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I. OPENING OF THE 26TH EUFASA CONFERENCE:

A) Opening Address  Mrs.Catalinia Saínz, Chair of Host Association.
B)  Opening Address Mrs. Maria Jesus Figa Paolop,  Undersecretary of the Spanish Foreign Ministry.

II. Reports from the Working Groups

A) Coming Home


B)  How to prepare spouses/partners for their lives abroad


C)  How to improve the Associations' Membership
III. Reports from the Workshops


A)  Family Officers, their job and their relationship with the Associations


B)  How to cope with life abroad. Insights into a preparatory workshop for trailing spouses/partners


C)  Updating the Website.  Future of the internal and public website, coordination of the work with the Web Consultant
iv. SPECIAL PRESENTATIONS

A)   Presentation of the Manual to organize the Eufasa Conference  

B)  "Dual careers and staff mobility programme" Mrs. Petra Ten Hoope-Bender UN, Geneva


C)  "Training courses for spouses, Madrid Diplomatic School" Mrs. Silvia Cousteau
v.  working groups for budapest conference

* List of Conference Participants
I.  OPENING OF THE XXVI EUFASA CONFERENCE


The XXVI EUFASA Conference  took place on May 3-4, 2010 in Madrid with delegates from 20 EU countries, and 3 priviledged observers.

The conference opening speech, on May 3, by Mrs. Catalina Saínz, president of the Spanish association, announced the following inauguration by Her Majesty the Queen of Spain. Mrs. Saínz presented a draft for a letter to Mrs. Catherine Ashton, High Representative for Foreign Affairs & Security Policy. It was prepared by the Spanish associations first to be discussed by all delegates and later eventually sent.

A)
OPENING WORDS BY MRS. CATALINA SAINZ PRESIDENT OF ACD. (will be annexed)
B)
Opening address by THE UNDERSECRETARY OF Foreign MinistRY, Mrs. Maria Jesús Figa Palop. 


(will be annexed)
II.  REPORTS FROM WORKING GROUPS

A)  COMING  HOME

Coming home could be considered as a reverse culture shock.  The adjustment to returning home is sometimes more difficult than the adjustment to the foreign culture. Some of the reasons for that can be: 
· The feeling of incomprehension of our experiences abroad

· Less income 
· Difficulties in dealing with administrative issues

· No proper social network
· No support with housing and schooling 
· No job

Netherlands has prepared a checklist template for all EUFASA members.  Some general tips to lessen the impact of cultural shock are given.
This working group was divided in four subgroups:

1. 
Culture Shock  chaired by Finland  with participation of Greece

2. 
Children Adaptation:: chaired by Austria  with participation of Portugal

3. 
Housing and Finances: chaired by Switzerland with participation of France

4. 
Finding a Job: chaired by France with participation of Greece

Best practices are the result of all these working groups, summed up by Netherlands:
· Have a family office 
· Negotiate with MFA
· Give the spouse a status and an official recognition of her/his work for his/her government abroad (Switzerland), or implement the “recognition of experience” system (France), volunteer work experience could be officially accredited for degrees, diplomas  and other  qualifications with career relevance.
· Associations should  update their websites and focus on networking
· Approach your home posting as if it were a new posting

1. Culture Shock (Finland, Greece):

Feelings of being lost or disorientation often experienced after moving to another country and later coming back home, are explained by the term Culture Shock. It refers to the cultural transition process and the different emotional and/or psychological threats that might occur in different adjustment stages.


For a better understanding of the meaning and implications of the cultural adaption process, a four stages model is developed 
· Honeymoon Stage (everything is new and exciting)
· Frustration Stage (it seems so strange to me) 
· Understanding Stage (things become more normal)
· Acclimatization Stage (I can manage it)

From Wikipedia sources we learned that for approximately 60% of expats, called Rejecters, it was impossible to accept the foreign culture and integrate. They had also many problems after returning to their home country. About 10% of people, called Adapters, were fully integrated, while losing their original identity. They normally remain in the host country. Cosmopolitans, approximately 30%, are a group that successfully adapt in a foreign culture. For them, returning or relocating again is not seen as a major problem.


Special attention is given to the unexpected Reverse Culture Shock (Re-entry Shock), as readapting is not considered. It describes the dissonance between our transformed identity after living abroad and the changes in our home environment, when returning.


Adjustment to returning home is often more difficult than adjustment to the foreign culture. What once was familiar to us now has become more distant. It seems to be impossible for us to share the richness of our new experiences with family and friends. A range of psychological and physical symptoms are related to Cultural and Reverse Culture Shock. Overall we have to face challenges like housing, schooling or job finding problems.   


The often overseen stressful situation for foreign born spouses/partners can be particularly difficult. There are situations where one partner is in his home culture and the other in a foreign culture. Spouses/partners may not speak the local language and miss support from her/his own family and friends. 


We should realize that cultural shock and reverse cultural shock is something most people encounter when going abroad and return to their home country. Establishing contacts to Expats groups can prevent us from isolation. Learning the local language helps especially the foreign born spouses/partners. We can use experience and abilities for new projects. 


MFAs can organize preparing and relocating seminars and offer information and language courses for FBSs.  Also spouses' associations can offer “get together” events and use English as the language for the FBSs.
2.  Children Adaptation (Austria, Portugal):


This Working Group analyses different problems that may arise for children when the family is posted back home. In many cases, the officers' Home Country (HC) may not be perceived as such by children who have never, or hardly ever, lived there.
· they may have difficulties in their "mother tongue"

· they may feel as outsiders in the HC and they are usually not part of any group like most of their schoolmates
· the financial and social position of their parents may be very different from abroad

· they may have to face changes from an international school to a local school

· mothers may have less time for them


In addition to these specific problems, children have to face with the common difficulties they always meet when moving: leaving their friends, making new ones, loneliness, change of school and teachers, accommodation in new environment.


Suggestions are made for long and short term measures to prepare the transition and what to do upon arrival, as well as some general approach advice: Associations should be helpful in giving information and getting financial support for schooling and psychological advice. MFAs should, in conjunction with the Ministry of Education, provide language courses and material of the HC curricula while abroad.

The conclusion suggests that generally, despite the difficulties, our children will turn out to be uniquely advantaged adults.  Finally, the Working Group offers an interesting list of books and readings 

3. Housing and Finances (Switzerland, France):


When coming home, families generally have to cope with a loss in part of their income, no allocations for schools or housing and difficulties in finding a job.


In order to get a clear picture of the present situation among EUFASA members, this working group has sent out a questionnaire, divided into four fields: housing, education, employment, pension.  The results were presented at the Conference. 

· Housing: the great majority of countries do not offer special allocations for resettlement or temporary housing solutions, or financial counselling.

· School: little and limited assistance is offered by a minority of countries to continue in the same system as abroad

· Employment: MFAs rarely and limitedly support courses or coaching when coming home. Access to unemployment plans/benefits is granted in very few countries and on very strict conditions.  No assistance is given by Governments in finding employment within the public service

· Pension: while abroad, some countries pay certain compensation to spouses that can be used on a voluntary basis for pensions. When back home, this support disappears.

The Report suggests measures that could be adopted by MFAs (a few of them already exist in some EU countries) :
· have  apartments at disposal until relocated

· organize courses to increase chances of employability

· be eligible for unemployment benefits

· give spouses a status or official recognition with allocations paid directly to them
· continue to pay for pensions

· reinstall financial support for coming home

4. Finding a Job ( France, Greece):


This working group is a continuation of  the Berlin 2007 Conference report on working abroad and responds to the increasing concern, among spouses, about the importance to work both abroad and at home. 

· Offering information and guidance on employment is often a key factor in the decision as to whether families go on an accompanied posting, or whether the MFA employee goes unaccompanied, or even decides to leave the MFA career so that both partners may follow their careers.
· Job and an own career is an important part of identity and enhances your opportunities to stay in touch with a wide mix of people interested in international matters
· The number of separations is increasing, being able to remain independent is crucial

· Second income has become essential for lifestyle and status, comparable with contemporaries.

In Part I, the results of the questionnaire "finding a job", draws a picture of the current situation: MFAs are not very helpful in most countries. 


Part II deals with Recommendations to MFAs, stressing that they have a duty to support international mobility and that Human Resources Departments should ensure a correct balance between personal and professional aspirations of all its employees and their families. It assesses a need of a real family policy (training, information, dialogue, counselling and individual problem solution).

Recommendations to MFAs:
· provide training for partners

· be helpful with professional reinsertion/career advice

· implement "recognition of experience system"

· belong to international networks of human resources

· plan transfers in sufficient advance


Part III of the report highlights how multinational companies help employees/spouses re-adapt upon their return home, the benefits they offer through networks, outplacement companies and conventions,  and their best practices.


Part IV delineates the example of support offered by the French MFA to help spouses/partners reintegrate the labour market:
· 2007 Agreement between MFA and ANPE (French National Employment Agency)
· info day on employment for spouses/partners once a year with professionals of ANPE and EURES

· language and IT training

· recognition of experience system

· expert counselling in Maison des Français de l'Etranger


Part V is a Self Training Guide divided in 4 sections: before returning home, upon arrival, hints for training programmes, psychological support.

B) 
"How to prepare spouses/partners for their lives abroad" (Germany).

Report about a Seminar offered by the German MFA.


Since 2001, recruited by the MFA, Mrs. Seibel prepares spouses for their lives abroad, as part of the MFA “duty of care”. Originally, the two-day seminar was designed for “first timers”. It is paid by the MFA and linked to the diplomatic training academy, with an average of 20 participants.  It is advertised via association website and newsletter and by the MFA intranet. It serves as a source of information, which is given directly to spouses by the relevant departments of the MFA, and as a forum of experience sharing and networking. 

Themes of Seminars offered by MFA:

· Accompanying the partner: preparation for a new way of life

· Accompanying and job

· Workshop fundraising

· Accompanying in unsafe countries

· Setting in as a foreigner - intercultural communication

· Setting in as a foreigner . networking/invitations

· First time as a partner of a Head of Mission

· Smooth moves . workshop for accompanying children


In the following Q&A session, Associations shared their experiences in organizing seminars.  In all cases, seminars have been a success among participants, but there is a strong concern for the relatively limited attendance, especially by partners of MFA agents.  A debate followed on the causes of poor attendance and on how to reach potentially interested spouses/partners/accompanying persons.
C)
How to Improve Country Associations'   Membership (Greece , Italy, Switzerland, EU, Portugal).

It is ever more difficult to get people to participate and/or contribute to their country's associations. Associations need to focus on their customers in a more contemporary and pragmatic way: adapt their agendas to their resources, communicate their achievements appropriately and frequently in order to highlight the value of membership, increase their visibility within the MFA, improve their image. Networking and a well thought-out marketing plan are key issues.  

 The Report analyses the different types of Foreign Service Spouses/Partners Associations, their membership and funding, and their main functions. It then assesses the current situation, stressing low interest as well as a negative perception by MFAs of the Associations role and their concerns as the dominant features, (nuisance, women's only club, etc). A  S.W.O.T (Strengths, Weaknesses, Opportunities, Threats) chart gives the keys of the current situation.
The Report focuses on actions to be taken on 4 different levels:

1. To manage the different expectations of the members and improve common understanding between members: 
· Association Board should be heterogeneous and represent different categories of members

· Send questionnaires, organize round tables to expound changing needs and check that actions are on the right track, give members opportunity to propose new ideas
· Identify feasible goals each year 

· Assign responsibility of different topics to the board and communicate them to members
2. 
To Attract Members, particularly entry to mid-level:

· Present your Association at the yearly information event for new diplomatic recruits, focusing on their specific concerns
· Present your Association at the yearly information session for diplomats about to be transferred or cooperate with Family Liaison Officers

· Get a representative of the younger generation in the board and assign to him/her specific assignments relative to their needs

· Make your website attractive, catchy and modern

· Organize a get together for newcomers, welcome back letter 

· Open the association's agenda to issues faced by younger generations

· Diversify activities
· Organize courses for members: both newcomers and prospective
3 & 4. To Attract Board Members, To Attract Volunteers:
· Proactively identify and approach potential Board Members/Volunteers personally, stressing the added value of having them on the board using the following arguments:



•Activities and contributions benefit everyone and could count as 
voluntary work to be used on candidate's CV.


•Opportunity of networking inside and outside the MFA.


•Opportunity to know the internal functioning of the MFA.



•Share experience with other board members, capitalize on other 
members' experience and EUFASA's  networking and experience.

· Venue:



•Proactively announce the need for recruitment in Associations 
website/newsletter (create a professional job profile).


•Offer board members with a "real job" the assistance of a volunteer.



•Invite potential board members/volunteers to board meetings.



•Ask potential board members/volunteers to help organize or deliver a 
presentation, lecture, workshop, etc.


The Report deals with the Role of Retired Members, based on a survey conducted within the EUFASA members. Unanimously, retired members are considered value added, very helpful, and they may represent the stability and the working force in the membership of associations.  They are mostly praised for their experience, their availability and willingness to volunteer (working, helping with recruiting, keeping the association alive, networking).  Their main motivations are: feeling part of, participating in cultural activities, staying in contact with the MFA and being informed. In most Associations, they have the status of ordinary members.
Practical advise to associations with four different plans: 
· A Strategic marketing plan with a specific template including: analysis, questionnaire,  strategic action plan, priorities for next two years, specific targets & deadlines, anticipated results and conclusions.

· A Visibility, Networking and Market Partnership plan with specific recommendations for each of these areas.

· Some advise on customizing best practices and reaching reciprocity agreements with other associations in certain areas of common interest.

· A list of general actions to be taken by Associations to improve their membership.

· Analyze its current situation and environment

· Analyze Strengths, Weaknesses, Opportunities and Threats

· Agree on a vision statement and commit to it

· Set Specific, Measurable, Attainable, Realistic and Timely/ Tangible objectives

· Survey the Association’s members’ changing needs and act towards finding ways to better satisfy them in the long-term

· Attract members, board members and volunteers

· Capitalize on the experience, availability, willingness, historic memory and knowledge of “retired” members

· Draft & put in place a simple, actionable, realistic, efficient and effective plan, commit to it, study thoroughly and carefully your “customers’” feedback and proceed with implementation
· Try to increase visibility within the MFA

· Try to develop and maintain a good network within and outside of the MFA

· Try to approach and establish market partnerships to sponsor your Associations’ Member activities, educational & training needs, scholarships etc. as well as to support with employment opportunities for your members and their children.   

· Capitalize on the Best Practices of others and customize them to satisfy your own Association’s needs and special characteristics.

· Examine the possibility of reciprocity among Associations in areas such as: employment, schools, sponsors, environment and acclimatization of newcomers in another country.


Debate:

Portugal has increased number of membership by transforming the association in a family association.

Belgium has access to MFA database

Portugal  advises to take some time to discuss follow-up of dossiers, workshops, etc to find out if they have been useful and what results have been achieved.

Belgium suggests sharing associations' activities and ideas on EUFASA website.  The proposition is well accepted and Portugal, who has done some research on other non- European associations, will initiate the list.
Spain suggests possibility of collaborating, while  abroad in EU, with the host country association,  Italy cites successful example of welcome group created in Brussels.

UN representative suggests associations acknowledge changes in society and new technological tools to reach out to new generations  in particular social networks. 

III. REPORTS FROM  THE WORKSHOPS.
A)
Workshop I : Family Officers, their job and theiR relationship with the Associations.  
Chair: The Netherlands (Monica Vermeulen F.O).
Participants: all F.O present at conference ( Switzerland, Belgium, Czech Republic)
This Workshop is a follow-up of the Helsinki and Vienna Conferences, where the Dutch and British model were presented to the rest of associations.  On this occasion, in Madrid, the F. O. of the Netherlands (chair) and Switzerland, reported on their job and structure in order to give advice to other delegations who's MFAs do not yet have F.O. The participation in the workshop of other Family Officers (Belgium, Czech Republic), gave the opportunity to portray a wide variety of different models.
Participants were interested in addressing the following topics:

· Arguments to be used when discussing the creation of a F.O with the MFA.

· Function of the F.O.

· Work level position of the F.O.

· Added values of a F.O.

· What to expect from F.O.

· Relationship between the F.O. and the Association.


Netherlands F.O. Monica Vermeulen  (900 MFA agents + 300 agents from other ministries).

Created  five years ago within the MFA, with a staff of five persons, three of them working full time.

MFA has acknowledged it has a duty of care by creating the F.O. and has recognized the added value of families accompanying agents abroad. Research has demonstrated the need to make life abroad attractive for families to avoid loss of best candidates or loosing them after a first round of postings. 

Tasks and requirements:

· provides information and counselling directly to partners and/or agents,  solves problems on a practical level
· should have experience abroad

· should always have links with partner association to know what each of them is doing and get the feeling of their needs and needs of families

· strong collaboration with human resources department
· lecture entering diplomats on implications of life abroad for families


Switzerland F.O.  Alice Beguin  (850 transferable staff)

The F.O., created in 2003, is integrated in the Human Resources Department. The job requires probed experience of at least five years abroad. At the time being it is a part time job held by an ex member of spouses association.

Main Tasks:

·  provides information for accompanying persons
·  assesses needs of accompanying persons 
· acts as a liaison officer between the federal administration and accompanying persons
· relies on professional staff for counselling


Finland F.O. represented by Maria Ana Repo
The idea of a F.O. was first introduced in 1996 and achieved in 2000.  F.O. is a medium level administrative position working in the personnel department and reporting to the Director of Personnel.   F.O. has no decision-making power but has an important role conveying important issues facing families to the MFA and supporting their welfare.  It works as a mediator between partners/families and professional staff to solve problems.  In this model, the post should not be held by a spouse.

Belgium F.O. : Carine Bormans
Created five years ago,  it has two staff members with a civil servant contract.

Differences of the  Belgian case: 
· Human resources department was against the creation of F.O.

·  No relation with partner association who is struggling to survive since.

Main tasks: 
· counselling and support to agents and their partners
· networking inside the MFA (access to all levels of decision making)

· development of family policy in the management of the MFA 


Czech Republic F.O. ( Renata Greplová) :  created in 2006, the post is held by a diplomat working in the Personnel Department.

France F.O.: one person, working part time for spouses association, is more a liaison officer, complemented by the "Mission pour l'Action Sociale" (psychologist, lawyer). 
Conclusions of the workshop 

1. Strategic planning: before undertaking any steps.
· Define why there should be a FO. Keep in mind the cultural specificities of your country: what works for northern countries does not always apply for southern countries. 
· Investigate how the Association is perceived within the MFA. If necessary work at improving this perception
· Define which advantages the MFA could get out of a FO. It is important to highlight that family policies improve the image of MFA and are part of the MFA's public relations
· Think in management terms, not only in “partner terms”
· Remember that the MFA is there for the agent: prepare arguments about how a FO will support the agents in their life abroad (family well-being will encourage the officers willingness to accept postings abroad and increase their durability and job satisfaction)
· Define for yourself what you do and do not expect from a FO
· Define who, in your point of view, should do what between the FO and the Association
· Define your approach and your strategy: it may not work at once. 
2. Duties of the FO: Possible arguments towards the MFA

· Information: 

- Professionalise the information 
- Keep it adequately updated

- Assure continuity 

- Make it available on modern communication support (internet)
· Individual support
- Keep database or track of all the questions received and answered in order to show the needs and to be accountable for your work
· Networking
- Within the ministry and with other enterprises 

· Developing family policy

- The F.O. should be anchored within the regulations of the ministry in order to guarantee its existence

3. Work level of the FO:

· An administrative agent is important to gather and organise the information.

· An agent on policy making level should implement family policies within the MFA  Family policies should be part of the MFA's regulations. 

4. Relationship between the FO and the Association

· define and separate the work fields of the FO and the Association.

· get used to each other: roles; expectations may shift
· keep close contact and communicate often and openly
· when necessary redefine duties and expectations. 
· Keep in mind that the Association is not the “boss” of the FO. The FO is accountable for his/her work within the MFA. The MFA will finally decide whether the FO experience should be continued or not

B) WORKSHOP II: HOW TO COPE WITH LIFE ABROAD.  INSIGHTS INTO A PREPARATORY WORKSHOP FOR TRAILING SPOUSES/PARTNERS 
Chair:  Germany (Ulrike Seibel)

The seminar is designed on four levels      
· Acknowledgement: official recognition of the contribution of spouses/partners/ by the MFA

· Information

              Legal and practical aspects of diplomatic life abroad
              Introduction of key departments and contact persons

· Developing aims & strategies

              Reflecting on our new roles

              Developing coping strategies

· Networking/Sharing experiences

            Involves FFD-Members and “old hands” (participants are encouraged to 
continue sharing experiences after their arrival at posting).
The goal is to come to
· Basic Awareness

            We have to accept that the principle of rotation cannot be changed

            But we can prepare ourselves for our life abroad as an accompanying 
spouse/partner

· Basic Assumptions

            We live a life of heteronomy

            Many problems stem from our feeling of drifting, of having a life regulated by 
others

            It is often difficult 

                   -to recall our own aims

                   -to develop own strategies for coping with the facts of our “nomadic life”


First Day: 

· Welcoming: The head of the personal department welcomes the participants in an official opening speech: it is part of the message that accompanying spouses/partners are not overseen by the MFA in their important role.

· introduction round.  Participants present themselves and express expectations or ask some questions. For example:  I am going to...I am here because…How can I find work abroad? 

· reflections on: our new way of life (part I) are made:
•First question asked by the trainer: What is it what  you want? 
Participants have to write the answer on a colored carton. 

Later the cartons are picked up and shown together on a wall. Participants can reflect over the written answers. Do I have a realistic view? “To be with my spouse/partner”, is the answer most of participants gave, also the wish to find a workplace or to study abroad. It is important for spouses/partners to be asked and to reflect about their very personal aims before going abroad.


•Second question asked by the trainer: What are you good at? 
   - Reflections are made about skills, abilities…

   - People can also write down their wishes and dreams. 

· input of information, follows, about legal and practical aspects of diplomatic lives abroad.

· Intensive briefing is given, for example by civil servants, who recently arrived from postings.

· Lunch :Having lunch at their own table in the canteen of the MFA, is another possibility for spouses/partners to come together and exchange ideas. Sharing the canteen with other civil servants gives them visibility.

· Introduction of key departments takes place (it is  important to “have a face” before addressing  a contact person or office/department).

· Introduction to the FFD for newcomers.
· Get-together with experienced partners for an informal exchange. 

Second day: 
· Special module, concerning accompanying children. Parents can address their questions to related issues. 

· Introduction of related key departments and contact persons (part II).
· Lunch in the canteen of MFA (own table).

· Organization of events at home:  practical advice.

· Reflections on our new way of life (part II) with a third question by the trainer: 
How can you use your competencies to archive your aims/dreams?

This part is about making strategies and taking response.

Participants reflect about what to do, to reach or to achieve their goals.

They think about where lacks are and what to do to fill them.

They come to make their short- middle- and longtime achievements and to keep returning strategies in their mind.

· An Open Session with questions and answers is set at the end of the seminar.

Conclusion:

This seminar is designed to help maintaining self esteem when life seems dominated by decisions we cannot take influence on. It can motivate participants to take their own part and responsibility when going abroad with their spouses / partners. Another goal is learning to keep expectations on a realistic level. Tools to cope with practical problems and direct access to related departments can buffer the psychological stress. The seminar also provides the possibility of networking with people “in the same boat”.

An important point is the official support of the MFA in recognizing the role of spouses/partners of their civil servants. 
Recommendations to Associations: 
· Contact the responsible department for education and training in your MFA and convince them of the necessity to offer preparatory seminars for partners and children.
· Find a partner or a team of spouses with the skills to create the seminars you need for the partners of your MFA employees

C) WORKSHOP III: UPDATING THE WEBSITE.  FUTURE OF THE INTERNAL AND PUBLIC WEBSITE, COORDINATION OF THE WORK WITH THE WEB CONSULTANT. 
Chair: Czech Republic (Martina Lazarová)

Three members of the incoming Steering Committee will be responsible for Internal Network and Public Web Site, Sabine Bruns (Germany) and Martina Lazarová (Czech Republic) for the content and the web-master Michel der Gaspard for the technical part.
Internal network – IN:
· Newcomers instruction – How to use the Internal Network. Visibly placed, maybe red marked.  

Sabine Bruns writes the instructions (based on those published already under Documents). 
Deadline for Sabine: 1st June.
Deadline for the web-master: 1st July. 

· Associations can update details in their Address list directly (like Charts).


Deadline: 1st July.
· “Discussion forum“: option for each user to have last or first message on the top.

Deadline: 1st July.
· All the text of “News from associations” will be visible in e-mails to EUFASA members.

Deadline: 1st July.
· Possibility to upload attachments to messages in the Working groups area and Steering Committee was discussed. It is not possible so far because it implies changes to the website. The web-master will prepare a cost proposal and inform the Steering Committee.

Deadline:  1st September .
· New section “Associations activities” with information about activities to be uploaded by associations. Proposals of texts should be submitted to the Steering committee (per e-mail to: the Chair, both SC members responsible for the web and the web-master) who will decide if it will be published, or published in abbreviated form. 

Deadline: 1st September.
· Madrid Conference appears under “Previous conferences”. Documents and reports of the conference will be sent by the acting Chair Marlene de Nagore to the web-master.

Deadline: 1st June.
· Budapest Conference appears as a special headline on the left side of the front page of Internal Network.

Deadline: 1st July (to be changed automatically every year 1st July). 
· Regular change of passwords - every year by 1st July.

Deadline: 1st July. 

· The webmaster informed about necessity to change the language in which the Internal Network is programmed within the next few years. The IN already slower and the web-master can provide some manual changes to make it faster but it will work only for a limited period.

Deadline: To be discussed in Budapest 2011, to be voted in Nicosia 2012.
Public Web Site – PWS:
· Final reports of the conference (from Prague on) will be published on PWS. Details:     

•Only conference agenda (without social activities) will be published.


•The function of the speaker who had opening and closing remarks at the conference will be published (not the speech itself) to demonstrate the collaboration with the MFA, e.g. “opening remarks by the deputy minister, or closing remarks by the head of the personnel department.

•Discussions will be summarized in a neutral way.

•Voting results. Topics for the next conference will be published other results only if relevant for the public.

•List of associations (countries) who participated at the conference.

•No names on PWS.

•Links will be created to “Our concerns” as proposed by Francesca Vattani.

•No links will be created to older conferences (before Prague).

· Pascale Teixeira will write a text of a new "Concern· - ·Health and Insurance" until September 1st.
· The official photo of the last conference will appear at the PWS.

· Database on schools for children with special needs will be updated and published.

· New section – “Associations activities” will appear also on PWS.  The Web Team of the SC will publish selected information from the section on Internal Network.
· Christiane Haffner offered her help with the language correction of PWS texts
IV. SPECIAL PRESENTATIONS
A)  PRESENTATION OF THE MANUAL TO ORGANIZE THE EUFASA CONFERENCE.  (Martina Lazar)

The manual is intended to suggest a time frame and planning for the country whose association will organize a EUFASA conference. It shares helpful suggestions but includes as well mandatory tasks listed in the Guidelines and Guidelines for the Chair  It includes a Glossary of highlighted words and templates. 

B) "DUAL CAREER AND STAFF MOBILITY PROGRAMME"  
Mrs. Petra Ten Hoope-Bender, Human Resources Programme Coordinator of the UN, Geneva 


Mrs. Petra Ten Hoope-Bender, coordinator of the UN Dual-Career and Staff Mobility (DC&SM) program, explained to the EUFASA delegates the UN spouses' employment policy and the staff mobility plan.

UN employees are confronted with mobility i.e. many changes and field assignments before they come home to H.Q. The UN is not fully aware that behind its employees there are family units who pay a high price for this mobility. Especially amongst younger couples, the desire to keep up dual careers often lead to not considering a job at UN or leaving it.  This has led  the UN organizations, in July 2004, to launch a "Joint Guidance Note on Expatriate Spouse Employment" . Its main goals being the harmonization of spouse employment policies, setting up and strengthening the sustainability of Local Expatriate Spouse Associations, increasing access to work permits and improving access to career development.


The UN has also set up a UN Staff Mobility website with information on family life in host countries, how to prepare before leaving, bulletin boards, housing, links of people who can help find a job, write a CV, cultural issues. It also gives the possibility of receiving counselling during and after their assignment (70 countries covered by website, and information on 40 local associations). Its main focus being strengthening local spouses associations and career development, to make sure that the time of an assignment is not a dead time for spouses but can be used either  as a job opportunity but also as an opportunity to further personal development by studying, volunteering or networking in countries with no work permit.  Local spouses associations can also develop their own website inside the general website if they do not have the capacity for themselves (UN has created a specific guide for this purpose). 


LESA (Local Expatriate Spouse Associations) serves as a link with both UN Coordinator and Country Team, addresses issues of work permits, helps families settle into their new duty station, produces and updates country-specific material for publication on the website and networks locally within and outside UN. Team is composed totally by volunteers, guided by two people of HQ secretariat. Biggest and most helpful LESA being the one set up at HQ Geneva. It has published guidelines on how to set up your own company and take it with you, which, with today's technologies, is the best bet.


Recently a Global Expatriate Spouse Association has been created in order to make their voices heard within the UN even in times of budget restrictions. It brings the 40 LESAs together. 

Mrs. Ten Hoope-Bender expressed her desire to know more about EUFASA, join forces and exchange information on pragmatic things that can be worked on together. 

During the Q&A session, cooperation between UN global expatriate associations or local associations and EUFASA was raised and answered positively as well as links with family officers where they exist.

C) "TRAINING COURSES FOR SPOUSES/PARTNERS AT MADRID DIPLOMATIC SCHOOL"  Sylvia Cousteau

Following the lines of the EUFASA conferences, in 2003 the Spanish Spouses Association took the initiative of presenting the MFA with a specific plan for training courses for spouses/partners.  It has two aims: facilitating greater adaptation to the new posting and providing solid support for their work outside the country, thus contributing to an improvement in the quality of life of the whole family. The programme takes place within the Diplomatic School and is paid by it.
There are four different courses:

· Language training: English, French and German classes take place twice a week during the entire academic year.

· Master Degree in State and National  Protocol,  the Diplomatic School offers 3 scholarships each year for a this program that is co hosted with the University of Oviedo.

· Week of training and preparation for spouses of civil servants who will be sent abroad. This seminar, takes place in May once the country of destination has been announced. It covers the following topics: Institutional themes, Legal and Administrative Matters, Security, Practical Protocol, Education, Health (in foreign travel and psychological advice), Intercultural competence. 

· Intensive language courses (2 months) English, French, German, Portuguese, Arabic, Chinese.

V.   WORKING GROUPS FOR BUDAPEST 2011
 1. “ Rewrite the Guidelines". 
       Study the implications to change Privilege Observers  into full members of Eufasa . Brainstorm about the organization of a European coordinator/liaison officer.
 CHAIR : Germany.   Participants: Portugal, Italy, Belgium, U.K.
2.  “ The legal status of the spouse/partner".

Same sex partnership while sent abroad particularly to a non EU country. Guaranties and/or financial security for a spouse/partner, particularly in case of separation.

CHAIR :      Participants: The Netherlands, Iceland, Poland, Norway, Finland
 3. “Establishing links with the private sector for spouse employment   opportunities".
CHAIR.:       Participants: Switzerland, Ireland, France, Spain, Italy, Portugal

 

 SHORT TERM PROJECT: "Current status of transfer policy in MFA’s" (Switzerland, Austria, Finland, Luxembourg)
*List of Conference Participants:
1. Austria. CDA:

President  Maria Kuglitsh.


Eufasa delegate Christiane Haffner.
2. Belgium. ALLOQUIUM:

Eufasa representative Pierre Karin.

Family Officer Carine Bormans.

Florence Van Loon.
3. Cyprus. CYFASA:


Eufasa representative Xenia Korneliou. 

4. Czech Republic. SRP:

Eufasa representative Martina Lazarová. 

Board member Renata Greplová.

5.  Estonia. Fam.Asoc.Est.:


Eufasa Representative Kairi Kunka.


Kristina Kahur. 

6.  Finland ULPU ry:

President Jaana Similä.

Eufasa representative Maria Anna Repo.
7.  France AFCA-MAEE:


President Francois Grezaud.

Eufasa representative Pascale Teixeira.

Liason Officer Gloria Quidel.

8.  Germany FFD:

Eufasa representative Ulrike Seibel.  
 
Sabine Bruns.
9. Greece ESEDY:

Eufasa representative Chris Kotsionis.

Vassiliki Tsirou.
10.Hungary KÜLTE:

Ágnes Robák.

Gabriella Szentiványi.
11. Iceland MIS Observer:

President Elisabet Thordardottir.

Eufasa Representative Hjordis Magnusdottir.

12. Ireland IFAFA:

Greta Mulhall.
13. Italy ACDMAE:

Eufasa Representative Ilaria de Francis.



Francesca Vattani.
14. Luxembourg ALCAT:

Valerie Bauddin-Duhr.


Ioulia Grigorieva Maes.

15. Netherlands SPG:

Eufasa Representative Marja Vanloopik.

Milena Piccoli.

Family Officer: Monica Vermeulen.
16. Norway UTEF:

Anne-Beth Feld.
17. Poland SRD RP:

Eufasa Representative Ewa Pernal.
18. Portugal ACDP:

Eufasa Representative Veronica Scherk-dos Reis Arsénio.

Manuela Maria Santos Caramujo.
19. Romania RDPA:


Anamaria ALMAZAN.
20. Spain ACD:


President Catalina Sainz de Bordallo.

Eufasa Representative Marlene de Sousa de Nagore.

Sylvia Cousteau de Díez Hochleitner.

Zita Losaus Pölus.

Maria Carmen Fernandez Collado


Cristina Quaroni de Canelles.

Lucia Santana de Montealegre.


Liaison Officer: Isabel Fernández Llamazares.
21. Sweden. SAK:

Eufasa Representative Elsebeth Palmstierna.

Patrizia Mattiucci.
22. Switzerland  ACR/VEEDA  OBSERVER:

President Brigitte Schaller-Schoepf. 

Frédérique Zehnder-Mérot.

Family Officer: Alice Béguin.
23. United Kingdom DSFA:

President Caroline Colvin.

Ségolene Paxman.
24. EUFASA  Web Consultant :

Michel der Gaspard.
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