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Part One 

1. Educational tips and suggestions for the training 
program 

1.1 Introduction 
Intellectual Output 2 concerns the development and the pilot implementation of a 
transformative educational program based on digital storytelling, addressed to employers, 
owners of small businesses, HR managers and managers, who manage culturally diverse work 
teams in small and rural contexts. 
  
The program, which will be based on the findings in desk research and interviews, will 
accompany managers’ and staff capacities to understand the cultural differences which exist 
among their team members and therefore will help them on managing cultural diversity in their 
companies. It intends to improve their cultural as well as their social and civic competences so 
as to promote cultural diversity in their workplaces. 
Emphasis will be given on the five intercultural traits that are expected to contribute to 
intercultural effectiveness and enhance intercultural communication, which are cultural 
empathy, open-mindedness, social initiative, emotional stability, and flexibility. 
  
The program will co-develop with participants digital storytelling products which will be then 
gathered in a learning path (IO4) to be fruited online by other peers across Europe. An 
innovative aspect of this Output will be that employers, owners of small businesses, HR 
managers and managers will be appropriately trained, so as they can be in position to deliver 
diversity training to their staff members, using also the tool to be developed within Output 5, 
maximizing thus the impact of the training. The training program will be developed in English 
and all partners’ languages, while it will be easily adaptable to other EU national contexts as 
well, having thus an impact on a larger number of employers and managers 
 

1.2 Purpose and background 
In the EU, migrants represent 14.5% of the total population living in cities in contrast to 10.2% 
living in towns and 5.5% in rural areas. The labor market analyses clearly indicate that the 
proportion of rural employment, which is filled by migrant workers, is gradually increasing 
over time. Between 2011 and 2017, for the whole EU there was an increase of from 4.3% to 
6.5% in the share of migrants in total employment in the agricultural sector, among the Member 
States with a large population of migrants. 
  
Migration in small and rural communities has specific features: for example, among migrants 
living in rural areas there is a higher share of the less educated with respect to natives and to 
migrants living in other areas and register a higher share of the population in lower income 
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deciles and at risk of poverty. In addition, research highlights different attitudes towards 
immigration that can be encountered across cities, towns and rural areas. 
  
Indeed, while conflicts and hostility towards migrants seems to be frequent in small 
communities, it is also true that in the same contexts these conflicts often turn into solidarity. 
This continuous transition from conflict to social harmony and vice versa seems to be much 
more frequent in small-scale societies, where integration and separation show a lesser tendency 
to crystallize than in urban contexts, with all the risks and potential that this entails. 
  
This project intends to build on the assumption that small communities are more at risk to 
develop discriminatory attitudes but, at the same time, they have a higher potential to become 
more inclusive, since in smaller groups it is easier to initiate a process of recognizing 
individualities which is the best cure to stereotyping, prejudices and discriminations. 
  
Also, we will build on the idea that integration is a bi-directional process that, beyond the 
wishes of individuals, changes both those who move and the society of settlement. While there 
is usually a stronger focus on migrants, little has been done as a work with the hosting 
communities. 
  
The project intends therefore to promote cultural diversity and inclusion in small and rural 
societies in two main contexts, the workplace, and the community, by involving migrants as 
much as natives to support a positive, bi-directional, integration process involving employees, 
employers and common citizens. Specifically, the proposed action aims to contribute to the 
creation of inclusive working and living environments for people with diverse ethnic and 
cultural backgrounds, by developing and testing transformative educational activities using 
digital storytelling as a key-methodology. Storytelling is pivotal in facilitating new 
understandings by connecting diverse lived experiences in order to build a universal culture of 
solidarity and empathy and affect concrete change to existing systems. 
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1.3 To the trainer 
Dear trainer, below you will find guidelines and advice designed to offer support when 
conducting the training program. 
  

●   Recognize the cultural diversity of the training participants and the diversity 
within all cultures. 

●   Acknowledge that the participants bring to the training a wide range of existing 
understanding, experience, knowledge, awareness, and skills in living and 
working in a multicultural society. 

●   Recognize that in any cross-cultural interaction, we need to remember that we 
are dealing with unique individuals, not ‘cultures’. 

●   Understand that participants who may hold negative, misinformed, or 
stereotypical views of other cultures may feel anxious and threatened and will 
need acknowledgement and support. 

●   Ensure that any investigation and discussion of culture and cross-cultural 
communication must be interactive, non-judgmental, conversational, and open. 

●   Understand that acquiring cultural awareness and cross-cultural skills is a 
lifelong learning process that begins with understanding one's own cultural 
mindset before attempting to understand those of people from other cultures. 

  
In addition to the demands that facilitating any kind of 'people skills' training makes on trainers, 
cross-cultural trainers face some unique challenges. While all trainers need to be sensitive to 
the needs of learners, cross-cultural trainers must be able to deal with the intensity of emotions 
that dealing with cultural differences or culturally inclusive policies can sometimes arouse in 
participants, including frustration, defensiveness or even anger. 
  
Participants are typically faced with information and situations which may challenge their 
sense of cultural identity and personal beliefs. The trainer's role is to help participants to 
understand and recognize other ways of seeing without sacrificing their own integrity and to 
function effectively in situations demanding accommodation of two or more cultural frames of 
reference. 
This process can be confronting for some participants. If participants make negative comments 
or use inappropriate terms for people of different cultures, places of birth, religions or customs, 
the best responses are those that are non-confrontational, but which address the comments in 
terms of the key concepts of the training. This might include repeating the distinction between 
generalizing and stereotyping or pointing out the impact such comments and words would have 
on the individuals referred to. 
  
The trainer's aim is to enhance participants' cultural self-awareness, their knowledge of other 
cultural perspectives and their cross-cultural communication skills. These qualities and abilities 
can be most effectively built on a foundation of openness, flexibility, tolerance of ambiguity, a 
sense of humor and the ability to relate well to other people. 
  
Essentially, a culturally competent person is one who recognizes the importance of 
acknowledging the individuals in an encounter first and foremost, before applying any 
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generalized knowledge of possible cultural differences. A culturally competent person 
understands key cultural values but recognizes the limits of their own knowledge and 
competence. 
  
The trainer must make the organization’s reasons for conducting the training very clear at the 
outset, tailoring the introduction to the organizational context and the business case for 
developing cultural competence. A culturally competent organization is one that builds cultural 
competence into its operating principles and processes and supports employees to work 
effectively with culturally diverse co-workers, clients, and customers. In this context, it should 
be emphasized that cross-cultural training is an important contributor to individual and 
organizational cultural competence. 
  
Facilitating cross-cultural training that follows the general approach described above is a 
demanding task that involves a wide range of skills and attitudes. If possible, discuss the 
facilitation process with other trainers who are more experienced in working and training across 
cultures. It is also worth considering co-facilitating with a colleague. If the training includes a 
focus on a particular community, partnering with a presenter from that community is desirable, 
bearing in mind that the program may need to be adapted in some respects to include specific 
examples from the cultural background/s of the community. 

1.4 Training program layout 

1.4.1 Number of sessions/meetings 
The most effective diversity training programs include a hybrid or blended approach— 
combining instruction, led in a traditional classroom setting, with the use of the latest 
technology, making presentations through webinars or developing interactive, self-paced 
online training programs. 
Given the circumstances we have faced in the past several months, the question regarding the 
format of the training program was raised and discussed among all partners. 
  
We ultimately decided to approach the pilot implementation with a hybrid option, where both 
the physical and the digital intertwine, offering the partners an image of what the future 
implementation of the training program could look like. 
 

1.4.2 Methods and exercises 
The focus resides on the five cultural traits: cultural empathy, open-mindedness, flexibility, 
social initiative, and emotional stability, divided in five modules. Each module is composed of 
two exercises. Hence, there are ten exercises throughout the training program. The trainers will 
go through the modules, facilitating the participants’ understanding, interactions and 
evaluations. The methods used vary among the different modules. However, the red thread is 
always represented by the storytelling element, which will be highlighted in every module. 
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1.4.3 How the training guide works 
This training program provides employees and employers with a deeper knowledge of cultural 
inclusion together with a set of tools and skills needed to promote cultural diversity in the 
workplace. The course is divided into five different modules where the emphasis is on five 
cultural traits: cultural empathy, open-mindedness, flexibility, social initiative, and emotional 
stability. 
  
Deeper knowledge will be fulfilled through digital storytelling as the main tool with a focus on 
the aforementioned traits. The goal is that the gap between the native residents and the migrants 
will be smaller or more accepting toward another. 
  
The pilot implementation is created to be a teaching process that will help partners modify and 
develop a more efficient training program. 
  
Main topics covered in the seminars and exercises: 
  

·   Cultural empathy 
·   Open-mindedness 
·   Flexibility 
·   Social initiative 
·   Emotional stability 
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Part Two 

2. Module 1 - Cultural empathy  

2.1 Introduction  
Culture is the body of lifestyles and customs, knowledge and degree of artistic, scientific, 
industrial development, at a given time, for a social group. 
Cultural empathy is the ability to put yourself into the situation of your foreign employee so as 
to understand his/her perspective, even if you don't share his/her viewpoints. 
Cultural empathy makes workplace interactions and relationships easier and more effective. 
Our society and companies are characterized by multiculturalism, which means that several 
cultures coexist in the same place, but do not relate or communicate with each other. In this 
sense, such coexistence of different cultures is often a cause of conflict and can lead to one 
culture to be more recognized than the others, which are categorized as minorities. 
Interculturality, on the other hand, refers to the coexistence of two or more cultures within the 
same space, but includes the interaction and communication between them to enrich each other 
and live together. 
This interaction involves a process of adaptation and cultural change called the process of 
acculturation which Berry (1990, p.460) defines as «the process by which people change, being 
influenced by contact with another culture, and participating in the general changes of their 
own culture». (Berry, J. W. (1990). Psychology of acculturation. In J. J. Berman Ed.) 

 
2.2 Purpose  
The aim of this module is to stimulate the transition from a multicultural vision (coexistence 
of different cultures without interaction) to an intercultural vision of the company. Being 
intercultural implies not only the coexistence of cultures, but the interaction and 
communication among them in order that all the individuals may enrich each other and work 
together for the best of the company. Through this module we want to give you the tools to 
acknowledge diversity in your company with respect, without prejudice and learn to make the 
best of it. You will also learn to react positively to difference, with the purpose of experiencing 
it not as a threat but as a source of interest. In order to work with immigrant people one must 
know them, respect them and welcome them in their diversity, and ensure that the workplace 
might be a positive element in the integration of immigrants and minorities. Through this 
module we want to give you the tools to acknowledge diversity in your company with respect, 
without prejudice and learn to make the best of it. You will also learn to react positively to 
difference, with the purpose of experiencing it not as a threat but as a source of interest. In 
order to work with immigrant people one must know them, respect them and welcome them in 
their diversity, and ensure that the workplace might be a positive element in the integration of 
immigrants and minorities. 
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2.3 Why the module is important  
There are many positive aspects of promoting cultural empathy in your company: 

● will increase your employees’ involvement 
● may prevent the following imbalance: if one culture is more recognised than the other, 

then that group may tend to think that theirs is the best, the normal, and the important. 
● will avoid confusion: working with people from other cultures breaks patterns assumed 

to be general because it introduces ideas, values, positions and even beliefs that were 
not present before.  

● will encourage suggestions and contributions from immigrants: many times they can be 
considered useless, absurd, illogical, etc., 

● will avoid communication problems: the more cultures there are in a workplace, the 
greater the risk of misunderstandings and lost time (and productivity) to solve problems 
and repair relationships. 

● will avoid difficulty in understanding rules, strategies and procedures and in agreeing 
and making decisions. 

2.4 Intended Learnings Outcomes  
Knowledge and understanding  
Demonstrate a cultural understanding regarding norms and tools for preventing cognitive 
distortions 
 
Skills and abilities  
How to create inclusive cultural empathy in the organizations at all levels 
 
Judgment and approach 
Analyze theoretical case conflicts and make a judgment on the choice for different techniques 
for workplace inclusion  

2.5 Exercises     

2.5.1 Exercise 1 
Adjustments: If there are no employees with different cultures/backgrounds, then they could 
choose from people they know, or imagine an intercultural workplace. 
 
Step 1: Please answer the following question: Are you curious/ attentive to your employees’ 
different cultures/backgrounds? Or those of people around you? 
 
Step 2: Please list all the cultural backgrounds of your employees: how many are from your 
own culture and how many from other cultures and which. If all employees are from the same 
cultural backgrounds, then you could choose people around you, or try to imagine an 
intercultural workplace. 
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Step 3: To each different culture/employee you wrote on the list, please mention something 
that is important to him/her, related to his culture, to his country of origin, to his national 
specific dishes etc 
 
Step 4: Think about an encounter you had with a foreign employee and write a short story on 
how you acknowledged his /her diversity and how you deal with it. 
 
Being able to list some traits of your employees’ different cultures shows your interest in 
him/her and your desire for inclusion.  
 
If you answered yes to the first question on being curious about their culture, but couldn’t list 
so many traits of their different cultures it might mean that you really have the desire but there 
is still some practical progress to make. 

2.5.2 Exercise 2  
As a trainer, you will explain the purpose of this exercise: to tell about real situations related 
to good and also bad management of cultural diversity. Try to list the causes and effects of both 
and find solutions to avoid the negative ones. The examples may be from their own company 
or from other companies, since talking about negative aspects from one’s own company may 
not be well perceived. 
 
An example: an employer may recount a story about a foreign employee’s first day at work, 
when all the natives tried to welcome him the best they could, but he withdrew from them, 
since in his culture showing affection to unknown people is negatively perceived. As a 
consequence, the native employees were just as embarrassed as him.  
 
As a trainer, you can explain that this situation might have been avoided if the HR responsible 
had known the new employees’ customs and would have explained them to the native 
employees. But, even at present, there is still a solution: to explain those customs to the natives 
and so the awkward situation can transform into a good recall of adaptation needs and will 
prevent the native from making that error again with another new foreign employee. 
 
Step 1: Please tell the story of a good diversity management in your company: the conditions 
for the positive development 
 
Step 2: Please give an example of bad diversity management in your company: negative effects 
and how they could have been avoided 
 
Step 3: Answer the question: Having cultural empathy could have avoided those negative 
diversity management situations? Please share some ideas! 
 
You can explain to the participants that, since cultural empathy has to do with putting yourself 
in someone else’s shoes, understanding different cultures will help them understand others and 
they may also understand you and so, by that interaction each will adjust and this practice will 
improve the communication and will ensure a positive environment in the company. 
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3. Module 2 - Open-Mindedness   

3.1 Introduction  
Open-mindedness trait can be defined as the willingness of individuals to openly and 
appropriately explain themselves and accept others’ explanations. Ingrained in open-
mindedness is the willingness to recognize, accept, and appreciate different views and ideas. 
The concept of open-mindedness consists of the interrelated and jointly acting elements of 
diversity, open-mindedness and inclusion (Stuber, M., 2009). Properly combined, open-
mindedness and inclusion, lead to the desired benefits, such as powerful teamwork. 
In this module you will gain knowledge and understanding of the importance and benefits of 
accepting different opinions and diversity in your workplace. Then you will be able to identify 
barriers related to open-mindedness in your organisation and learn how to use different 
techniques for workplace inclusion. 

3.2 Purpose  
Communication can be difficult due to cultural differences, particularly in the workplace, 
where a misunderstanding can result in costly problems. When people from different cultures 
interact, many challenges may appear. For example: 

● Language - Not knowing the one language in which all employees speaking could get 
lost in translation. It could be misunderstood or misinterpreted by the other person and 
lead to a conflict of ideas. 

● Stereotypes and prejudices - Stereotypes are images or preconceived notions about a 
specific community, group or culture. Stereotyping based on a variety of factors, the 
most common of which are nationality, gender, ethnicity, religion, or age. When, 
however, we use this information to make negative judgments about other people, 
without knowing them and their history, we are no longer talking about stereotypes but 
about prejudice. People look at other cultures with prejudice as “bad” or “difficult to 
work with”, or “incomprehensible” and treat them with contempt and disrespect. If 
things get this far on a team or in a company, working together effectively can become 
extremely difficult between people who resent and disrespect each other. 

● Behaviors and belief - Body language, movements, mindsets, communication, 
manners, and norms are all examples of behavioral and personality differences that may 
contribute to miscommunication. People’s varied religious or spiritual beliefs can also 
lead to conflict and cross-cultural barriers. 

● “Us” versus “them” (ethnocentrism) - From an evolutionary standpoint, belonging to 
a group makes you stronger and more likely to survive in a hostile world. Strangers or 
other groups were “the enemy”, competing for food, safety and territory. This us- versus 
them-thinking is ingrained in our subconscious and can lead to a sense of alienation if 
someone behaves in a way we don’t understand or aren’t expecting — if they don’t fit 
in. A person’s standard is his or her own culture; the more another person’s culture, 
behavior, language, and beliefs deviate from it, the more “other” they are labelled. This 
affects the understanding of the message and creates hostility. 
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In order to overcome arising challenges, there is the need for understanding the importance of 
open-mindedness in the workplace.  
 

3.3 Why the module is important  
In the context of multicultural teams, open-mindedness is argued to enhance team performance 
in terms of quality. Quality reflects the extent to which the team is able to complete its tasks 
and exceed task-related expectations. Open-mindedness enhances the quality of the team’s 
work by motivating the members to share and attend to different perspectives. 
More creative or open-minded individuals are likely to be more receptive to organisational 
change. They may be better able to recognise the potential value of change and more willing 
to try out new policies. Culture mixing has a powerful effect beyond prompting receptiveness. 
It can spread to more affective reactions toward the team (Fu, J. H. Y., Zhang, Z. X., Li, F., & 
Leung, Y. K., 2016). 
There could be listed most common benefits of open-mindedness in the workplace:  

● Open-mindedness trait motivates team members to look for new solutions when the 
current processes don’t work. Willingness to change opinion means actively seeking 
for new information and learning new techniques for solving old problems.  

● Open-mindedness trait makes team members more adaptable to a unique work 
environment. 

● Open-mindedness further facilitates team efforts towards effective performance by 
lessening the destructive influence of affective conflict.  

● Open-mindedness increases team member motivation to share knowledge more 
effectively. 

3.4 Intended learnings outcomes  
Knowledge and understanding 
Demonstrate an understanding of the possibilities of accomplishment by working strategically 
with diversity and inclusion. 
 
Skills and abilities 
Identify barriers in your company and how to overcome them. 
 
Judgement and approach 
Analyse theoretical case conflicts and make a judgment on the choice for different techniques 
for workplace inclusion. 
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3.5 Exercises     

3.5.1 Exercise 1 
Aim of the exercise: to express open-mindedness towards others and to develop ability to 
analyse theoretical case conflicts and make a judgment on the choice for different techniques 
for workplace inclusion. 

● Pair up with one of the participants.  
● Choose one of the provided situations related to cultural differences at the workplace. 

You can also use situations from your work experience (without singling out any 
particular person).  

● One person from the pair will play a colleague who is dissatisfied with the situation. 
The other participant will be a colleague who caused dissatisfaction.  

● Play your assigned role according to the situation for 5 -7 min. Use open-mindedness 
to solve the argument.  

● Reflect on this task. What were the challenges, was it easy to come up with the 
solution? Which techniques of workplace inclusion would you use in order to solve 
these conflicts? 

3.5.2 Exercise 2  

Aim of the exercise: to identify and reflect on barriers in the workplace related to open-
mindedness. 

● In a small group of 4-5 persons reflect on the given questions: 
1. What kind of corporate culture do you live in your workplace? 
2. What behaviours can lead to misunderstandings because they are judged 

differently? 
3. Have your prejudice changed after working with people from different 

cultures? Illustrate it with the story from your experience.  
● Summarize your group answers and present them to all participants.  

 
What is important to think about? Reflections after each exercise. 

3.6 Explanation to exercise  

3.6.1 Exercise 1 explanation  
Before the exercise trainer can introduce the main strategies of diversity and inclusion 
in workplace related to open-mindedness 
 
There are many strategies how companies can employ open-mindedness in their work 
environment: 
Foster diverse thinking. In order to sustain diverse viewpoints in the company over the long 
term, you must account for inclusivity. This is important because different people from 
different backgrounds and generations sometimes have vastly different perspectives on all 
sorts of issues, from what they choose to wear to work, to how they compose an email, to the 
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kind of feedback they give on employee reviews, to what kinds of ideas they pitch in 
meetings. Therefore, it is not just important for an individual employee or even a small team 
or department to understand thinking patterns; it is also important that they know and 
understand how other people at the company think. Embracing diverse thinking is useful in 
generating ideas and getting useful feedback while at the same time creating an environment 
where everyone feels relevant and part of a shared mission . 
 
Personalize one-on-one discussions. One of the best ways to learn what employees care 
about is one-on-one talks with their manager. In order for these discussions to truly be 
effective, managers must have an “open door” policy. Workers need to feel comfortable in 
speaking their mind honestly and openly . 
 
Build a culture of inclusiveness. It is natural for people to be drawn to others who are 
similar to them. Nevertheless, building a culture of inclusiveness requires employees to 
interact with people outside of their comfort zone. This establishes your organization as a 
place where traits like open-mindedness, diversity in thought, and a willingness to be 
vulnerable are valued . 
 
Concentrate on intervention, not just bias reduction. There are always open-minded 
employees who understand the need for diversity. Train these employees in good ways to 
intervene when they see something wrong. This will involve the whole team in the positive 
transformation, and avoid making the initiative seem too heavy-handed or one-sided . 
 
Preparation time: 10 min 
Duration: 50 min 
Material: handouts with situations, pen and paper.   
Number of participants: Maximum number of people - 20 
Online version: This exercise can be carried out through Zoom, participants can be divided 
into breakout rooms. 
Aim of the exercise: to encourage express open-mindedness towards others and to develop 
ability to analyse theoretical case conflicts and make a judgment on the choice for different 
techniques for workplace inclusion. 
 
Steps to perform the exercise: 

1. Have the participants pair up. 
2. Ask participants to choose one of the provided situations related to cultural 

differences at the workplace. Participants could also use situations from their work 
experience (without singling out any particular person) and write it down on the piece 
of paper. 

3. One person from the pair will play a colleague who is dissatisfied with the situation. 
The other participant will be a colleague who caused dissatisfaction.  

4. Explain to play their assigned roles according to the situation for 5 -7 min. Instruct 
them to use open-mindedness to solve the argument.  

5. Ask participants to reflect on tasks. What were the challenges, was it easy to come up 
with the solution? Which techniques of workplace inclusion would they use in order 
to solve these conflicts? 
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Situations: 
1. Your employer organised a company dinner to say goodbye before the holiday period, 

in view of the Christmas holiday. One of the employees is a young woman who 
practises another religion. She says that she cannot attend because of the holiday. 
What do you think can be organised?  

2. In the organisation where you work, there is a company canteen to which workers go 
collectively during their lunch break. Because the meal is traditionally offered, some 
workers complain that there is no menu that considers foods that are forbidden to 
them (for religious or ideological reasons). What can the management do about this 
request?  

3. Your employee often misses work without informing about sick leave due to cultural 
reasons he is not used to doing so. How would you solve this situation? 

 

3.6.2 Exercise 2 explanation  
Preparation time: 20 min 
Duration: 40 min 
Material: handouts with the questions, pen and paper 
Setting: chairs in the circle of the room 
Number of participants: Maximum number of people – 20 
Online version: This exercise can be carried out through Zoom, participants can be divided 
into breakout rooms. 
Aim of the exercise: to identify and reflect barriers in the workplace related to open-
mindedness. 
Steps to perform the exercise: 

1. Trainer provides the explanation that: Cross-cultural competence begins, first of all, 
with a free from prejudice and open-minded attitude to other cultures. The focus is on 
knowing that people differ in their thoughts, feelings, and actions, and that they 
perceive and interpret things differently than you do.  

2. Pair the participants to small groups of 4-5 persons. 
3. Ask the participants in small groups to reflect on the given questions: 

              3.1. What kind of corporate culture do you live in your workplace? 
              3.2. What behaviours can lead to misunderstandings because they are judged 
                      differently? 
              3.3. Have your prejudice changed after working with people from different 
                       cultures? Illustrate it with the story from your experience.  
     4. Trainer asks groups to summarize their answers and present them to all participants. 
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4. Module 3 - Flexibility  

4.1 Introduction  
Flexibility is a trait that allows you to be agile, meaning to adapt to changes sometimes referred 
to as bending without breaking, this can be in your everyday life, in a negotiation, or with 
employees. In this module, we want to give you the tools to understand what flexibility means, 
what your habitual behavior is, and how flexibility can help you in the workplace when leading 
a group of people. 
The trait flexibility is beneficial to have when you are an employer since this allows the workers 
to feel heard and understood. This in turn can lead to an increase in productivity, engagement, 
innovation, and many other positive effects. To be able to be flexible the individual first has to 
understand what perceptions are preexisting, then the work towards a more flexible behavior 
can start. In this module you will examine yourself, how people interpret you and how traits 
can be overdone to the negative, this is all a part of the self-assessment. Then you will be able 
to create stories with others in the same position as you and work on your own flexibility and 
discover other perceptions since we believe that understanding is a stepping stone for a more 
flexible approach. 

4.2 Purpose  
The word “flexibility” technically means the ability to bend without breaking. However, people 
often use it to describe the ability to adjust to life changes insofar that one can change one’s 
plans and adapt to new situations easily. People often want flexibility in their careers as well, 
which often do not follow such predictable paths. The ability to be more flexible in a career 
means that you can learn new skills and assume responsibilities outside of your original 
position. 
The purpose of flexibility in the workplace is to function as a strategy of responding to changing 
circumstances and expectations. Employees who approach their job with a flexible mindset are 
typically more highly valued by employers. Similarly, employers who cultivate a flexible work 
environment are attractive to employees. Workplace flexibility emphasizes the willingness and 
ability to adapt to change, particularly regarding how and when work gets done. In a flexible 
workplace, the needs of both employee and employer are met. Workplace flexibility is often 
used as a tool for retaining and engaging employees. It can also help an organization reach its 
goals due to increased productivity. Flexibility is also good when meeting new people and 
different cultures since this allows you to change your behavior or way of doing things to be 
more adapted to the new individual. When you come from different cultures the way you act 
often differs, since your upbringing has affected your personality and behavior. This can cause 
friction between individuals simply since they don’t understand each other, if you are flexible 
you are more likely to handle the differences in a better way and friction might be avoided.   
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4.3 Why the module is important  
When people are allowed to control some parts of their working conditions to suit them, they 
are more likely to maintain work/life balance. This helps the employees to be more productive 
and efficient in the working hours they are conducting. There are two formal ways of 
conducting this, either by general agreements that can be requested or by individual negotiation 
so that the individual feels heard. Flexibility in the workplace is also shown to lower stress 
levels, increase employee morale, build trust and commitment to the company. This in return 
will lead to reduced staff turnover and higher attractiveness to new employees. As a company, 
you are not hiring robots, you are managing humans, this is important to remember since the 
ordinary 9-5 workplace without any flexibility can be unmotivating and cause health issues. If 
the time can´t be changed, maybe there can be other adjustments, such as choosing from a time 
slot when to have your break or being able to control shifts or working week. Flexibility is not 
only letting you employees choose when to come to work but also having the ability to offer 
smaller breaks during the day for religious practice or physical activity. A rigid workplace can 
also inhibit innovation processes which can be harmful for the company and the individual's 
development. 

4.4 Intended learnings outcomes  
Knowledge and understanding 
Demonstrate a cultural understanding regarding norms and tools for preventing cognitive 
distortions 
 
Skills and abilities 
How to create inclusive behavior in the organizations at all levels 
 
Judgment and approach 
Analyze theoretical case conflicts and make a judgment on the choice for different techniques 
for workplace inclusion 

4.5 Exercises     

4.5.1 Exercise 1 

Before starting the exercise, the trainers will be required to create a space where the participants 
can work undisturbed in a quiet environment. If the exercise is being done online, adjustments 
can be made, by offering the participants the possibility to access the material via a link or a 
copy, otherwise the pictures can be displayed on a big screen or written out.  

Material needed: the pictures, somewhere for the participant to write up the words, either a 
digital device or paper, trainer should have paper prepared.  
Time suggested: preparation 10 minutes, exercise 30 min  
Number of participants: Solo exercise with possibilities to discussion 
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Step  1:  
The first step in the exercise will require each participant to look at the three pictures provided 
in the workbook and choose one of them to keep working with throughout the whole exercise. 
The trainers will allow the participants to conduct the exercise undisturbed.  

Step  2:  
The trainers will then ask the participants to describe the person in the chosen picture with the 
first thing that comes into their mind, encourage the individuals to think freely and write down 
everything they are thinking of, the answers can be anonymous if the individual wishes to. Let 
the participant reflect in approximately 5 min on the words by themselves. The trainers could 
ask if the participants want to share their thought process and notes from the exercise. If so, 
collect them; otherwise, this step is not mandatory.  

Step  3:  
The trainer will ask the participants to explain the individual in the picture using the most 
inclusive and equal expressions possible. Let the participant reflect in approximately 5 min on 
the words by themselves. This is an important step to see that a bit of flexibility and thinking 
outside of the box can help the individual to express themselves in a more inclusive way.  

Step  4: 
The trainers will now ask the participants to reflect over the different ways in which the person 
was described, are there differences or similarities in the words chosen? Allowing each 
participant to express which one was either easier or harder to conduct. If the individual wants 
to share their thoughts let them do it in 10 minutes.  

Step  5: 
Finally, the trainer will allow reflections to be made regarding the way the equal and inclusive 
expressions were used, offering space for evaluation. In order to deepen the understanding of 
the exercise and see different perspectives, the trainers can allow the individuals to discuss 
among themselves if time is available. Let the discussion of the exercise take 5 minutes. This 
can be done online or physically at a later stage.  

4.5.2 Exercise 2 
The trainers will be required to create a space where the participants can be divided into 
separate rooms or groups, so they could work undisturbed. If the exercise is being done 
online, adjustments can be made, by creating break-out rooms. 
The exercise is focused on storytelling and consists of two parts: the value tree and the 
strengths list. 

Material needed: Access to the value-tree and strength list (either digitally or physically), 
paper and pen to write down strengths or values chosen.  
Time suggested: Preparation 30 min, exercise 1 hour   
Number of participants: Minimum of 6 people  

The first part is represented by the value tree. The trainers will divide the participants into 
groups of 3-4 people depending on the size of the group. A suggestion is to see how many 
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groups are needed and then give each participant a group number by counting to have a mix of 
different people in each assigned group. For example, if 5 groups are needed each participant 
get a number from 1-5. The participants are then required to look at the value tree and choose 
at least 3 values from it that they think is suited for a person in their group, and prioritize the 
most important 3 values. The trainers will have to make sure everyone has prior to the exercise 
chosen their traits or provide 10 minutes prior to the exercise.  

Step  1: 
The participants have to share a story with the selected traits and tell the others why they have 
chosen the traits for the other participant, when they have been able to live by the chosen trait 
and if they have at some point been questioned. Each participant should take turns and share 
their stories. The trainers will have to make sure that everyone has the chance to speak and 
share their story. Furthermore, the trainers need to make sure that participants are deep 
listening, without interruptions, feedback or comments. The groups should take turns so 
everyone shares their chosen values. 

Step  2:  
The second part is represented by the strengths list. The participants are required to look at the 
list and choose 3 strengths that they see within the group members.  

Step  3: 
Then, the trainers will require the participants to share the chosen strengths with the group and 
tell the other members why they consider those strengths to be suitable for the chosen person.  

Step 4: The trainer will after everyone have shared strengths hand out the sheet (PDF called 
strengths overdone) where you have all strengths but you can also see what happens when a 
specific strength is overdone and can be perceived as something negative. Each group should 
discuss why and how strength can be turned into something negative and if that has happened 
to them. 

Step  5: 
Finally, the trainers will ask the participants to create together as a group, in writing, a story in 
which a trait or a strength have been perceived in a wrong way. The trainers will then gather 
the stories (physically), and offer space for evaluation asking what the participants take with 
them from the session. 

 

4.6 Explanation to exercise  

4.6.1 Exercise 1 explanation  
The trainers will have to prepare the setting for the exercise, by offering each participant the 
space and time to complete it. The pictures need to be shown, allowing the participants to 
choose their preferred one. 
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The trainer’s role is to guide the discussion, while maintaining an objective position, when each 
participant makes the descriptions of the pictures chosen. Questions can be asked to help the 
participants reflect upon the ease or difficulty when making said descriptions. 
The exercise aims to create a space in which employers understand the importance of being 
assertive of others, while showing flexibility towards employees. How much of a difference it 
can make if you're flexible and start to think about how you describe people.  
 

4.6.2 Exercise 2 explanation  
The trainers will have to prepare the setting for the exercise, by ensuring an equal distribution 
among groups, while dealing with time management within each group’s tasks. 
The trainer’s role is to observe the division of time, so that everyone’s story and opinions are 
being actively listened to. Furthermore, the trainers are to maintain an objective stance, only 
guiding the discussion and offering open questions, so that the interaction between participants 
is being followed and the stories are being created. 
The exercise aims to enhance active listening and understanding when values, traits and 
strengths come into play from a flexibility standpoint, where employers reflect over past 
examples and reactions. 
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5. Module 4 - Social initiative  

5.1 Introduction  
Social initiative can be defined as the action consciously aimed at addressing social difficulties. 
It could involve social and environmental aspects, improving access and opportunities for 
marginalized people, groups, or communities. Some researchers define it as the ability to 
enhance social welfare and help with sustainable development overall (Ankuram, 2018) or as 
the act beyond money contributions and philanthropy, involving real interaction with the 
person, society, or company in need (Hess, Warren, 2008). Regardless of the different nuances 
of these definitions, social initiatives are the foundation of a cohesive and inclusive community, 
as they aim to generate a common ground in which to welcome all possible diversities. By 
increasing their capacity to implement social initiatives, companies will benefit from the power 
that different individuals will bring to them and from the growing connection and acceptance 
of the territory, while giving back to the community initiatives of ethical value. 

5.2 Purpose  
As outlined in the introduction, there are many definitions of social initiative and they often 
relate to the world of business. Thus, while social initiatives can generally be defined as any 
action aimed at eliminating or mitigating social barriers that generate disadvantage to specific 
groups, in the world of work they fit into the broader concept of Corporate Social 
Responsibility (CSR). The European Commission comprehensively describes CSR as "the 
responsibility of enterprises for their impact on society" (1), which is shaped by the voluntary 
integration of social and ecological concerns (2). Managing possible diversity within the 
workforce and generating equal opportunities and treatment, regardless of the ethnic and 
cultural background or personal characteristics of each employee is a key element in Corporate 
Social Responsibility (3). Social initiative is therefore one of the ways in which a socially 
responsible company expresses itself, for example by adopting inclusion policies within its 
organisation, creating services that can facilitate employees from ethnic minorities, and 
investing in community projects. Its ultimate aim is therefore to create an inclusive and 
cohesive enterprise and community. 

5.3 Why the module is important  
Social initiatives, specifically in the context of diversity management, can bring numerous 
benefits to organisations. Some studies have been carried out to explore the relationship 
between cultural diversity and added value for the organisation. In a study of 12 companies in 
the small and medium-sized sector, from a commercial perspective, the participating 
companies point mainly to growth in staff and therefore growth in profit and a larger market 
(4). As intrinsic benefits, making diversity and inclusion possible, throughout also social 
initiatives, within the company provides a form of fulfilment and a better company image. The 
companies also report savings, such as lower recruitment costs, less sickness absence, and 
greater returns in terms of training because people remain for longer periods of time. Social 
initiatives therefore benefit individual employees, who are more satisfied with their working 
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life, the organisation, which benefits financially and in terms of image, and the community, 
which grows in a healthier and more inclusive way. 

5.4 Intended learnings outcomes  
Knowledge and understanding  
Demonstrate an understanding of the possibilities of accomplishment by working strategically 
with diversity and inclusion 
 
Skills and abilities  
Develop new skills in the organization through inclusion activities 
Reflect on your own and your team's learning strategies 
 
Judgment and approach 
Develop an including leadership approach 

5.5 Exercises     

5.5.1 Exercise 1 

The trainers will set up a route in several stages that will represent the social and environmental 
impact of the clothing supply chain. Every stage will take the shape of a small exhibition, in 
which the participants will find representative materials and facts & figures panels about that 
stage. The trainer will accompany the participants during the "trip" through the stages, 
presenting the contents of each one. It will take the form of an actual walk through the stages.  

The trainers will then ask the employers to reflect about their supply chains and the impact they 
might have. They will be provided with maps: each employer will try to geographically track 
his supply chain, and to add considerations about the specific social and environmental issues. 

Finally, a volunteer will shortly present their supply chains, and the related problems they 
found. They will discuss with the others about the actual influence of our choices and the 
potential improvements to consider  

The trainers will guide the reflections also by adding considerations related to the unethical and 
unsustainable supply chains as a potential push factor for migration. 

5.5.2 Exercise 2  
As initial stimulus, the group of participants is presented with a story of a virtuous local 
enterprise, implementing social initiatives that benefit the community (Italian input: a video 
about the Bologna-based company Faac, now under the guidance of the Curia of Bologna 
https://www.youtube.com/watch?v=OdlzW01R7VQ ) 
The trainers then divided the participants into two groups: 
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o The group of sceptics is given the task to point out all possible obstacles that prevent 
them from replicating or implementing similar social initiatives in their activities (also 
referring to cultural inclusion activities).  

o The visionary group has the task of indicating all possible opportunities to replicate or 
implement social initiatives in their organisation.  

A debate starts and each side has to convince the other about its points. The trainers mark on a 
flipchart the "pros" and "cons" to these activities. In the debate the central focus has to be on 
the practicality of applying the initiatives in their context. The trainers conclude the session by 
summarising their findings and emphasising how taking responsibility together with social 
initiative gestures lead to numerous benefits for both companies and the community as a whole. 
The trainers will also present specific examples regarding of companies' social initiatives 
undertaken towards migrants. 

5.6 Explanation to exercise  

5.6.1 Exercise 1 explanation  
Before the training, trainers have to create the setting, consisting of a multi-step pathway that 
will represent the social and environmental impact of the clothing supply chain. Below are 
instructions for each step regarding the material needed and the information to be provided. 
The trainer is expected to accompany the participants throughout the stages, while presenting 
them the contents of each one. 
 
Stage 1 - Raw materials, pollution and health 
Facts & Figures:   
Raw materials data (to be put on a poster) 
● 65% of our clothes contain nylon, polyester, spandex, acrylic. These materials are all oil 

products (Textile Exchange, 2017). 

● Buying a new white cotton T-shirt produces the same emissions as a 56km car journey 
(Oxfam, 2019). 

● 60% of clothes today are made of polyester. The amount has doubled since 2000 (Kirchain 
et al. 2015). 

● Cotton production uses 2.5% of the world's arable land (Ellen MacArthur Foundation). 

● Synthetic fibres also emit gases such as N2O, which is 300 times more harmful than CO2 
(Forbes, 2015). 

 
Pollution and health 
"By looking at the rivers near the production plants, it is even possible to understand the fashion 
colours in different seasons due to the spillage of dyes used by the industry” (quote from the 
docufilm “Riverblue”) 
Material needed: paper posters, a pair of jeans and a polyester ball of yarn, a printout of the 
quote and the following pic  https://www.lifegate.it/app/uploads/river-blue-fiume-
e1537727588175.jpg (A river close to a clothes factory in India)  
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Stage 2 - Situation of the factories in terms of labour condition 
Facts & Figures:  
“The collapse of Rana Plaza was a disaster caused by human negligence and entirely expected. 
The brands did not want to see the conditions in the factories, conditions that were not detected 
or ignored in their own audits. It is astonishing that no one - not a brand or an auditing company 
- has been held accountable for the huge loss of life. We need laws to hold these companies 
accountable for their negligence” (Kalpona Atker, del Bangladesh Centre for Worker 
Solidarity) 
 
Rana Plaza disaster data (to be put on a poster).  
● On 24 April 2013, the collapse of the Rana Plaza building in Dhaka, Bangladesh, which 

housed five garment factories, killed at least 1,132 people and injured more than 2,500. It 
is the worst industrial accidents on record (ILO) 
 

● The labour conditions faced by workers in the ready-made garment sector in Bangladesh 
are very poor: most of them girls and women, are exposed every day to an unsafe work 
environment with a high incidence of work-related accidents and deaths, as well as 
occupational diseases. Most of the factories do not meet standards required by building and 
construction legislation. As a result, deaths from fire incidents and building collapses are 
frequent. (ILO) 
 

● At least 29 global brands had recent or current orders with at least one of the five garment 
factories in the Rana Plaza building, including Benetton (Italy), Bonmarche (UK), Cato 
Fashions (USA), The Children's Place (USA), El Corte Ingles (Spain), Joe Fresh (Loblaws, 
Canada), Kik (Germany), Mango (Spain), Matalan (UK), Primark (UK/Ireland) and 
Texman (Denmark). (Clean Clothes Campaign) 

 
Material needed: poster, a sewing machine broken in two parts, a printout of the first quote and 
the following pic:  
https://www.researchgate.net/profile/Md-Rabiul-
Alam/publication/303276164/figure/fig1/AS:362630259724288@1463469199388/Photograp
hs-of-Rana-Plaza-Before-and-After-the-Tragic-Incident.png  
 
Stage 3 – Transparency 
Facts & Figures:  
(to be put on a poster) 
Source: Fashion Revolution Transparency Index 2020 
● The Fashion Transparency Index 2020 reviews and ranks 250 of the biggest global fashion 

and apparel brands and retailers according to how much information they disclose about 
their suppliers, supply chain policies and practices, and social and environmental impact. 
 

● The average score for all 250 brands and retailers is 23%, showing that the world’s biggest 
brands have a long way to go towards transparency. 
 

● The majority of brands and retailers lack transparency on social and environmental issues. 
More than half of brands (54%) score 20% or less.  
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Material needed: paper boxes with the logos of several main global brands; a poster, 
 
In addition, the trainers should have 4 maps (2 double-sided sheets) for each participant: 
local/regional map, national map, European map and world map. They will be used when 
participants have to mark their supply chain. 
 
_____ 
 
When participants arrive, the trainers briefly present the theme of the module and what is meant 
by a social initiative (see Purpose and Why the module is important) and the exercise itself - 
max. 5 min.  
Afterwards they invite participants to start the step-by-step process and to deepen each step – 
max 15 min. During the route, they will provide the participants with maps and ask them to 
draw their own supply chain in relation to the territory they supply from.  For each point on the 
map, they will have to write 2/3 lines about what happens at that point and about their 
knowledge of the manufacturers and how they work: as seen during the route, they will be 
invited to add considerations related to the social and environmental impact of their supply 
chains. 

A volunteer will be asked to present his or her chain and from this a discussion will be opened 
on how all entrepreneurs can improve their chains by taking full responsibility for their work- 
10 min. The trainers will guide the reflections also by adding considerations related to the 
unethical and unsustainable supply chains as a potential push factor for migration. 

The trainers will collect all the maps drawn by the participants, which will become material for 
the e-learning course. 
 

5.6.2 Exercise 2 explanation  
Before the training, trainers should have a copy per participant of a list of social initiatives that 
a company can organise. These initiatives should above all be linked to the theme of social 
inclusion of cultural diversity. 
A list of collected activities is presented below. The list can be enriched with initiatives 
undertaken by local companies/good practices. 
List of social initiatives to be distributed to participants: 

● Organise or participate in events concerning a specific ethnic group, inviting both your 
workers (migrants and natives) and outsiders/citizens. Examples could be the projection 
of a film on the theme of migration, the viewing of photo projects, the celebration of 
holidays, etc. This could also take the form of cultural 'trips' with employees and their 
families. 

● Organise multicultural dinners with employees, where everyone prepares and brings a 
typical dish from their own tradition - OR choose ethnic restaurants from other cultures 
(e.g. recommended by your own employees) for company dinners. 
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● Promote a “car sharing” system within the organisation among colleagues living 
nearby, to help employees who do not have their own car or who have difficulties in 
mobility. 

● Work to eliminate barriers in your organisation: physical, linguistic, cultural. Ask your 
employees how aspects of the company can be improved to make it more inclusive (e.g. 
panels in several languages in addition to Italian). 

● Invest a part of the profits in projects in your community, such as nurseries for mothers 
(migrant or native) without the possibility of babysitting, free after-school care for 
children, purchase of school books etc. OR Support projects by promoting them in your 
network, collaborating to initiatives such as interviews, group activities – not involving 
donation. 

 
Upon arrival of the participants, the trainers will introduce the module and show a video and/or 
tell the story of a virtuous local company implementing social initiatives – max. 5/7 min. 
The trainers will then divide the participants into two groups: 

o The group of sceptics, which has to focus on obstacles that prevent them from 
replicating or implementing similar social initiatives in their activities.  
N.B. the "cons" should be set in their daily life, not abstract or general. 

o The visionary group has the task of indicating all possible opportunities to replicate or 
implement social initiatives in their organisation.  
N.B. also the "pros" also have to be set in their daily lives, not abstract or generic. 

Each group compares, to arrive at a list of up to 5 arguments “pros” or “cons” – max. 10 min.  
Then, a debate starts and each side has to convince the other about its points; the trainers mark 
on a flipchart the "pros" and "cons" to these activities. In the debate the central focus has to be 
on the practicality of applying the initiatives in their context. The trainers conclude the session 
by summarising their findings and emphasising how taking responsibility together with social 
initiative gestures lead to numerous benefits for both companies and the community as a 
whole– max. 10 min. 
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6. Module 5 - Emotional stability  

6.1 Introduction  
Emotional stability is a trait that is hard to define since it is subjective to the individual. 
Emotional stability can however be described as the property to label to which extent and with 
which efficiency the emotional system automatically returns to its starting point, or equilibrium 
(Li, Ahlstrom, 2016). The higher the emotional stability the harder it is for the surrounding to 
affect the emotional system, it can return in a more efficient way to equilibrium. This will make 
it easier for individuals to adapt to different situations and events. 
In other words, emotional stability is the ability to maintain your focus no matter how difficult 
or challenging things may become. You prevent your emotions from controlling you therefore 
you stay in control. 

6.2 Purpose  
Emotional stability refers to a person’s ability to remain stable and balanced. Having emotional 
stability means that a person can withstand the whirlwind that life throws in the way, and still 
be productive and capable through it. Therefore, emotional stability is really important in the 
workplace where the situations are changing and emergencies may occur anytime. Businesses 
and organizations need to look for emotionally stable employees to ensure business continuity 
working under pressure and in culturally diverse environments. Employees who can manage 
their emotions and stay calm in every situation, are the ones that can cooperate with anyone 
regardless of the differences they may have. Not losing your temper during a crisis or a 
disagreement with colleagues is a trait that promotes good cooperation in the workplace. 

6.3 Why the module is important  
In culturally diverse workplaces, it is really important for employees to have cultivated their 
emotional intelligence and to remain calm in times of crisis. Emotional intelligence is defined 
as the ability to understand and manage your own emotions, as well as recognize and influence 
the emotions of those around you. Emotional intelligence is typically broken down into four 
core competencies: self-awareness, self-management, social awareness, relationship 
management. Working with people from different cultures may be challenging as this cultural 
diversity may create difficulties in the cooperation. However, people with emotional stability 
can recognize these differences and act towards finding a way to understand and to cooperate 
peacefully. Respecting and recognizing the difference is the best way to overcome it. 
Needless to say, this makes emotional stability a critical trait for leaders, especially in a 
culturally diverse work team. When people with different cultural backgrounds have to 
cooperate it is possible that disagreements or difficulties may occur and then the manager is 
the person who is required to find a solution in order to identify the obstacles to be overcome 
and the good ambience in the team to be restored. Therefore, the trait of emotional stability is 
crucial for a stable and productive work team. 
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6.4 Intended learnings outcomes  
Skills and abilities 
How to create inclusive behavior in the organizations at all levels 
 
Judgment and approach 
Including leadership: what leaders have to think about and how they have to be an inclusive 
team 

6.5 Exercises     

6.5.1 Exercise 1 
Face to Face 

● Prep. time: 15 min 
● Duration: 1 hour 
● Material:  Whiteboard and markers 
● Min number: 4 people 
● Adjustments: can be done online if you can share the experiences/stories of all. If done 

online, make sure to write done your story and send to the trainer: 
How to do it: 

● Each participant narrates a story from his / her work life that s/he wasn’t emotionally 
stable. (“Who were involved?”, “What happened?”, “How did you react?”) 

● After each narration, the participants say the emotions they recognized in the story, 
and they write them on the whiteboard. 

● When all emotions have been written on the board, the participants discuss the 
emotions caused and how they affected the teamwork. 

● Finally, the participants choose one of the narrated stories and they “recreate” it 
differently so as the hero acts more emotionally stable. 

● One participant takes over to write on a paper the new “revised” story. 
The purpose of the exercise is for the participants to realize possible misconduct in relation to 
the team they manage through the storytelling. The narration of their own story as well as the 
stories of the other participants and the discussion about the emotions caused will arouse their 
conscience about their possible mistakes and the wrong behavior towards their team work. 
Moreover, the discussion and the brainstorming in the end in order to create a new version of 
one of the stories will be helpful to discover alternatives for managing every situation more 
stable emotionally. 
 

● The trainer should motivate the participants to give as much information as 
possible in their storytelling. 

● In the last part of the activity, during the brainstorming for the new “revised” 
story, the trainer keeps notes on the whiteboard. 

● A list of emotions is following in order to help the trainer. 
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6.5.2 Exercise 2  
Online or face to face 
Part 1 

● Write 5 good and 5 bad traits of yourself. 
● Now circle the ones with whom your colleagues would describe you.  

 
If you circled at least 5 means that your colleagues know you well. 
 
Part 2 
Answer to the following statements with “yes” or “no”. 

● I express my good traits to my work team. 
● The cooperation among my teamwork is smooth. 
● I am supportive of my teamwork. 
● There is no tension during the work with my team. 
● My teamwork can find solutions during a crisis. 
● I rarely lose my temper at work. 
● I can cope with anybody without problems. 
● My colleagues know that they can count on me. 

 
If you answered "yes" in more than 5 statements, then you seem to be an emotionally stable 
manager. 
 
The purpose of the exercise is an internal thought on behalf of the participants to recognize and 
manage their own emotions towards their teamwork. As mentioned above it is crucial for 
managers to recognize how they affect their colleagues and the interactions among the 
teamwork.  
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7. Evaluation  
An evaluation of the baseline analysis and the effects measured from the survey conducted 
before and after the training program. 
 

8. Summary  
After completing the training in the five intercultural traits that are expected to contribute to 
intercultural effectiveness and enhance intercultural communication, which are cultural 
empathy, open-mindedness, social initiative, emotional stability, and flexibility. Employers, 
owners of small businesses, HR managers and managers will be able to meet their culturally 
diverse team with a better approach and acceptance. The program is aiming at making the 
individual aware of the conditioned behavioral patterns that exist and being able to change 
them into a more inclusive set of behaviors. To create a better working environment, boost 
innovation and become a better and more diverse leader. Since we are building this idea in a 
bi-directional process that changes both those who move and the society of settlement. While 
there is usually a stronger focus on migrants, little has been done as a work with the hosting 
communities. Therefore, this program is created so that the parties can meet in a more open 
way.  
 
 
 
 
 
 
 
 
 
 
 
 
 


