise/FST-spezifische-

Massnahmen.html?submit=Suchen&templateQueryString=fluchtmigration 
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Federal Employment Agency. Among them 10,333 were considered ‘unemployed’7. A total of 
2,248 refugees had applied for vocational training positions at companies.8 

2. Designing the pilot 
At the time the FAB pilot was to be designed, support systems for refugees and third-country 
nationals were already well established in Berlin in general. However, a need for measures 
directed specifically to women was identified. Therefore, the Berlin partners chose to combine 
aspects of three practices from Stockholm into one new measure for this target group. 

 

2.2 Process of learning about the practices 

The administration partner from Berlin (Berlin Senate) got to know the practices during the study 
visit to Stockholm and subsequently decided to use it as a model for a similar programme in Berlin. 
The implementation was supposed to be carried out by Metropolis partner. However, it became 
clear very quickly that such a programme could not be implemented by Metropolis, since it 
required existing networks into the migrant community. This is why an operative partner 
(Goldnetz) was introduced into FAB in order to implement the pilot on behalf of Metropolis. Since 
the operative partner entered FAB only in early 2019, it did not participate in the study visits. 
Also, all subsequent Local Empowerment Workshops took place in Berlin rather than in 
Stockholm. Even though at these workshops the Swedish approaches were presented and 
discussed, the fact that Goldnetz had not visited them on site was considered a great loss by all 
Berlin partners, since experiencing the Swedish model in action and talking to people in 
Stockholm implementing it during the study visit helped a lot to understand the approach: 

“For us, from the Senate, it was very valuable to see [the project] on-site, because you get a 
totally different feel for such a project and also a point of comparison with regard to what we 

finally developed with Goldnetz. Compared to only having their concept on paper.” 
(Administration partner) 

Besides the Local Empowerment Workshop in Berlin, where Stockholm partners presented the 
general approach of SXF, the operative partner in Berlin had to refer to programme documents 
and curricula (not all of them translated to English) in order to understand the structure and 
functioning of the programmes to be transferred. During this process, there was little personal 
exchange between the Swedish partners and the operative partner in Berlin. According to the 

 
7  In German statistics, the unemployed are a sub-group of the job seekers. There are several criteria to 

distinguish between the two groups, the most important of which is availability to work. For example, 

participants of a language class or integration measures are currently not available to work, but are still 

registered as jobseekers. What is more, persons in integration measures may register as jobseekers. 

8  Federal Employment Agency (2019): Personen im Kontext von Fluchtmigration - Deutschland, Länder, Kreise, 

Agenturen für Arbeit und Jobcenter (Monatszahlen). Data status: 04.01.2019 
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operative partner, it would have helped a lot if they had had the chance to get to know each other 
personally at some point in order to establish an informal basis on which to work together. 

 

2.2 Adapting the practices 

The Berlin pilot project combines components of three programmes from Stockholm. These are 

1. Swedish for Professionals (SFX): SFX is a programme that aims at accelerating labour 
market integration of migrants by combining language and professional training: 
professional know-how is taught in Swedish in teams of a professional teacher and a 
language teacher. Depending on the target job or sector, the programme also comprises 
an internship or a certificate required for the specific job (e. g. driving licence). SFX runs 
over 5 to 18 months, with 20-30 teaching hours per week. 

2. Vocational Training for Immigrants with integrated language education (YFI): YFI also is 
based on combining vocational and language training, thus speeding up the process of 
labour market integration. In contrast to SFX, the target group are adult migrants with a 
lower educational background. Over a duration of 1.5 to 2 years, they can complete a 
vocational training in either cooking, construction or care. 

3. Unit for external employer collaboration (EfAS): EfAS aims establishing a strategic and 
long-term collaboration between the labour market administration and employers in 
Stockholm. 

Job Boost, the Berlin pilot project, picks up some features from each practice. Most importantly, 
it incorporates the combination of professional and language training from SFX and YFI by having 
a team of a professional and a language trainer run the courses (team teaching). Moreover, it 
chooses a target group similar to the one in SFX, focussing on persons with previous professional 
education and / or experience. As an additional stimulus from EfAS, Job Boost puts special 
emphasis on early and intensive collaboration with potential employers. In Job Boost, these 
features are combined with successful approaches proved ad tested in the Berlin context, such as 
intensive one-to-one coaching and a 6 months traineeship for all participants (cf. Figure 1). 
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Figure 1: Components of Job Boost 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Moreover, certain adjustments had to be made to the original programmes and approaches due 
to the fact that Job Boost was of rather small scale in terms of disposable budget, of participants 
and of duration. Therefore, it was not possible to form homogenous study groups for certain 
target jobs, sectors or command of German language during the course phase. This meant that 
the content covered in the group sessions had to be of general labour market relevance rather 
than being job- or sector-specific, putting special emphasis on system knowledge such as the 
written and unwritten rules of working life in Germany. Also, the intensity of on-site activities was 
much lower than in SFX and YFI, with one group session per week rather that a (close to) full-time 
programme. Most participants in Job Boost therefore attended other courses at the same time, 
such as general language classes. However, while specific features of Job Boost differ from the 
practices in Stockholm, the relevant common feature was the focus on accelerated labour market 
integration for professionals in order to preserve their professional competences and identity and 
to prevent sub-qualification labour market integration. 

The ultimate structure of Job Boost was the following: 
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Figure 2: structure of Job Boost 

 

3. Implementing Job Boost 
3.1 Preparing the pilot 

The preparation of Job Boost took place between January and June 2019. It was an iterative 
process, in which the operative partner refined its concept several times by reflecting and 
adapting the Swedish Model to the given situation in Berlin in order to finally reach its definite 
form. The process took place in exchange with Metropolis.Net. The operative partner also defined 
the implementation plan and the tools and competences necessary for implementation. 
Predefined steps of the process, such as the Train of Trainers, did not take place in an intended 
way, but all activities that were planned for these steps were nevertheless carried out. One pivotal 
element of the preparational phase was the acquisition strategy: Since in Berlin, there exists a 
large number and variety of support schemes for third-country nationals, addressing and 
attracting suitable participants was nontrivial. Therefore, the operative partner developed a 
strategy which defined several paths of addressing and acquiring participants. It included direct 
contact with multipliers, presentations at suitable institutions and meetings, general mailings to 
relevant institutions and multipliers as well as a project-specific website, the usage of social media 
and project folders in easy language. 

 

3.2 Addressing potential participants 

Since the operative partner had been working with migrant women before, it disposed of a broad 
network and well-established contacts into both the migrant community and the relevant 
institutions (e.g. job centres, contact points for refugees and third-country nationals) which were 
exploited in order to address potential participants. The operative partner presented the project 
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at more than 20 meetings with multipliers or with potential participants, posted information in 
newsletters and facebook messenger groups, send out information via e-mail and called contact 
persons in order to inform the about the project. Still, addressing and attracting participants for 
the project turned out to be challenging. Reasons for this were several: First, addressing migrant 
women is difficult since they tend not to be as active and present in public spaces and contexts 
as men are. Also, women often take more time to build trust, thus prolonging the process of 
alluring them to the project. And women often face a high work load due to care duties (besides 
language and other courses), thus leaving little time for further activities. Second, potential 
participants often hoped for fast labour market integration in order to provide for themselves, 
even if this would entail a sub-qualification employment. Persuading them to take the long path 
which potentially leads to a higher-level job again took time; in some cases, it was not successful 
and potential participants decided not to take part in JobBoost due to its rather long-term 
perspective. Third, in some cases it first had to be checked whether potential participants could 
be supported within the context of JobBoost due to their specific personal situations or ambitions 
(e.g. persons currently in low-skilled employment or persons with an ambition to take up a three-
year re-training rather than entering the labour market quickly), again slowing down the intake. 

Until end of September 2019, i.e. after 6 months of project activities and 4 months of intensive 
promotion of the project through various channels, 61 potential participants had been in touch 
with the operative partner and 24 persons had entered the project. Therefore, the project 
partners decided to broaden the target group of the project: It was opened for men, while still 
focussing on women as participants. Also, persons with lower language and / or professional skills 
were admitted to the project. By the end of 2019, the planned number of 70 participants was 
reached. Ultimately, 74 participants were admitted to the project, 65 of which were women. In 
order to reach this number of participants, 121 persons had been interviewed as potential 
participants. The most successful paths to address participants were via contact points for 
refugees and third-country nationals (27 participants; 36 %) and via job centres (19 participants; 
26 %). Personal recommendation proved relevant, as well: 9 participants (12 %) learned about 
the project this way. 

 

3.3 Service delivery 

The active phase of working with the participants started as soon as there were project entries, 
i.e. in June 2019. Participants entered the orientation phase successively and were coached 
towards defining their individual labour market goals. In this context, the European Skills Profile 
Tool was tested as an assessment tool, but was discarded after some test runs due to limited user 
friendliness, lacking benefit to the participants, difficulties to embed the tool in the process of 
interaction with the participant, and flawed translation.9 Instead, the coaches used biography 
work in order to establish a connection between former work experience and future labour 
market options. This process usually took one to three personal appointments. In some cases, it 
turned out that – contrary to the initial idea of Job Boost – participants did not wish to pursue 

 
9  See Second Period Implementation Report for details on the testing of the European Skills Profile Tool. 
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their former work path but would rather take the opportunity to reorient towards a different 
occupational field, either because their general interest had shifted, or because their initial 
occupational decision had been highly influenced by others, e.g. their family. This potentially 
required general re-training. 

The coaches also helped participants to identify necessary steps to reach their labour market goal. 
Despite the high level of education and existing work experience, this often included acquiring or 
improving basic labour market-related skills, e.g. general IT or communication skills. Therefore, 
the curriculum of group sessions put special emphasis on these topics. In addition, some 
participants entered specific training courses. 

The orientation phase also included preparation of the application package, i.e. writing a CV and 
obtaining proof or recognition of existing qualifications. In some cases, participants started 
applying for jobs already in this project phase. 

The preparation phase started in November 2019. Between November 2019 and February 2020, 
there was a weekly 4-hour group session covering the following topics: 

 Presenting oneself / job interview 

 German labour market: legal framework 

 Everyday interaction on the job / unwritten rules 

 Communication in the workplace: writing an e-mail, talking on the phone, feedback talk 

 Job search strategies 

 Company visit (hotel) 

Participation in the group sessions was not compulsory, however once a participant had 
registered for the session, she or he was supposed to participate on a regular basis. 33 
participants registered for the group sessions in the preparation phase. In order to allow each 
participant to take part in the group sessions, the weekly session took place twice: one day in the 
morning and the other day in the afternoon. Still, attendance was infrequent due to the work 
load from other activities (e.g. language courses and internships) and care duties or due to lacking 
recognition of the benefit of the course.10 In the end, only about one third of registered 
participants attended the sessions on a regular basis, and the composition of the groups often 
was heterogeneous in terms of language and occupational skills.11 This meant that it was not 
possible to form the group into a team, nor to let the sessions build on one another. On the other 
hand, the small average group size of six persons and the fact that the group sessions were held 
in teams consisting of a coach and a language trainer (team teaching) led to a low teacher-to-
participant relation. Thanks to this situation, it was possible to establish an efficient and 

 
10  The course did not lead to a formal certificate. 

11  The majority of participants had language level B1 or B2. However, language skills were very heterogeneous: 

They varied from level A2 (12% of participants) to level C1 (15% of participants). 
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participant-oriented working environment. Also, due to voluntary participation, those who 
attended the courses were highly motivated. 

Initially, the project concept also planned group coaching sessions after the preparation phase. 
They were meant as a means of informal interaction with and between the participants, but also 
to cover specific topics such as social participation, job search strategies, or preparation for job 
fairs. These group coachings were scheduled to take place after the preparation phase. Four 
sessions actually took place in February and March 2020, before the Covid-19 pandemic put these 
activities on a full hold. As a substitute for direct interaction and communication on success 
stories, the coaches produced short videos with (former) participants in which they tell their story 
of how they made their way into employment. 

Right from the beginning of implementing the project, Job Boost coaches worked on establishing 
contact to companies and potential employers, either individually or via employer organisations. 
They found companies to be mostly open towards employing refugees and third-country 
nationals if their profiles fit the company’s needs. With profiles and qualifications fitting, 
companies preferred direct employment over a traineeship, which would require adjustments in 
company processes and responsibilities. While this speeded up integration into full-fledged 
employment even further, it also meant that the new employees had to perform in the new 
working environment from day one, which was demanding for many Job Boost participants. 

While some participants found a job already before the preparation phase, job placement 
activities intensified in early 2020. This included matching of companies and suitable participants, 
a company visit at a hotel, (preparation of) visits of job fairs and coaches accompanying 
participants to job interviews. Placement was strongly obstructed from March onwards due to 
the Covid-induced lockdown when many companies put a hold on hiring activities and at the same 
time many participants had to spend more time on child care.12 While the situation eased in many 
respects after the end of the lockdown, some obstacles persisted, e.g. the lack of opportunities 
in the hospitality sector, which had been a target sector for several participants. This meant that 
participants had to reorient to other fields of work at a very late stage of the project. 

Individual coaching was at the core of Job Boost and took place over the whole course of the 
project, either in person or via phone, video calls or messenger. The coaching intensity differed 
widely, ranging from daily contact to intermittent meetings. Over the course of the project, about 
400 on-site coaching sessions (approx. 90 mins) and 600 long-distance contacts happened. All 
coaches were female, thus constituting a role model of working women for the female 
participants. Coaching aimed at empowering the participants, helping them to identify and take 
the next step towards employment. During the lockdown, coaching topics moved from mostly 
job-related ones to general information on the situation and latest regulation. Also, the 
challenging lockdown situation fuelled specific fears and anxieties the coaching had to deal with. 

 
12  In some cases, this led to a general re-focussing on family duties and traditional division of labour which 

might hinder a future employment. 
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Moreover, over time and with deepening personal relations, the coaches identified psychological 
obstacles such as fear with regard to the task of integrating into an unfamiliar and highly complex 
(working) environment, sometimes leading to regression in the face of the next steps ahead. Thus, 
there were several cases of participants backing off once they had a concrete job offer and were 
supposed to start to work. From this experience, the coaches conclude that jobs in a protected 
working environment with reduced performance expectations, such as traineeships and 
voluntary work, could be an appropriate intermediate step for the target group of refugee and 
third-country national women, in order to give them more time to adapt to the German world of 
labour. 

The concept of blended counselling proved successful to keep in touch with the participants who 
often had to reconcile project participation with numerous other tasks and activities. It turned 
out to be especially valuable during the Covid-induced lockdown which started in Berlin in March 
2020 and which prevented any kind of personal contact until June 2020. At that point, coaches 
switched to exclusive remote counselling. This had its specific advantages and disadvantages: On 
the one hand, it was challenging for some participants, especially those with a low language level, 
due to the lack of nonverbal communication. On the other hand, it turned out to be highly 
efficient in some cases, e.g. because coaching sessions could easily be interrupted to allow for 
additional research by the participants and because participants saved commuting time. 
Moreover, it helped to further train language and IT / media skills. In conclusion, it became 
obvious that remote methods can work well when it comes to exchanging information, but lack 
the personal interaction which is necessary to build a trustful relationship. Thus, it is possible to 
transfer a coaching relationship that has been established in person into a remote setting. 
Building a coaching relationship in the first place, however, requires personal interaction. 

 

3.4 Outcomes and Impact13 

Between June 2019 and June 2020, Job Boost supported 74 refugees or third-country nationals 
with previous professional experience on their path into adequate employment. 65 participants 
were women (88%), 9 were men. Most participants (69%) came to Germany during the refugee 
movements of the years 2015 and 2016, with Syria being by far the most important country of 
origin (61% of participants). The majority of participants (70%) were between 30 and 44 years old 
when entering the project. About 60% of participants had children. Usually, they had completed 
12 years of schooling, followed by either a vocational training or a university degree plus several 
year of professional experience. Most common fields of practice were education, office and 
accounting, and commerce. 

During Job Boost, participants developed a new professional perspective, with some of them 
continuing in their field of practice while others had to or wanted to reorient towards other fields 
and professions. As a result, the most common target field for participants was office and 
accounting, followed by education. They then were guided into finding a stable employment in 

 
13  This chapter is based on data available as of October 2020. 
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the chosen target field. Besides project activities within Job Boost (coaching, group sessions, job 
search, application, traineeship), all participants attended additional courses, such as language 
classes or further professional training. 

The ultimate objective of the programme FAB – and thus of Job Boost – on the individual level is 
to ease the integration of refugees and third-country nationals through fast-track integration. In 
fact, Job Boost was able to advance labour market integration for almost all participants. This is 
most obvious for participants who actually found a job: 18 persons started working in a full-
fledged employment (one of them self-employed), another 3 persons started a vocational training 
which also comprises an employment at a company14. 8 persons entered other forms of 
employment (traineeship, voluntary work, subsidized employment). Thus, a total of 29 people 
(39% of participants) entered the labour market after Job Boost. Remarkably, even during the 
Corona lockdown, none of the jobs established to that date were terminated.  

26 participants continued training, either in language courses or in further professional training. 
Another 9 persons were still in the process of applying for a job when Job Boost ended. For these 
35 persons (47% of participants), although not integrated into the labour market yet, the next 
steps leading to integration were taken within the project, thus easing their way into 
employment. For the remaining participants (10 persons or 14%), other issues besides labour 
market integration turned out to be more pressing at the moment, so that the process of 
integration was interrupted. Thus, all in all, labour market integration was eased (and in some 
cases fully achieved) for 64 persons (86% of participants). 

4. Lessons Learned 
The Berlin pilot Job Boost provides numerous valuable insights with regard to two objectives of 
the FAB, namely improving integration of the refugees, asylum seekers and beneficiaries of 
international protection populations in the target contexts, through mainstreaming of relevant 
and tested policies, measures and practices (Service Delivery) and improving the capacities and 
knowledge of key actors at the city-level to plan, implement and mainstream the measures, 
service delivery mechanisms and practices most relevant and effective as responses to the 
specific challenges emerging in the different contexts (Capacity Building). 

 

4.1 Service delivery 

The logic of intervention of Job Boost with regard to service delivery is the following: 
  

 
14  In Germany, vocational training often takes places within an employment at a company. 
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Figure 3: logic of intervention (Service Delivery) 

 

 

 

 

 

 

All local partners assess that Job Boost filled a gap in the existing projects and programmes on 
local and national level as it was oriented towards persons with previous professional experience 
who do not need extended training but have qualifications that can quickly be used in the 
receiving country. Additional skills these persons often need are basic labour market related 
competences such as IT and communication skills. Moreover, they often lack system knowledge, 
i.e. understanding of and the ability to apply the written and unwritten rules of working life. 
Without this knowledge, integration into the labour market can appear to be an unmanageable 
task, which in turn can lead to fear and regression. System learning can take place in the form of 
trainings, but also in the context of protected jobs, e.g. traineeships, voluntary work, or subsidized 
employment. These jobs allow people to gain practical experience in the new system without 
having to fully perform from day one. In these cases, however, it is indispensable to continue 
coaching in order to make sure that people do not remain in these protected jobs. 

Within the project it became obvious that also for this target group, the integration path into the 
labour market can be long and the necessary steps and support can differ widely, depending on 
the individual situation. With regard to employment, this process can comprise a professional re-
orientation which can be especially demanding for (female) refugees and third-country nationals 
because they tend to be subject to rather strong expectations from family and peers concerning 
their (working) live. However, a prolonged integration path does not only refer to the job-related 
background and / or the current living conditions, but also to potential trauma which has to be 
dealt with.15 Therefore, a highly flexible and individualized approach is essential. 

When it comes to female refugees or third-county nationals with care duties, flexibility is not only 
necessary in terms of content, but also in terms of time management. Many women face a high 
work load, including care and family work, and have limited time resources for extra activities. 
This needs to be taken into account when scheduling project activities. Also, any time-saving 
measures such as remote contact (in order to save commuting time to a meeting) can be 
particularly valuable when working with women. Due to their limited time resources, women with 
care duties tend to be more goal-oriented than other persons. Therefore, it is advisable to make 
sure that there is a tangible result at the end of each project activity. 

 
15  All these aspects of course have specific dimensions when it comes to women, requiring specific approaches 

and preferably female project staff as contact persons. 
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Job Boost comprised two innovative methods which turned out to be highly effective: First, team 
teaching, i.e. running courses in a team of an expert trainer and a language trainer, proved very 
beneficial since complementarities between content and language could be used. Both the 
administration and the operative partner see a large potential for this approach to be 
implemented in other contexts, e.g. in vocational training courses for non-native speakers. It has 
to be noted, though, that team teaching requires a lot of preparation and coordination of the 
trainers. 

Second, coaching within Job Boost was organized as blended counselling, using both face-to-face 
and remote communication, i.e. communication via telephone, video calls, or messenger services. 
While this approach turned out to be extremely valuable during the exceptional situation of the 
Covid-induced lockdown in spring 2020, it can also be useful in more ordinary circumstances: 
Remote counselling saves travelling time, allows for quick updates to keep a process running, and 
can help to focus a session on the relevant topics, thus making it more efficient. It also helps to 
further train language and IT / media skills. However, remote counselling requires a certain 
degree of digital literacy (for both coachees and coaches) and a fair command of the working 
language, since many nonverbal aspects of communication get lost. Moreover, it is difficult to 
establish a personal relationship remotely. Thus, remote counselling can be considered a valuable 
complement to face-to-face counselling, with its strengths at exchanging information and 
working on specific topics in an efficient way, but with weaknesses with regard to personal 
interaction and building trust, especially in an early stage of a coaching relationship. 

The project claim of providing a fast track to labour market integration needs to be evaluated 
given the individual preconditions of the target group: Fast track integration means speeding up 
a process which would otherwise take even longer. In the context of Job Boost, the speed-up 
came from the fact that two vital steps of the process, namely language learning and professional 
and / or system learning, were combined, thus saving time with respect to splitting them into two 
consecutive steps. However, there is an obvious trade-off between speed and quality of 
integration: It takes longer to find an employment adequate to the existing qualifications than to 
find any kind of (sub-qualification) job. Also, speeding up integration is only possible to the extent 
the person to be integrated is able and willing to follow the process, as the operative partner 
pointed out: 

“There could be a “fast”, but [what is important are] individual and conscious decisions and if 
you are going for “fast”, then you somewhat overwhelm people and that leads to dropouts.” 

(operative partner) 
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4.2 Capacity building 

The logic of intervention of Job Boost with regard to capacity building is the following: 

Figure 4: logic of intervention (Capacity Building) 

 

 

 

 

 

 

The local partners considered learning about other approaches to be highly valuable and inspiring. 
As the administrative partner pointed out, studying other settings and the resulting approaches 
and measures not only provides suggestions for activities, but also stimulates reflexion of one’s 
own situation with its specific opportunities and constraints. 

When it comes to transferring good practice from one context to another, the focus usually is on 
general approaches rather than content. Thus, the transfer from Stockholm to Berlin focussed on 
the technique of team teaching, while the content taught differed widely (professional training in 
Stockholm vs. labour market and system knowledge in Berlin). 

All local partners agreed that it is vital to learn about the approaches to be transferred at first 
hand, not only because this provides a deeper understanding of the approach, but also because 
it allows to get to know the persons implementing it personally and thus to establish a basis for 
informal exchange and support. Within FAB, there are several project activities which were 
designed to foster this direct exchange, namely study visits, peer reviews, local empowerment 
workshops, and mentoring visits. However, not all of these activities took place within the 
Stockholm – Berlin transfer, and in those activities that took place (study visits, peer reviews), not 
all relevant partners participated. In particular, the operative partner was not present and thus 
never got the opportunity to experience the practice to be transferred in a real-world setting. This 
posed a serious challenge to the transfer. 
 


