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TRANSVERSAL PROJECT FOR MIGRANTS

INTRODUCCIÓN
The present Guidebook has been developed as part of the Erasmus+ project ‘Transversal Model for
Migrants’ with the contribution of all partners involved in the project. ‘Transversal Model for
Migrants’ is an Erasmus+ Project, which emerges from a current European context characterized by a
strong inequity between the average economic and social situation of workers in Europe and the one
of EU migrants, who often have less rewarding job positions, lower wages, fewer opportunities for
career development, and fewer opportunities to get a better job position (transversal mobility). At
the same time, trainers, coaches, VET educators and social workers, who are supporting migrants
within the EU lack the tools to support their beneficiaries in the field of transversal competences.
The project will produce a new operating framework dedicated to trainers, coaches, career
counsellors, VET educators and social workers, in order to promote higher job position,
entrepreneurship spirit, and economic and social integration within Europe for migrants.

In the framework of the project, this Guidebook will give trainers the opportunity to be trained on
how to assist migrants in acquiring the following transversal skills:

a) Problem Solving
b) Decision-making
c) Team work
d) Resilience
e) Creativity
f) Agility

After going through this Guidebook, trainers should have acquired knowledge of the relevant topics,
in order to develop different and innovative methodological approaches for supporting migrants
towards their integration in Europe.
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TERMS OF REFERENCE

The European Qualification Framework is a translation tool that helps
EQF understand and compare qualifications awarded in different countries and by
different education and training systems, structured in eight levels
EQF level 5 qualifications are designed to up-skill individuals already in
EQF level 5 employment and provide them with advanced technical, transversal and/or
management skills
Hints An exhortation to put the learning into practice
Knowledge It is specialised, factual and theoretical knowledge within a field of work or
(level 5) study and an awareness of the boundaries of that knowledge
Learning outcomes are statements that describe significant and essential
Learning learning to be achieved and can reliably demonstrate at the end of the training.
outcomes In the EQF learnings outcome are described in terms of knowledge, skills,
responsibility and autonomy
Responsibility Means to exercise management and supervision in contexts of work or study
and autonomy activities where there is unpredictable change review and develop performance
(level 5) of self and others
Skills Represents a comprehensive range of cognitive and practical skills required to
(level 5) develop creative solutions to abstract problems
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Unit a) PROBLEM SOLVING
Problem solving, as basically defined as the process of working on the details of a problem to reach a
solution, is what many people do at work every day.

Any worker can improve their problem solving skills through different methods and strategies.
Trainers can benefit of those and use them to upskill their trainees.

Checklist to investigate problems
The more a problem is investigated the easiest it will be to find solutions. A checklist can guide
workers on the investigation of a problem following the ‘6 Ws’ approach:
The more a problem is investigated the easiest it will be to find solutions. A checklist can guide
workers on the investigation of a problem following the ‘6 Ws’ approach:

WHAT
• What is the problem?
• What are the facts?
• What would happen if no decision was made or solution found?
• What do I need in order to find a solution?

WHY
• Why did the problem arise?
• Why do I want to achieve a solution?
• Why do I need to find a solution or way forward?

HOW
• How will the situation be different?
• How relevant is the information I am gathering?
• How can I find out more?
• How can I involve relevant people?

’
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WHERE
• Where did the issue arise?
• Where does it impact?
• Is the "where" important for the problem/solution?

WHO
• Who is affected by the problem?
• Who cares about this situation?
• Who is involved/ Who should be involved?
• Who needs to be informed?

WHEN
• When did the issue arise?
• When do we need to act?
• By when must the problem be resolved?

Common strategies in problem-solving

Problem solving involves methods and skills to find the best solutions to problems. The list below
includes common strategies involved in problem-solving that can be very useful at the workplace.


Active Listening



Anticipating Obstacles to Implementation



Assessing the Effectiveness of Interventions



Brainstorming Solutions



Collaboration



Determining Factors Impacting Stress



Developing Treatment Plans



Devising a Classroom Management Plan to Address Student Misbehaviour



Devising Hypotheses



Diagnosing Illnesses



Drawing Consensus around a Set of Solutions
’
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 Evaluating Alternative Strategies for Reducing Stress
 Finding Middle Ground
 Flexibility to Try New Approaches
 Follow-through
 Gathering Data
 Identifying the Causes for Social Problems
 Identifying the Interests of all Parties
 Implementing Solutions
 Interpreting Data to Determine the Scope of Problems
 Mediating Interpersonal Conflicts
 Pinpointing Behaviors Contributing to Marital Distress
 Proposing Diplomatic Solutions to Border Disputes
 Recognizing Invalid Research Models
 Recommending Ways to Improve Communication in Relationships
 Repairing Malfunctioning Machinery
 Resolving a Customer Complaint
 Restructuring a Budget after a Revenue Shortfall
 Selecting Employees to LayOff During a Business Downturn
 Testing Hypotheses
 Troubleshooting Computer Malfunctions
 Validating Data to Correctly Identify Problems

Tips to enhance problem solving’ skills
It is possible to develop more strategic ways of thinking and also train the brain to do more.
Following there are some tips to improve problem-solving skills.

 Focus on the solution, not the problem
 Simplify things
 List out as many solution as possible
 Think Laterally. Try to change your approach and look at things in a new way.
 Use your imagination, open possibilities
’
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Ask for help when you needed



Take another person’s perspective (take some psychological distance)



Rely on others’ experiences and ideas when you are experiencing tension while

trying to solve a problem


Work out your brain with logic puzzles or games



Use mind maps to help visualize the problem



Play some sport, dance or practice yoga
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Unit b) DECISION-MAKING
Decision-making is a cognitive-psychological term, which describes the selection of a belief or a
course of action among several alternative possibilities (Janis & Mann, 1977). Decision-making is
the process of identifying and choosing alternatives based on the values, preferences, and beliefs of
the decision-maker. For this reason, it has been studied and analyzed in the framework of many
disciplines, along with other concepts like ethics and responsibility.

Decision-making is a key competence in contemporary labor market, as it allows managers and
other business professionals to solve problems by examining alternative choices and deciding on
the best route to take. Using a step-by-step approach is an efficient way to make thoughtful,
informed decisions that have a positive impact on an organization’s short- and long-term goals.

The business decision-making process is commonly divided into 7 steps. Managers may utilize many
of these steps without realizing it, but gaining a clearer understanding of best practices can improve
the

effectiveness

of

one’s

decisions

(Concordia

University

of

Saint

Paul,

https://online.csp.edu/blog/business/decision-making-process):

1. Identifying the decision: The first step in making the right decision is recognizing that there is a
problem or opportunity and deciding to address it. In the framework of a business, an employer or
an employee should determine why this decision will make a difference to the customers or fellow
employees and then plan to act accordingly.

2. Gathering information: The second step in decision-making is gathering information from
different sources, so that an employer or an employee can make a decision based on facts and data.
This requires making a value judgment, determining what information is relevant to the decision at
hand, as well as how it can be achieved. The decision-maker should ask themselves what they need
to know in order to make the right decision, then actively seek out anyone, who needs to be
involved.

’
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3. Identifying alternatives: Once the decision-maker has a clear understanding of the issue, it’s time
for them to identify the various solutions at their disposal. It is likely that they have many different
options, therefore it is important to come up with a range of possibilities. This helps the decisionmaker determine which course of action is the best way to achieve their objective.

4. Weighing the evidence: At this point, the decision-maker needs to evaluate for feasibility,
acceptability, and desirability of the decision outcomes, in order to find out which alternative is the
best. Managers need to be able to weigh pros and cons, then select the option that has the highest
chances of success. It may also be helpful for the decision-maker to seek out a trusted second
opinion in order to gain a new perspective on the issue at hand.

5. Choosing among alternatives: When the time comes to actually make the decision, the person
should make sure that they understand the risks involved with their chosen route. They may also
choose a combination of alternatives that fully grasp all relevant information and potential risks.

6. Taking action: At this point, the employer or employee needs to create a plan for
implementation. This involves identifying what resources are required and gaining support from
(co-)employees and stakeholders. Getting others on board with a decision is a key component of
executing a plan effectively, therefore a decision-maker should be prepared to address any
questions or concerns that may arise.

7. Reviewing a decision: An often overlooked, but important step in the decision-making process is
evaluating a decision for effectiveness. The decision-maker should ask themselves what they did
well and what can be improved next time. If they find out that their decision didn’t work out the
way they had planned, they should revisit some of the previous steps to identify a better choice.

’
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Skills - Decision making: A leader’s guide

Many people think that decision-making is a result of personality rather than a strategic choice.
According to Malhotra (2018), successful leaders can alter their approach to decision-making to
accommodate the demands of diverse business situations. He analyses 4 styles of decision-making,
which can be applied in contemporary business settings
(https://enterprisersproject.com/article/2018/7/4-styles-decision-making-leaders-guide):

1. Directive decision-making: A directive decision-maker typically works out the pros and cons of a
situation based on what they already know. Directive decision-makers are very rational and have a
low tolerance for ambiguity. Their decisions are rooted in their own knowledge, experience, and
rationale, rather than going to others for more information. The upside to this style is that decisionmaking is quick, ownership is clear, and it doesn’t require extra communication. However, directive
decisions can sometimes be made impulsively, without all the necessary information.

2. Analytic decision-making: Analytic decision-makers examine much information before taking
action. For example, analytic leaders rely on direct observation, data, and facts to support their
decisions. However, unlike directive decision-makers, an analytic decision-maker will seek
information and advice from others to confirm or deny their own knowledge. These decisionmakers have a high tolerance for ambiguity and are very adaptable, but they like to control most
aspects of the decision process. This style is a well-rounded approach to decision-making but can be
time-consuming.

3. Conceptual decision-making: The conceptual decision-making style takes a more social approach
compared to the directive or analytic methods. Conceptual decision-makers encourage creative
thinking and collaboration and consider a broad array of perspectives. These decision-makers are
achievement-oriented and like to think far into the future when making important decisions.

4. Behavioural decision-making: Behavioural decision-makers try to make sure everyone works well
together. Like the conceptual style, behavioural decision-making is group-oriented; however, rather
’
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there,

the group discusses the pros and cons of each choice. This style of decision-making considers many
different outlooks and opinions in the process.

Responsibility and Autonomy - Effective and efficient decision-making

Effective and efficient decision-making is at the core of success for leaders, entrepreneurs, and
influencers. The decision-making process may be complex and affected by many different factors
like personality, values, and societal expectations. Therefore, apart from learning how to follow the
7 steps of decision making, employers and employees should learn how to take responsibility of
managing their decision-making process. O ‘Neil (2016) states 4 possible ways of decision-making
management (https://www.icas.com/ca-today-news/5-decision-making-methods):

1. Listening to others: Asking for the input and opinions of other people before making a decision
allows the decision-maker to adopt a collective reasoning and democratic approach, which will
benefit them when working in a team. Being open to hearing everyone's point of view is very
important when moving forward. Nevertheless, the decision-maker should manage the risk of
becoming dependent on others to make decisions for them. For this reason, they should try taking
the lead every once in a while and being confident in their choices. This will help them feel more
comfortable when they move up the ladder.

2. Doing research: When it comes to important decisions, it is crucial that the employer or
employee follows a data-driven approach, which means finding out as much information as
possible. An effective decision-maker should take some time to organise and consider all the factors
involved, which in turn will make it a lot easier for them to predict the outcome of a choice. The key
here is to focus on the big picture and worry a little less about the minutiae, in order to make a
decision based on the most important facts.

3. Trusting one’s instincts: Sometimes time is precious and an employer or employee is called to
’
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make a decision under time pressure, following a 'gut reaction' approach. The best way to handle
such situations is to go with the decision that feels right. Following one’s intuition shows that they

have confidence in themselves. However, if a decision has a negative outcome, the person should
know how to slow down for the big questions and find something to back up their initial thoughts,
whether from colleagues or research.

4. Weighing the options: Before making a choice, an employer or employee should methodically go
through the pros and cons by using a listing approach. In this way, they estimate the advantages of
every possible outcome, while they sort out the priorities of a decision. However, this can be a timeconsuming pursuit, and decision-makers should bear in mind that pros and cons are also inherently
subjective to the creator. For this reason, asking other people and weighing their opinions gives a
new perspective and leads to a more democratic decision.

Knowledge - Common challenges in decision-making

As described in the 1st Subunit, following certain steps and approaches helps decision-makers make
more effective decisions and in turn develop their professional skills in contemporary labour
market. However, decision-making is a quite complex process, and there are some common
challenges that a decision-maker may face (Concordia University of Saint Paul,
https://online.csp.edu/blog/business/decision-making-process):

1. Having too much or not enough information: Gathering relevant information is key when
approaching the decision-making process, but it is important to identify how much background
information is truly required. An overload of information might lead to confusion and misguidance,
and therefore prevent an employer or employee from following their intuition. In addition, relying
on one single source of information can lead to bias and misinformation, which can have disastrous
effects down the line. For this reason, a successful decision-maker should be able to distinguish
between having some information and being ready to decide, and follow a careful, step-by-step,
approach.

2. Misidentifying the problem: In many cases, the issues surrounding a decision are quite obvious,
’
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while sometimes the decision is complex and the person is not sure where the main issue lies.
Conducting thorough research and speaking with internal experts, who experience the problem is a

good approach to mitigate this issue, as it will save time and resources in the long run.

3. Overconfidence in the outcome: Even if the decision-maker follows the steps of the decisionmaking process, there is still a chance that the outcome won’t be exactly what they had in mind.
This is why it is so important for a decision-maker to be able to identify a valid option that is
plausible and achievable. Being overconfident in an unlikely outcome can lead to adverse results.

In general, decision-making is a vital skill in the business workplace, particularly for managers and
those in leadership positions. Following a logical procedure like the one outlined here, along with
being aware of common challenges, can help ensure both thoughtful decision-making and positive
results.

Skills - A framework for ethical decision-making

A key element of decision-making is being responsible for the decisions, which are made and acting
accordingly. Therefore, it is highly important for decision-makers to follow some rules of ethical
decision-making. Velasquez et al. (2009) have developed a framework for ethical decision-making,
as follows:

1. Recognizing an Ethical Issue: When making a decision, especially in the framework of a business,
an employer or an employee should ask themselves whether this decision or situation could be
damaging to someone or to a group, which will be affected by it. For this reason, the decision-maker
should investigate whether the decision involves a choice between a ‘’good’’ and ‘’bad’’ alternative,
or perhaps between two "goods" or between two "bads" and act accordingly and responsibly.

2. Getting the Facts: Although the importance of knowing all the relevant facts of the case is major
in decision-making, a responsible employer or employee should ask themselves some additional
questions before proceeding to an important decision. Such questions might be: ‘What individuals
and groups have an important stake in the outcome?’, ‘Are some concerns more important? Why?’,
’
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‘What are the options for acting?’, ‘Have all the relevant persons and groups been consulted?’,
‘Have I identified creative options?’.

3. Evaluating Alternative Actions: Velasquez et al. (2009) suggest the following ways of evaluating a
potential decision and taking responsibility for it:

•

Which option will produce the most good and do the least harm? (The Utilitarian Approach)

•

Which option best respects the rights of all who have a stake? (The Rights Approach)

•

Which option treats people equally or proportionately? (The Justice Approach)

•

Which option best serves the community as a whole, not just some members? (The Common

Good Approach)
•

Which option leads me to act as the sort of person I want to be? (The Virtue Approach)

4. Making a Decision and Testing It: A good way of predicting the possible outcomes of a specific
decision is making a scenario of its outcomes and imagining its impact and the reactions of people,
who are trusted or respected.

5. Acting and Reflecting on the Outcome: The decision maker’s responsibility does not end with the
decision, but continues after its implementation. Some useful questions are: ‘How can my decision
be implemented with the greatest care and attention to the concerns of all stakeholders?’, ‘How did
my decision turn out and what have I learned from this specific situation?’.

Responsibility and Autonomy - An ethical decision-making model

When making a major decision for a company (or a workplace in general), it can be tempting to
choose the easiest or most cost-effective course of action, even if that option isn't the best from an
ethical standpoint. The PLUS model, a set of questions designed to help employers and employees
make a decision from an ethical point of view, can help decision-makers confirm whether they do
the right thing and take responsibility for it (Forsey, 2018).

’
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PLUS Model:

P = Policies and Procedures (Does this decision align with company policies?)

L = Legal (Does this decision violate any laws or regulations?)

U = Universal (Is this decision in line with core values and company culture? How does it relate to
our organizational values?)

S = Self (Does it meet my standards of fairness and honesty?)

The PLUS model is especially objective, because it doesn't focus on revenue or profit, but rather
urges leaders to take a legal and fair approach to a problem.

References
Concordia University of Saint Paul, https://online.csp.edu/blog/business/decision-making-process
Forsey, C. (2018). How to Practice Ethical Decision Making at Work. Available at:
https://blog.hubspot.com/marketing/ethical-decision-making
Janis, I.L., & Mann, L. (1977). Decision making: a psychological analysis of conflict, choice, and
commitment. New York: Free Press.
Malhotra,

S.

(2018).

4

styles

of

decision-making:

A

leader's

guide.

Available

at:

https://enterprisersproject.com/article/2018/7/4-styles-decision-making-leaders-guide
O’Neil,

E.

(2016).

Effective

and

efficient

decision-making.

CA

Today.

Available

at:

https://www.icas.com/ca-today-news/5-decision-making-methods.
Velasquez, M., Moberg, D., Meyer, M.J., et al. (2009). A Framework for Ethical Decision Making.
Markkula Center for Applied Ethics at Santa Clara University. Available at:
https://www.scu.edu/ethics/ethics-resources/ethical-decision-making/a-framework-for-ethicaldecision-making/

’

TRANSVERSAL PROJECT FOR MIGRANTS

Unit c) TEAM WORK
Knowledge on Networking

The beneficiaries can find some tips regarding Networking and how they can empower their
competencies and their ability on how they can approach others:

1. Find out what’s really important for the interlocutor by asking questions and being curious. This
exchange of personal information can be used for next meetings with this person, in order to feel
seen and heard. The empathetic behaviors is an added value for networking ability. As much the
beneficiaries interested in understanding their interlocutor, as many are the possibilities on having a
really fruitful conversation. Useful sentences that can be used during the discussion:
- “Tell me more about that…”, “Truly interested, I want to learn more…”

2. The individuals should find the common elements with their interlocutors, by asking their
selves what’s relevant in this interaction. Also, search for what makes them feel different than
other people in the space. This could be anything from the personal or professional past to a
passion that motivates them connecting with people. Looking for different and interested topics for
discussion, whenever they understand that they have common elements with their interlocutors. If
the similarities related to a professional issues, then open a discussion regarding a special-personal
story, if it is related to a personal issue, start discussing about a wonderful experience, etc.

3. Strategic networking. Strategic networking is a type of Networking that can be used by the
individuals and goes beyond just chatting with anyone who will talk to them up and push them to
identify people who can help them seeing the big picture, figure out where their unique skill set or
viewpoint fits in, and work to connect with them. For understanding if the connection is right the
beneficiaries should answer positively the answer “Am I into this person?”. What is appropriate is to
continue the discussion, to nourish and build the relationship and to finally succeed on expanding
’
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the Networking.

Networking Skills

For expanding the Networking skills, the beneficiaries can use some of the following tips by
adapting them to their everyday requirements, personal or professional contexts, for empowering
and improving their social skills. Simple, very practical tasks can promote the importance of being
interactive and social motivated. The included tips can also be the main rules that need to be
maintained in a group context, in order to succeed on having effective communication and
collaboration within the members of the Networking groups. Efficient networking skills can be the
basis for the creation of very strong relationships, but, at the same time, if the conditions are not
appropriate, can lead to the opposite negative result of creating a weak and unfruitful Networking.

-

From the social network theory point of view, social media can be used as a powerful tools for

expanding networking skills. On social media platforms, individuals can construct virtual
representations of their social networks with all different kinds of ties—strong, weak, and even
absent—extend these networks, and operate as information-carrying and disseminating ties.

-

Well defined presentation of the individuals’ profile, in order to clarify the personality

characteristics and the strengths, at the beginning of a contact. A good advice is to firm handshake
and make eye contact as first impressions can be lasting impressions.

-

The beneficiaries should ask questions and listen, without being afraid or hesitate to start a

new conversation. It is important to go deeper with a topic or an issue, in order to build a
relationship and not only make a contact.

-

The rules between the speaker and the listener, include some “unwritten rules” that are not

provided inside, but is came up through experience and personal development. People usually like
to be asked for help – it means that they value others’ opinion and see them as a good source of
information.
’
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-

Making connections online can be an effective networking strategy. LinkedIn, Twitter, blogs,

and other social media sites offer great ways to learn insider information about career paths and
connect with individuals and professional associations. Also, for those who work in groups, media
resources and online chatting can be very useful and practical for keeping update all the members
of a team and for exchanging information, for example, professional issues, etc.

-

It is actually very common for others, especially the employers to check the Social Media of

the individuals as part of the screening process. Thus, it is important to clean up the online identity
by setting accounts on social networking sites, like Facebook, to private and/or removing
questionable material, such as blog entries, photos, quotes, comments and applications. Be sure to
present a positive online image. Just being sure that for creating an effective networking, all that
needs is to stay clear and approachable from others. Effective collaboration, starting with honesty
and respect to others as different personalities with different values.

Knowledge on Virtual Collaboration

For succeeding in virtual collaboration, it means that the use of effective virtual resources is an
unquestionable procedure. The appropriate resources with the appropriate collaboration rules,
leads to an efficient communication. Except from the knowledge of virtual tools that can be used, it
is very important for the professionals to be aware of basic rules that need to be implemented
before, during and after the duration of a virtual meeting. Following are available some basic
principles that have been proven effective:

Before the virtual meeting the professionals should:


Prepare an agenda with the basic topics that need to be discussed during the

meeting.


List the main objectives and the aims of the meeting in order to clarify them

during the discussion.

’
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 Choose the right participants in order to facilitate the discussion process, but first be sure that
all the participants will be able to use or to have access to the meeting software.


Practice- Always run at least one test meeting with your new meeting software

before you try to involve the larger team.

During the meeting:


Stay inside the time frames and keep moving based on what is written in the

agenda.


Take some notes regarding the crucial issues that came up during the

discussion, next steps, agreements or recommendations, etc.


Summarize what’s next, future plans, to do list concerning the requirements

that need to be done from the participants. Also, by writing notes, it’s ensured that everyone is
informed sufficiently about the purposes and the contents of the discussion.

After the meeting:


Prepare the next meeting



Evaluate the overall discussion, the strengths and the weaknesses, what the

participants had to avoid or not to mention, possible rephrasing that created confusions, the
roles of the participants, etc.

Virtual Collaboration Skills

For creating a good impression to others when using virtual presentations, it is very important that
professionals need to be aware about some tips or recommendations regarding the profile of an
effective presence.

1. The individuals should have a personal contact with the participants they want to inform about,
clarify what they expect from them.
2. 15 minutes before the scheduled time for the meeting, just be sure that everything is ready for
the connection.
’
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3. The most suitable time for virtual presentation is early in the day, due to the fact that the
concertation and energy levels are higher during the morning.
4. The presenter, the organizer or the speaker needs to be as much authentic, simple and
understandable as s/he can in order to be more conversational and approachable. He/she must not
use too much information, but instead of that she/he be clear about the purposes of the

collaboration.
5. The most important thing regarding adult discussions/ meetings or presentations is that they get
bored too fast. The key is to hook their attention with some tips, such as rhetorical questions, jokes,
real examples, stories from everyday experiences, etc.
6. It is necessary condition that the individuals need to communicate their purpose and to clarify to
everyone what they really want to achieve.
7. They should motivate and encourage the others on participating actively, in order to promote
their group discussion.
8. Use more pictures, because visual elements provide impact and create an emotional reaction
that is more memorable than text. Graphs and charts can make it easier for people to understand
complex information.
9. One recommendation that could probably be useful for the beneficiaries is that they can present
their ideas with passion and enthusiasm, by using engaging and powerful voice. This element might
be a little bit confused, because in some cases powerful voice is a clue of rudeness, but from
another point view could determine a dynamic and self-confident personality.

Responsibility and Autonomy

Possible responsibilities that need to be taken in consideration by the beneficiaries are:

•

Online, the individuals need to make sure people can connect early, make the best use of the

time they share and stay engaged.
•

An agenda with easy links and instructions for the technical end of things is a must.

•

Use a co-facilitator to handle the technology while they run the meeting. That's a great idea.

•

Use the right technical tools and technology. The best advice here is to think small- use only

the amount of technology necessary to accomplish the desired meeting outcome. You don't need
’
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high-tech video conferencing to solve some problems, and the phone won't be as powerful as true
collaboration tools. Form follows function.
•

Stay focused. This advice is for both the audience and the presenter.

•

Make it easy on each other by controlling background noise using the mute function on the

phone.

One small quibble I had with the advice is that it said to mute all phones and use the chat feature
instead.
•

Use good meeting etiquette. Virtual meetings have different dynamics than live meetings. For

one thing it's easier to let their selves start answering email and do other tasks.
•

Engage their participants. In the name of managing time they restrict their ability to truly

interact and leverage the participation of attendees.
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Unit d) RESILIENCE
Resilience is a person’s capacity to respond to pressure and the demands of daily life. Dictionary
definitions include concepts like flexibility suppleness, durability, strength, speed of recovery and
buoyancy. In short, resiliency affects our ability to ‘bounce back’.

Resilience is a learned ability, through practical skills, that enables our capacity to bounce in
adversity, grow our master skills, connect with others and find flow in work. Having a common
definition of resilience enables individuals and teams to build insight and activate the right response
when required.

The dynamic changes, globalization, trends on the labour market and many more aspects of the
nowadays’ impose new challenges on the workplaces characteristics and lead to more intensive and
significant staff reductions, deadlines, rivalry and organizational changes. Successful management
of these situation relies on every person’s own potential and abiltity to cope and even thrive when
faced with stress.

An

article

on

the

ABC

website

(http://www.abc.net.au/health/features/stories/2015/01/22/4165103.htm) goes even deeper and
highlights that resilience is even more than the ability to bounce back: “”Resilient people have
strong resources and skills to manage stress and conflict as well as a good support network to help
them deal with the pressures of work. Resilience is more than coping however. Resilient people are
also flexible, adapt to new and different situations, learn from experience, are optimistic and ask for
help when they need it.”
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Flexibility and adaptability to changes

Flexibility is about an employee and an employer making changes to when, where and how a person
will work to better meet individual and business needs. Flexibility enables both individual and
business needs to be met through making changes to the time (when), location (where) and manner
(how) in which an employee works. Flexibility should be mutually beneficial to both the employer
and employee and results in superior outcomes.

Adaptability is the capacity to be creative in finding new perspectives or changes in the attitude and
behavior in order to adapt to the new characteristics of the environment. For a work environment
culture, it connotes being opened to new ideas, innovations, or alterations. Someone with this skill
can work independently or in groups, or perform tasks not designed only for a single individual.

Employers directly demonstrated their requirements related to both flexibility and adaptability and
appreciate them significantly in the recruitment process as well as the internal talent and employee
development, promotion and assessment.

A flexible and adaptable employee is an individual that can implement multiple tasks, perform
various assignments by establishing priorities, and making attitudinal changes to align with the new
culture.

Stress management at the workplace

Stress management encompasses techniques intended to equip a person with effective coping
mechanisms for dealing with psychological stress.

As the American Psychological Association (https://www.apa.org/helpcenter/work-stress) has
pointed out: Everyone who has ever held a job has, at some point, felt the pressure of work-related
stress. Any job can have stressful elements, even if you love what you do. In the short-term, you
may experience pressure to meet a deadline or to fulfill a challenging obligation. But when work
’
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stress becomes chronic, it can be overwhelming — and harmful to both physical and emotional
health.”

Among the main steps to manage stress are to identify the stress factors, to address them in a
proper way with the support of the internal organization’s written and not written procedures, to
form good and supportive relations, to priorities, to communicate, etc.

Communication skills

Communication is a vital element of everyday interaction and forms the basis for any collaboration.
However, communication skills are not intrinsic and self-evident, and many theories have been
formulated about their development.

Some key aspects of communication, which professionals should demonstrate while working with
migrants are the following:

True interest/ intrinsic motivation for help and social offer: The cornerstone of working with
migrants professionally is demonstrating a genuine interest for other people and a willing to
contribute to the common good. Professionals, such as teachers, trainers/ coaches/ educators,
social workers, psychologists, etc. should be characterized by an internal urge to help other people
and set a good example for others to follow.

Respect: Along with interest in other people, professionals working with migrants should be free of
prejudice and stereotypes and know how to recognise and handle differences in terms of language,
religion, ethnicity, culture, gender etc.

Cohesion & Clarity: Another important aspect of communication is the ability to transfer messages
clearly and effectively, so that they have the desired impact on the other person.

Good listening skills: Apart from talking, a good communicator should also be competent in
listening. Practically, this means that they should show that they are listening and understanding,
’
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and, from time to time, they should reflect on what has been communicated.

Empathy: The core of good communication is demonstrating that one understands what it is like to
be on the other’s position and supports them every way they can.

Effective communication is necessary in order for them to approach migrants, support them in their
effort for integration in everyday life and society, as well as acquisition of skills and competences.

Cultural awareness
In order for professionals to be able to offer their services to migrants effectively, they should first
be aware of their own cultural background and its effects on their character, personality and work,
and then of other people’s different attributes.

Some important elements of cultural awareness are the following:

Self-awareness: Professionals should be able to recognise their own cultural values, beliefs and
attitudes, and understand how they affect their behaviour and overall life attitude, including their
attitude towards people from different cultural settings.

Adaptation skills: In order to assist migrants in their effort to adapt in a new geographical and
cultural setting, they should first demonstrate adaptation skills themselves, which means an ability
to adapt to the new composition of population, labour market, and society at large.

Awareness of migrants’ rights: Professionals working with migrants should be aware of the latter’s
rights, as well as the host country’s legislation regarding migrants, refugees, and asylum seekers.

Multiculturalism: Embracing the concept of different cultures’ interaction is vital for professionals,
which in turn will help migrants in their effort to make their voices heard and become active
members of the local community and culture.

’

TRANSVERSAL PROJECT FOR MIGRANTS

Cultural sensitivity: Being aware that cultural differences and similarities between people exist
without assigning them a value –positive or negative, better or worse, right or wrong, makes
professionals more effective in their everyday work and general interaction with migrants.

Practical ways of approaching migrants: Apart from theoretical knowledge and appropriate
attitude, professionals should develop practical skills, such as showing interest, listening carefully,
speaking in simple words, having patience, showing empathy etc.

Cultural awareness is necessary for inter-cultural and inter-religious dialogue between trainers and
migrants, and for assisting the latter in fighting for their rights.

’
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Unit e) CREATIVITY
Curiosity

Curiosity is related to human development and derives from the process of learning and desire to
get more knowledge and skills. Studies about motivation, emotion and cognition also included
curiosity concept. Curiosity can be defined as the recognition, pursuit, and desire to explore novel,
complex, uncertain, and ambiguous events (Kashdan et al., 2018). First researches about the
curiosity have focused on moral situation of the curiosity and research the concept from the
philosophical perspective. Its psychological underpinnings started to be analysed later.

Curiosity firstly seen as an intrinsic motivation that seeks for information. Moreover, curiosity is also
seen as a passion specifically, passion for learning. It is also named as “thirst for knowledge” and
“love for knowledge” by various researchers (Loewenstein, 1994). From psychological perspective
curiosity concept has some common characteristics with novelty seeking, need for cognition,
intrinsic motivation, openness to learning, tolerance to ambiguity and uncertainty, and sensation
seeking (Kashdan et al., 2018).

In recent researches different models have been proposed to explain and assess curiosity concept.
In Curiosity and Exploration Inventory to explain curiosity concept they differentiate the stretching
that is wanting new knowledge and experiences and embracing that is being willing to accept the
unpredictable and complex nature of daily life (Kashdan et al., 2009). In another model curiosity has
been proposed as two dimensions: feeling of interest (wanting to know for its own sake) versus
curiosity as a feeling of deprivation (wanting to know because not knowing is frustrating) (Litman,
2005). This distinction is important to note because in most cases curiosity is seen as a pleasurable
action however; sometimes people seek for information to resolve uncertainty or remove the
tension of being unsure or confused (Loewenstein, 1994). Pleasure of discovery and reducing the
information gap should be both included as dimensions of curiosity.
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Curiosity help people to adjust to their new roles and responsibilities at work, boost performance
and creative thinking. Moreover, curiosity that have entrepreneurial dimension may lead to
innovation (Kashdan et al., 2018). In organization mostly curios people bring new ideas to the
organization. As a result; business leaders should support people to ask for more questions. Leaders
who accept new ideas, accept the possibility of failure, imaginative and diverse thinkers, and
embrace opposite ideas can boost their employees’ curiosity.

In business life curiosity leads to less decision-making errors as curious people try to generate more
alternatives and do not tackle with stereotyping and overconfidence bias. Moreover, curiosity result
in more innovation and positive results, less conflict in teams and support open communication
(Gino, 2018).

Training resource: How to boost creativity?

For everyone curiosity is important for creative thinking and innovative results. Here are some ways
to nurture your curiosity (compiled from : www.ideatovalue.com):
•

Being humble enough to continuously learn from others and the world,

•

Being confident enough to be vulnerable, to be wrong, and to admit your ignorance or where

your skills aren’t good enough
•

Examining your own assumptions, opinions, beliefs, or convictions

•

Considering what you do know about the topic is not nearly enough, and drawing on the

knowledge and insights of others to close the information gap
•

Putting collaboration before competition, and autonomous motivation before rewards

•

Writing down three new things you’ve learned before going to bed every night

•

Being aware of your thoughts and emotions by reflecting and journaling on your experiences

for five minutes daily
•

Controlling your response to the life events by being aware where your attention is focused

(e.g., in thoughts, beliefs, emotions, the senses, or the body).
•

Second, never be too shy to ask questions, and ask questions even when you think you know

everything you need to know.
’

TRANSVERSAL PROJECT FOR MIGRANTS

• Ask out-of-the-box-thinking answers

•

Be a good listener

•

Read constantly to expand and deepen your expertise

•

Read widely, and consume content outside your comfort zone

•

Become more a interesting person and live a more interesting life by reconnecting with your

inner child, sense of wonder, and mindset
•

Getting out of your routine and adding variety to your life

•

Exploring, saying yes to new opportunities, stretching yourself, and expanding your

experience, even when feeling uncomfortable
•

Having many hobbies, joining debate groups, or spending time in a library researching

•

Daydreaming, visualizing, or doodling with your non-dominant hand

•

Changing your environment, and exposing yourself to new things

•

Avoiding fixed ideas of things and situations surrounding you

•

Actively being aware and attentive to changes, new events, and anything unusual or

unfamiliar
•

Welcoming the unexpected and the unpredictable, and looking for mysteries

•

Build multicultural rapport, empathy, compassion, and tolerance level exploring many

different life insights and perspectives
•

Be open to other points of view, valuing differences of opinion and listening even when you

disagree
•

Resist the adult tendency of labeling to put things in a box; avoid pre-conceptions, biases,

stereotypes, and judgments
•

Challenge yourself to real conversations with acquaintances and strangers you see daily to

connect with them on a deeper level
•

Observe others’ behaviors and expressions in different situations, and imagine what it might

be like to be them
•

Understand others through their background story and circumstances and asking them

questions

Innovation

’
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“Innovation is a problem-solving process in which solutions to valuable problems are identified via
knowledge exploration” (Subramanian, 2012). Innovation is not a new concept because human
beings always try to do things better and in new ways (Faberberg, 2009). However, changes in
business world make organizations more dependent on innovation for their long term performance

(Mumford, 2000) and innovation became important for competitive advantage (Baruch, 2003), it is
an important factor for economic competition (Pohlmann, 2005). It is crucial for organizations to be
innovative, improve their products, services, and processes continuously for their success (De Jong
& Den Hartog, Innovative Work Behavior: Measurement and Validation, 2008).

Initiation and implementation are the core segments of innovation process (Imran, Saeed, Anis-ulHaq, & Fatima, 2010). Producing new ideas and improving recent ones, examine and evaluate these
ideas, and develop and implement them are the steps of innovation process (Imran, Saeed, Anis-ulHaq, & Fatima, 2010). Innovations can be new to the organization, new to the industry, or new to
the world (Organisation for Economic Co-operation and Development, 2005). Bossink (2002) stated
that innovation management is composed of five processes, they are creating innovation context,
supervising innovation process, initiating of innovation, generating innovation content, and
implement it.

There are different classifications of innovation. One of the classifications is about radical and
incremental innovation. Incremental innovation is about changing and refining the existing products
or extending them that is affected from the market, can be realized via existing competencies and
know-how. Radical innovations can be new-to-the-world or new-to-the-organization, needs
different management practices and mostly make existing competences redundant (Darroch &
McNaughton, 2002). In radical innovation; existing products and services are transformed
significantly (Subramaniam & Youndt, 2005). In another classification innovation has four different
types; they are product innovations, process innovations, marketing innovations and organizational
innovations (Organisation for Economic Co-operation and Development, 2005). OECD (2005)
defines these four types as follows:

•

“A process innovation is the implementation of a new or significantly improved production or

delivery method”.
’
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• “A product innovation is the introduction of a good or service that is new or significantly improved
with respect to its characteristics or intended uses”.
•

“An organizational innovation is the implementation of a new organizational method in the

firm’s business practices, workplace organization or external relations”.

•

“A marketing innovation is the implementation of a new marketing method involving

significant changes in product design or packing, product placement, product promotion or pricing.”

Innovation in organizations start with ideas that are created, promoted, discussed, modified,
developed, and realized by employees (Janssen, 2000; Scott & Bruce, 1994; Janssen, Van De Vliert,
& West, The bright and dark sides of individual and group innovation: A special issue introduction,
2004). Everyone has different level of potential to be creative and innovative (Parzefall, Seeck, &
Leppanen, 2008). Innovative work behaviour is creating, promoting and implementing new and
novel ideas (Scott & Bruce, 1994). It can be creating a new product or service, developing or
optimization of job processes and administrative systems (Kleysen & Street, 2001). Human capital;
in other words, employees’ skills, abilities, and knowledge is the most important factor for
organizations’ innovativeness. Innovative work behavior of employees is a bridge for competitive
advantage of organizations (Korzilius, Bücker, & Beerlage, 2017). Employees’ ability to generate
ideas and use them to create better services, products and services can leverage organization’s
innovation and success (De Jong & Den Hartog, 2007).

Some scholars assess innovative behavior in one dimension however; innovative behavior is a rich
and complex construct (Kleysen & Street, 2001) and multi-dimensional (De Jong & Den Hartog,
2007). Innovative work behavior starts with idea generation that is producing new and useful ideas
as result of perceived problems and incongruities; new trends that are emerging (Janssen, 2000;
Scott & Bruce, 1994). Employees try to cope with and adapt themselves to changing business
environment, job-related problems and deviations via innovative behavior (Janssen, Van De Vliert,
& West, 2004). Creative self-efficacy is important for idea generation (Ng & Lucianetti, 2016).
Generated ideas can shape the innovation process; some ideas are related to incremental
innovations that are focus on more modest changes; some ideas are related to radical innovations
(Janssen, Van De Vliert, & West, 2004). Realizing inconsistencies, problems in existing systems,
customer problems, new trends are opportunities for idea generation (De Jong & Den Hartog,
’
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2007). After idea generation; promotion of idea is second step to make idea powerful. For
promotion build coalitions, find sponsors, and engage in social activities for making new allies is
crucial. Persuasiveness is important for idea promotion (Ng & Lucianetti, 2016). Engaging in
different social activities also support this step (Wang, Fang, Qureshi, & Janssen, 2015). Final step in
innovative behavior is idea realization that is developing a model or

prototype of innovation (Kanter, 1988; Janssen, Job demands, perceptions of effort-reward fairness
and innovative work behaviour, 2000). Transforming idea to a tangible product, service, or process
for the efficiency and the profitability of the organization is the main focus in last step (Wang, Fang,
Qureshi, & Janssen, 2015). As a result; innovation composed of several sequential stages (idea
generation, promotion and implementation) and in every stage different types of behaviors are
needed (Scott & Bruce, 1994). Searching for opportunities, recognize, and gather information about
these opportunities; being creative, generate and evaluate ideas and solutions, being risk-taker and
persuasive, influencing others, implement and modify ideas and changes are some components of
individual innovativeness (Kleysen & Street, 2001).

This section is compiled from non-published thesis: Yıldız, D. (2017). Analysing effects of
organizational career management activities on employees’ career outcomes. Thesis for the PhD
Degree. Istanbul: Bahcesehir University.
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Unit f) AGILITY
Agility is ability to think, understand and move quickly. An example of someone who
possesses mental agility is someone who can easily complete mental math problems or
intellectual/ factual problems. Agility is defined as the ability to react, decide and move with
speed and ease.

Proactivity

Objective of this sub-module is to recognise why proactive agility has become essential in the
todays’ workplace, with some contents and exercises to identify ways to become more
proactive at work.
1) Theoretical definition and concept:
Etymology of the word proactivity: outside the dictionary. We will approach it in detail from the
etymology of its Pro-and activity components:
-

Pro-: this element comes from the Greek or Latin meaning "forward" (Pro-throw, Prosandstone, Pro-Nom) from which the idea of protection, anticipation and hindsight arises.

Pro-also means who is "for, supporter of," as opposed to "anti".
-

Activity: this word comes from the Latin actīvitas (itself from the screw agendis) (screw
agendis makes me singularly think of the idea of arranging his life). The activity includes
various measurable and tangible tasks that have in common the pursuit of a specific
objective. It is the ability to act with dynamism and vitality. It is also the energy and vivacity
that a person puts into his action. The activity is also a set of psychic and physiological
phenomena corresponding to the acts of the live being, falling within the will, tendencies,
habit, instinct, etc.

Here we grasp the idea of a series of actions oriented towards a goal. This setting in motion
requires vitality, dynamism, energy, led by a human will. And this free-will requires upstream
thinking and strategic decision-making downstream to achieve these goals. So we have to do
a mental process that follows a dynamic movement upstream downstream in time, and
continuously, like a virtuous spiral. It is therefore a continuous process of upstream
downstream, starting from an attitude (a State of mind) to lead to a behavior (visible action).
Being proactive is a state verb (state of mind, energetic state) and an action verb, which consists
of:
-

Possess knowledge and know-how (skills acquired).

-

To be able to think right (think before acting, be able to act on the processes to come).

-

In order to act at the right time, namely:

’

TRANSVERSAL PROJECT FOR MIGRANTS

1.

Converting a threat into an opportunity,

2.

Optimizing the benefits of a given situation

3.

Anticipate an event or event / Cause situations

4.

Even change the rules of the game (of life) and propose something else.

A clarification is needed about being proactive: many people equate "being
proactive" to "being active"; as if "being proactive" required acting in any case since, in the
word "proactive", there is "active". But it's not about acting, it's not about "forcing things", of
pushing doors, of "doing" (whatever you do):
1.
Being proactive is not necessarily "active". One does not necessarily lead to
the other. If, to achieve your goal, you do not need to act and you do not actually act, then
you are proactive, because your non-acting behavior is just and appropriate to the situation.
2.
Being proactive is above all adopting the right attitude and behavior , not only
appropriate to the situation, but also to ensure that all our internal energies (physiological,
emotional, psychic, coherence with external energies (relational, organizational,
environmental,...).
3.
Being capable of proactivity is being able to put itself in internal coherence
with oneself, centered on its axis, and to live in consciousness with oneself, with others, with
the world. It is to be able to insert its being, its person, harmoniously in energy currents, to
derive "profit" (not economic or special profit, at least not only and not essentially) of
potential in order to satisfy its goals. Asonly change is permanent, there are no fixed and
infallible rules that govern the world or reality. And anyone who acts proactively is strategist
by definition.

The proactive person is a person who acts as a strategist
Acting as a strategist does not mean acting as a deceit, calculator, manipulator or
cunning (although one does not prevent the other, but this is not the proactive person by
definition) but intelligent/clever strategist:
1.
A proactive person is essentially an intelligent person : we are all endowed
with intelligence, whatever its form (intellectual intelligence, emotional, relational, creative,
etc. See also Howard Gardner about this).
2.
So we are all proactive at different levels : we are all proactive to varying
degrees since we are all endowed with these intelligent abilities, namely our senses.
The proactive person feels, reflects, thinks, decides, acts in strategist, with all his attention made
of concentration, conscience, openness of mind, receptivity and listening. It fits into an energy
system that makes it, the door, the crossbar. And this environment is transformed into a
permanent movement, which intelligence must grasp. Every moment is made of information to
hear, to listen, to understand, to transform. Opportunities to capture. Each situation contains all
the possible ones’ that are waiting for us to be revealed, given our proactive capabilities and
according to our own needs/goals/purposes.
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This proactive attitude requires receptivity, availability, time, listening, patience, attention...
It is no longer a matter of acting, but it is good. Acting at the right time, timely. Acting as a
strategist.

A positive coaching approach in 4 steps towards proactivity
Proactivity refers to a deliberately responsible attitude, which consists in assuming its
destiny rather than looking for causes or justifications in the circumstances and external
actors. To do this, the proactive person is resolutely in action and not in passive expectation:
if it generates creative ideas, it is in view of a concrete application to improve a product, a
service or a process...The proactive person thinks that it has an impact on the course of
things and demonstrates it. If companies ask their employees to abide by rules and
procedures, managers value the initiative and the desire to learn.

To become proactive, the following accompanying approach can be encouraged:

Step 1: help migrants think for themselves, take a step back, anticipate and be
creative:
yourself.

Identify new opportunities for improvement for the company, the team and

-

Set realistic short-and long-term targets for the project.

-

Bring creativity.

To be proactive, we need to anticipate problematic situations. For this, it will
be essential to develop its logical meaning and imagination: visualize the possible evolution
of a situation and consider different scenari. From there, search and propose realistic
solutions to the team and the Manager.

Step 2: awaken to curiosity and anticipation:
Cultivate its sense of detail and its curiosity for the things of the company: its
environment, its practices and those of the competitors, the forecasts of some experts... A
proactive person is involved in the destiny of his company by seeking to read the present and
to make the future. It is a kind of psychic, at least anticipates it at best, using the information
it has and the analysis it draws. This also means that you are listening to your environment
and are asking for advice around you.
If your proposals for improvement are not well received at the beginning
(among others because they are not realistic or applicable), do not despair : continue. Your
manager will sooner or later notice your change of attitude and should encourage you.
’
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Step 3: learn to capitalize on its qualities, strengths and skills:
-

Identify qualities, strengths and competencies.

-

Identify needs.

practice?

Define areas of implementation of this personal potential. How to apply it in

Step 4: be solution-oriented in the face of obstacles and errors/stay positive:
Learn to consider obstacles as part of the game, ... Even in the most serious
cases, there are solutions: a proactive person does not let his emotions obscure his eyesight
and finds these solutions.
recognize his mistakes and take advantage of constructive criticism. If they
are not constructive, ask your interlocutor to change his attitude: we must prevent the
unspoken and the grudges that they drain. It's about your own development and that of the
whole team.
Learn to persevere, especially when the results are bad and the situation
unfavourable. When you lose in motivation, that you will be about to abandon, that you will
want to stop everything, it is time to pull yourself together and shine. When everything goes
well, there is nothing to prove, nothing to progress...

Learn a positive proactivity that does not generate stress for the person

Main problem: proactivity can cause additional stress to the person (migrant)
Proactivity can take different forms: anticipate and prevent a problem, find more effective
solutions to do its work, make suggestions, implement changes or develop skills in anticipation of
future challenges.
While we can consider proactivity as being the domain of the leader people, if it is to be noted
that even collaborators, individuals and assets/inactive in the front line can be Proactive. For
example, when T., an administrative assistant from immigration, noted that his company was
sending letters with similar content to his clients, yet repeatedly typed, he developed a series of
models that could easily be adapted. A task that required ten minutes now takes only thirty
seconds, and the administrative assistants throughout the company use its templates. A simple
change has not only made his work more effective, but also that of his colleagues. Sylvia, an
operator in a call center and of immigrant origin, has developed a rotation for her team to
ensure that its members are taking turns to follow dissatisfied customers – particularly task
’
improving the way the team worked together.
What do all these behaviors have in common? They involve taking initiatives to improve a

situation or to change the future. Being proactive means acting in advance and autonomously.
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The solution to teach: a win-win principle?

From the perspective of people, proactivity is important because it can help them adapt to a
constantly evolving environment. People on the front line sometimes notice problems and
opportunities before their managers. Thus, to progress and innovate constantly, companies need
not only great ideas and visionary leaders, but also collaborators who take initiatives to make
small changes or to help implement the big ones, and who are ready to tackle it without being
told to do so.
Proactivity also has benefits for individuals of any kind. Research shows that, in General,
proactive people are more perceived as successful and charismatic leaders. Those with
proactivity propensity progress faster in their careers and are generally more satisfied with their
professional lives.
However, proactivity does not always have positive consequences. Employees can resist efforts
to drive changes, which can lead to conflicts. Proactivity implies challenging the status quo and
often challenging authority. Managers may feel that being on the initiative of change is part of
their prerogatives and thus feel threatened by what their collaborators feel are useful
suggestions. Research shows that managers react negatively to proactivity when employees lack
political skills. For example, when proactive collaborators frequently express negative emotions,
they may end up being considered as troublemakers rather than as useful innovators (read also
the Chronicle: "why are innovative individuals also detectable? »). Proactivity can also be a
distraction from other competing tasks that need to be done. Because they involve change, the
results of proactivity are usually uncertain and the lapses frequent, so that proactive people have
to cope with disappointments and frustration. All these challenges prove it: proactivity can cause
additional stress in companies. To put pressure on the individuals so that they are more
proactive can therefore turn against them. So you have to be careful and build a win-win
approach.

Mobility
Objective: reflect on career mobility as professional solution.
Contents and exercises to analyse transversal competences required for global mobility.
With proactivity, mobility is the pillar of agility and capacity for action for the final target
audience: migrants.
1) Definition
Mobility is defined as the property, the character of what is susceptible to movement, of what
can move or be moved, change of place, function, and the character of what quickly changes
appearance, shape, etc. And of what is unstable, variable, fluctuating. Professional mobility is for
an employee to change positions and/or grades, in the same professional branch or in another. It
should not be confused
with geographical mobility, although these two notions are often linked.
’
In professional and personal terms, it is increasingly common to offer employees a job in another
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region, especially in the case of corporate restructurings or as part of a promotion. Professional
mobility is sometimes imposed by the employer, for the job search or already in position.

Motives for professional mobility
Professional mobility can be a choice of the employee, eager to obtain better remuneration,
better working conditions or a new position. It can also be proposed or imposed by the
employer, for example: during a promotion conditional on agreeing to change the workplace,
during a relocation or restructuring of the company (merger, grouping of activities...) or applying
for a job (migrant for instance). Professional and geographical mobility offers opportunities for
career development and social advancement. In some cases, it constitutes for the employee
protection against the loss of his employment. Motives for motivation, social and family network
are very important in the process.
Within Europe, the European passport introduced in 1985 and the visa system which followed
the Schengen agreements (1985) have introduced many disparities because of the possibility of
postponing the implementation of a particular provision or not applying it. Visa obligations may
vary according to European countries, depending on reciprocal free movement agreements
between certain European countries and other regions of the world (e.g. Spain and Portugal with
certain Latin American countries) or special regimes linked to the fact that the Schengen area
does not coincide with the countries of the Union. Some countries have acceded to Schengen
without being part of the European Union, such as Switzerland, Norway and Iceland; other EU
countries such as the UK before Brexit and Ireland are not in Schengen.

2) Adapting to migrants to those who follow them
This is all about professional reorientation when talking about internal or external mobility.
Often, the working life of migrants is quite chaotic and migrants are looking for improving their
situation mobility, which offers them opportunities (professional and personal). Mobility allows
them to move, communicate and thus get out of the isolation that the language barrier or their
employment (or their lack of employment) is making. Mobility also gives them the opportunity
to find their vocation and to carry out their project thanks to the individualized support of
trainers and coaches.

Support to geographical mobility
In order to facilitate the integration of persons recognized as refugees or beneficiaries of
subsidiary protection, an accompanying action towards geographical mobility is conducted.
The cell Cap'integration mobility (form France Terre d’Asile) proposes the construction of
pathways of insertion through mobility throughout the territory, and especially in departments
where labor needs are important and the housing crisis less.
’

To accompany this objective, the work of the association in the field of integration attempts to
link these two dimensions:
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1. by developing concrete actions and specific arrangements for protected persons in France,
enabling them to autotomize themselves sustainably to build their lives here.

2. by advocating the cause of the beneficiaries of international protection to the national,
European and international governments, by defending a number of fundamental principles in
the treatment reserved for that public which is intended to settle sustainably in our territory and
by producing expertise on the issue of the integration of protected aliens.
The three axes to help for mobility are:
1. Learning the language for newcomers needs to be developed in relation to the goals of
insertion in society.
2. In the field of employment, it is necessary to enhance the professional skills of migrants, to
enable them to master the world of work and to develop their capacity to build a professional
project.
3. Migrants are particularly affected by residential insecurity. They are more difficult to access to
private housing, whereas social housing is not easy because of the congestion of the social rental
Park. However, housing instability undermines their integration.
The supports put in place therefore revolt around one or more of these factors and are grouped
into national and territorial projects.

Theoretical and practical advice for mobility projects
Remember, there is not a single form of mobility; of mobilities, there are many!
Professional mobility: what is it?
Professional mobility is accessible to everyone, and throughout the working life, whether you are
stationed or looking for a job. It gathers 3 cases of figure:
1. Internal mobility
Within the same company, 2 possibilities:
- Functional mobility: change of positions (or simply evolve the content of a post and assigned
assignments) or assignment (integrate another subsidiary, another department or department
for example).
- Hierarchical mobility: in the specific case of the public service, change of rank.
2. External mobility
Integrate another company or institution, to exercise (or not) the same profession. 2 case
scenario:
’

- Sectoral mobility: change of professional branch.
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- Socio-professional mobility: change of profession (e.g. vocational retraining) or status (to
become an employee, official, independent, entrepreneur, etc . .).

3. Geographic mobility
Change workplace, within the same company or not. It can induce a change of city, region and
sometimes even country (expatriation).
Professional mobility is often accompanied by geographical mobility, and conversely,
geographical mobility generally implies a form of professional mobility.
In General, the challenge of professional mobility is to try a new experience, in order to broaden
the spectrum of its competences. These different cases of professional mobility depend of course
on the context. They may also, in some cases, cumulate.

In which context (s) do you opt for professional mobility and why?
1. Evolve within the company: change of service, discover a new profession or rise to rank and
get more responsibilities, or to leave the welcoming country etc.
What for? To broaden and share professional skills and knowledge, advance professional career,
increase remuneration, etc.
Our advice: anticipate desires for change and start by informing about the vacancies available
internally. Then get closer to management, and more broadly HR, to mature and formalize ones
project. And see if an evolution is possible. For example, trainings to be able to build up skills and
to evolve more easily internally. Or to spend a day in another services, in "screw my life" mode to
discover their activities, another profession. And see if opportunities to evolve exists.
2. Change drastically professional situation: does another job, change business, create a
business, etc.
What for? To find a job that fully matches desires, aspirations and goals, to break the boredom,
to have a better quality of life (best balance private life/work life for example),etc.
Some tips:
Tell your learners to take the time to build up and give roots to sense of his/ her mobility project.
The more thoughtful this decision is, the more likely it will be match with the founding values
and the project. The purpose of this is to discover what animates the learner and passionate
him/ her.
Use tools such as SWOT tools, make +- lists etc.
’
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