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As pointed out by the European Commission in the EU citizenship report 2013 “EU citizens: your rights, your future”,
proper labour mobility would enable to effectively tackle the mismatch of qualifications in Europe. It would allow professionals to move through the single market area based on the real demand for labour, taking advantage of employment
opportunities in other EU countries. European companies as well would benefit from a proper circulation of workers, increasing their chance to find suitable candidates for hard-to-fill vacancies. It follows that enhancing intra-European labour mobility would improve the allocation of resources, create job opportunities and foster economic growth1. Although
surveys show that Europeans express a high propensity toward job mobility, corroborated by a constant increase of subscriptions in the EURES portal, labour mobility rates in Europe are still low. It is therefore necessary to propose and promote strategies, tools, methodologies and actions aimed at strengthening labour mobility inside Europe.

This is where Project AMICO comes into place. The main objective of the project is to facilitate and foster intra-European labour mobility. To this end, it develops a set of tools to strengthen matching skills at international level; it provides
processes and procedures to implement and manage a service dedicated to intra-EU labour mobility; it creates an innovative curriculum for “Job Mobility Counsellors” to enhance the professionalization of job counsellors especially in relation to international job placement. The project will provide a special focus on the ICT sector, a field where the mismatch
between labour demand and supply is increasingly rising. However, the modularity of the curriculum and the toolkits designed through the project will easily allow their adaptation to any sector of the job market.

The partnership implementing the project is represented by an alliance of Universities, ICT enterprises and employment/counselling services. Each component brings to the project key knowledge and expertise that are essential for ensuring a comprehensive and intersectoral approach. Due to the inner transnational nature of the issue addressed by the
project, the participation of partners from different countries is crucial. Only the exchange of information, experiences,
expertise and knowledge of different EU countries and different sectors can ensure the efficiency and appropriateness of
products and can contribute effectively to the realisation of intra-European labour mobility.

Rosa Di Stefano,
Project coordinator,
E.RI.FO.

European Union: European Commission, Communication from the Commission to the European Parliament, the Council, the European Economic and Social Committee and the Committee of the Regions: Towards a job-rich recovery, “Reforming EURES to meet
the goals of Europe 2020”, 18 April 2012, COM(2012) 173 final.
1
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Introduction
Introduction to programmes’ preconditions, competences and sequence
This competence-oriented programme strives to educate further counsellors in a sustainable way on European level. The
covered content of the present handbook, enables counsellors to interact with incoming, outgoing and returning employees
from all over Europe and enhance, in this way, the labour mobility among the European Union in the long run. As highlighted in the foreword, a current labour market issue is arising. From our point of view, an improved and proper transnational counselling and guidance service is the essential solution to fill empty vacancies within the European labour market
with mobile employees. As the curriculum is implemented in several participating countries, it is necessary to set common
definitions for students’ admission prerequisites and completion requirements.
To take into account the fast changing environment within the labour market and enterprises of the ICT sector, this training
mainly focuses on the acquisition of related knowledge and competences. The covered competences enable trained Job
Mobility Counsellors (abbreviated with JM Counsellors in the following) to adapt, to expand and to learn further knowledge
and competences independently. This kind of autoregulation of learning and evaluation ensures that JM counsellors provide a future oriented, holistic and sustainable counselling and guidance service in correspondence with political, economic
and individual goals.
Competences only get visible through performance, that’s why for a competence assessment the scope of performance
needs to be clarified:
Preconditions of the programme are



a B2 level in English and
a Bachelor’s degree (preferably in the area of humanities or social science) or 1 year equivalent practical experience in counselling.

An entry assessment test guarantees that all students fulfil the preconditions and ensures, at the same time, that all participants can follow up the programme in an appropriate way.
Within the scope of the counselling experience or degree, students have required the following competences to accomplish the programme successfully:






competence to orient the counselling towards the client.
competence to present the counselling offer in a transparent way.
competence to carry out an professional and ethical correct counselling attitude.
competence to co-design and orient towards a counselling quality concept.
competence to reflect oneself as a counsellor as well as the own counselling consultations and processes.

After the completion of this programme, the student has acquired the following superordinate competences




process related competences
organisation related competences
society related competences

Then counsellors with this training are able to work in the context of intra-EU-labour mobility in counselling and guidance
services, including private and Public Employment Services. In addition, they can support enterprises and HRM departments especially in the ICT sector in hiring incoming or returning employees as well as to assist internal outgoing employees. Another occupational opportunity for the graduates are trainings institutions that offer further education for employees in the ICT sector as well as counsellors themselves in a European context.
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The present work doesn’t cover the assessment of the learning outcomes and overall competences. This is going to be
the essential part of the project’s second intellectual outcome “Toolkit for the Validation and Quality Assurance of the
Curriculum”. It is going to be developed before the piloting in the first half-year of 2017 and is going to be tested within
the testing period, too. An overall report of test piloting results, assessment tools and corresponding recommendations is
published by the end of the intellectual output 2.
The three superordinate competences are divided into subordinate competences per module:
Table 1: competences per module
Process related competences

Organization related competences

Society related competences

1. Appropriate use of ICT applications in the counselling, guidInternational
ance and placement of intra-EUCounselling
mobility (especially software,
and Placeapplications and websites
ment

2. Use the given conditions and
technical equipment of the own
organization for intra-EUcounselling with ICT devices

3. Orientation of the counselling
process of intra-EU-mobile
workers along legal, economic
and business frameworks as
well as of the own national country

Module 2

4. Individualized and solutionoriented preparation and
presentation of information in
using proper communication
techniques via ICT in the context of intra-EU-mobility under
consideration of individual problem-solving processes and difficulties

5. Design of a supportive counselling environment/atmosphere
for the client in compliance with
the organizational conditions

6. Adaptation of information to
outline a meaningful context of
individual and societal objectives
in the counselling process of intra-EU-mobility

Module 3

7. Ethical correct and proper
communication in multicultural
EU Interculcounselling including an empatural Manthetic attitude towards the foragement
eign client and his/her values
within the applied culture, as
well as individual problem-solving processes and difficulties

8. Communication between
counsellors on European level
about intra-EU-mobility, exchanging knowledge and experience, using the established
transnational common glossary

9. Adaptation of information to
outline a meaningful (matching/harmonizing) context of individual and societal objectives in
the transnational counselling
process of intra-EU-mobility

Module 4

11. To network and to improve
networking with other colleagues
and organizations in the field of
intra-EU-labour mobility on European level (using especially
ICT)

12. Marketing for Intra-EUmobility adapted to multicultural
requirements and under the consideration of employer’s and employee’s needs

Module 1

Customer
Orientation

10. Compare and choose possible programmes, that are releInternational
vant for a customized Intra-EUService Manvocational counselling
agement
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Lab 5

13. Support multicultural exchange and integration (in planning an intra-European counselling and guidance service)

Co-working

Lab 6
Virtual
bility

14. Building of and participation
in networks on European level
(about intra-EU-mobility communicating via ICT devices)

Mo-

The following three tables show which unit covers the acquisition of the above subordinated competence(s).
The competences acquired at the beginning of the programme are usually repeated in the following units and are deepened in this scope. If the competence(s) were covered in a previous unit, the established knowledge serves as a base for
the later acquisition of the corresponding competence.
Table 2: process-related competences per unit
process-related
competences

Unit 1.1
Unit 1.2
Unit 1.3
Unit 1.4
Unit 1.5
Unit 2.1
Unit 2.2
Unit 2.3
Unit 2.4
Unit 3.1
Unit 3.2
Unit 3.3
Unit 4.1
Unit 4.2
Unit 4.3
Lab 5
Lab 6

1. Appropriate ICT 4. Proper communi- 7. Multicultural coun- 10. Customized seuse
cation and individual- selling
lection
of
proized information
grammes for counselling
×
×

×
×

×
×

×
×

×
×
×
×

×
×
×
×
×
×
×
×
×
×
×

×
×
×
×
×
×

×
×
×
×
×

×
×
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Table 3: organization-related competences per unit
organization-re- 2. Communica5. Design of suplated
compe- tion regarding or- portive counseltences
ganizational &
ling environment
technical conditions
Unit 1.1
Unit 1.2
Unit 1.3
Unit 1.4
Unit 1.5
×
×
Unit 2.1
×
×
Unit 2.2
×
Unit 2.3
×
Unit 2.4
×
×
Unit 3.1
×
×
Unit 3.2
Unit 3.3
Unit 4.1
×
×
Unit 4.2
×
Unit 4.3
Lab 5
×
×
Lab 6
×

8. Contextual intra-EU communication with colleagues

11. Networking
and improving
such on European level

14. Building networks on European level

×
×
×

×

×
×
×
×
×
×
×

×
×
×
×

×

×

×
×
×
×
×
×
×
×
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Table 4: society-related competences
society-related
competences

Unit 1.1.
Unit 1.2
Unit 1.3
Unit 1.4
Unit 1.5
Unit 2.1
Unit 2.2
Unit 2.3
Unit 2.4
Unit 3.1
Unit 3.2
Unit 3.3
Unit 4.1
Unit 4.2
Unit 4.3
Lab 5
Lab 6

3. Counselling
regarding legal &
economic frameworks
×
×
×
×

6. To outline a
meaningful context of individual
& societal objectives

9. Bring into accordance individual & societal
objectives

12. Customized
marketing
of
intra-EU-mobility

×
×
×

×
×
×

×

×

×

×

×

×
×
×
×
×

×
×

×
×

×
×

×

×

×

13. Support multicultural exchange and integration

×

×
×
×
×
×
×
×
×
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Name and number of modules

R

Credits

1. O

2. O

MODULE 1

UK

1C

1.1

1.5

International Counselling and Placement

3. O

4. O

5. O

6. O

1.2
1.3
1.4

MODULE 2

IT

1C

Customer Orientation
MODULE 3

2.1
2.2

ES

2.4
2.3

1C

3.1

EU intercultural management

MODULE 4

3.2

DE

1C

International Service Management
LABORATORIES 5 & 6
co-virtual and virtual mobility laboratory
Total

3.3

4.1

4.2
4.3

IT &
ES

1C

5
6

5C

Chronological sequence of units

Legend
R – responsibility for module, O – order
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BOLOGNA CARDS OF CONTENT AND LEARNING OUTCOMES
Study programme
JOB MOBILITY COUNSELLOR
Name of Module

Unit 1.1

WORKLOAD

International Counselling and
Placement

Labour Market, ICT Labour Market issues
and applied Statistics

10 H

LEARNING OUTCOMES:
After the completion of this programme, the student is expected to be able:


To describe different types of unemployment, reasons for them and possible tackling strategies.
(TAX 1)



To know reasons, problems, and possible solutions of information asymmetries with a special focus
on social media. (TAX 1)



To give examples of wage differences. (TAX 2)



To know the elements of labour force potential and their definition. (TAX 3)



To read and interpret labour market statistics. (TAX 3)



To compare different employment or unemployment rates on national level with the “Europe-Labour-Concept”. (TAX 3)



To understand several reasons that cause movements of the supply and the demand curve, and the
effects on the equilibrium. (TAX 3)



To explain how supply and demand behave on the labour market and how the equilibrium settles.
(TAX 4)

CONTENTS:
In part 1 reasons for an appropriate employment rate for the economy are detected. The labour force due to
the European Labour Concept of ILO (International Labour Organisation) will be explained, as well as single
elements like working population, unemployed population and inactive population (like unregistered students
or housewives).
In this scope students will get to know different statistics of unemployment or employment rates on national
level of several countries. In a second step, they get to know why rates can differ and the reasons for that.
Finally, part 1 compares different types of unemployment to each other, focusing especially structural unemployment and the four sectors of the employed population.
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Part two treats the supply and demand of labour. JM Counsellors acquire knowledge of how the equilibrium
price is settled in the good market model, its assumptions and possible changes. Here, one case of increasing human capital with the gain of ICT skills is pointed out.
This leads to part 3, in which information asymmetries, like adverse selection and moral hazard are treated.
In this context, the problems of inefficacy and distribution on the market are represented. Its effects to HRM
and social media will be drawn, that is linked to unit 1.3. Finally, possible solutions facing these problems
are shown.
LEARNING ACTIVITIES AND TEACHING METHODS:
Lecture, optional: two exercises (calculation of working and unemployed population, and equilibrium of labour
supply and demand)

LITERATURE
Authors
Borjas, G.

Title
Labor economics

Publisher
McGraw-Hill Education; 6
edition

Year
2012

Pissarides, C. A. Equilibrium Unemployment
Theory

MIT Press

2000

European Com- Employment and Social Develmission, Direcopments in Europe 2014
torate-General
for Employment,
Social Affairs
and Inclusion

Luxembourg: Publications Office of the European Union

2014

ISBN
978-0073523200

https://iwww.tau.a
c.il/~yashiv/pissarides_12.pdf
978-92-79-39484-3
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Name of Module

Unit 1.2

WORKLOAD

International Counselling and
Placement

International, European and National Law
Aspects of Labour and Social Security

10 H

LEARNING OUTCOMES:
After the completion of this programme, the student is expected to be able:
●
●
●
●

To know specific characteristics, the basic legal regulations of the system of employment, labour and
social aspects within the framework of EU countries and at national level. (TAX 1)
To understand how to creatively apply the knowledge when offering career guidance and placement
services. (TAX 2)
To know the international and European dimension of legal relations with the aim of extending the mobility in education and labour market, including access to enterprise. (TAX 3)
To apply creatively the legislative knowledge and to apply one’s own consciousness in career guidance
and human resource management. (TAX 4)

CONTENTS:
In the scope of basic regulations, JM Counsellors learn the basic articles from “The treaty on the functioning
of the European Union”(TFEU). They get to know the relations between national, intergovernmental and supranational law as well as which one is dominant. Main topics are discrimination prohibition, European citizenship and freedom of movement and are content of articles, 45 – 48 and 153 TFEU. JM Counsellors will
get to know extracts of EU labour guidelines (89/391/EWG and 2003/88) as well as parts of social security
guidelines (Nr. 883/2004 and Nr. 987/2009). It focus mainly on the common working conditions and social
security in the destination country.
An optional part are the intergovernmental law aspects. There will be a brief extra part to the “Universal
Declaration of Human Rights” of 1948, the “International Covenant on Economic, Social and Cultural Rights”
of 1966 from the UN or the “Employment Promotion and Protection against Unemployment Convention” of
1988 from the International Labour Organisation. It is important to sensitize students for the guidelines and
norms international organisations have established and continuously are adapted / extended.
LEARNING ACTIVITIES AND TEACHING METHODS:
Lecture and exercise
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LITERATURE
Authors

Title

Publisher

European Commission

Labour Law

http://ec.europa.eu/social/main.jsp?catId=157
&langId=en

Jacobs, A.

Labour and the Law in Europe:
A Satellite View on Labour Law
and Social Security Law in Europe

W.L.P. (Wolf Legal Publishers)

Year

2011

ISBN

905850672X

LAW TEXTS
Authors

Title

Publisher

Year

European
Parliament and
European
Council

The Treaty on the functioning of
the European Union

http://eurlex.europa.eu/legalcontent/EN/TXT/PDF/?ur
i=CELEX:12012E/TXT&f
rom=DE

2012

European
Parliament and
of the Council

89/391/EEC

http://eur1989
lex.europa.eu/legalcontent/EN/TXT/PDF/?ur
i=CELEX:31989L0391&fr
om=EN

European
Parliament and
of the Council

Directive 2003/88/EC

European
Parliament and
of the Council

Regulation (EC) No 883/2004
on the coordination of social security systems

Council Directive on the
introduction of measures to
encourage improvements in the
safety and health of workers

Concerning certain aspects of
the organisation of working time

ISBN

http://eur2003
lex.europa.eu/legalcontent/EN/TXT/PDF/?ur
i=CELEX:32003L0088&fr
om=DE
http://eurlex.europa.eu/LexUriSer
v/LexUriServ.do?uri=OJ:
L:2004:166:0001:0123:e
n:PDF

2004
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European
Parliament and
of the Council

Regulation No 492/2011 on
freedom of movement for
workers within the Union

http://eurlex.europa.eu/LexUriSer
v/LexUriServ.do?uri=OJ:
L:2011:141:0001:0012:E
N:PDF

2011
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Name of Module

Unit 1.3

International Counselling and
Placement

Human Resource Management – Strategies, 10 H
Objectives, Methods, Change Management

WORKLOAD

LEARNING OUTCOMES:
After the completion of this programme, the student is expected to be able:






To know the different methods and tools for managing and evaluating tasks, programs, services of
human resources. (TAX 1)
To explain the long- and short-term objectives expressed by human resources (to promote career
development amongst others). (TAX 2)
To apply the different analytical tools for HRM and skills assessment. (TAX 3)
To know how to use basic strategies referred to the search, management, development, maintenance and evaluation of existing resources in HR. (TAX 3)
To know reasons, characteristics and objectives of change management. (TAX 3)

CONTENTS:
JM Counsellors acquire knowledge of HRM’s objectives and strategies and their relevance in an enterprises
the context. Furthermore, they learn how to search, evaluate and acquire qualified workforce and in a second step how to develop and maintain own employees. In this scope, they understand the importance of
employer branding and its effects on employees’ acquisition.
From a continuous changing work environment point of view, JM Counsellors can explain which methods for
trainings and the assessment are used. Especially, ICTs and new ICTs can be approached. One of its area
of application is for online or offline trainings and coachings (Training units). Another area is the transfer of
knowledge that shows innovative and positive impacts on the work itself and the employees.
In the last part, the theory of change management is highlighted. JM Counsellors understand the importance
of managing human resource in change process and get to know with techniques how to assist employees
during the transition process. The theoretic approach of Lewin’s 3 phase model is content of this part.

LEARNING ACTIVITIES AND TEACHING METHODS:
lecture
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LITERATURE
Authors

Title

Publisher

Year

ISBN

Mondy; Wayne;
Bandy

Human resource management

Boston ; Munich u.a. :
Pearson

2013

978027378773
0

Jones; Recardo

Leading and Implementing
Business Change Management
Making Change Stick in Contemporary Organization

Florence : Taylor and
Francis

2013

978113510621
8
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Name of Module

Unit 1.4

WORKLOAD

International Counselling and
Placement

Knowledge of Professional Roles, Competences and Classification Systems and European transferability of Qualifications

10 H

LEARNING OUTCOMES:
After the completion of this programme, the student is expected to be able:






To understand the range of professional roles in ICT. (TAX 1)
To differentiate between the requirements of specific job description, professional fields and groups
of professions. (TAX 2)
To understand different classification systems and how these relate to the ICT sector in Europe.
(TAX 2)
To appreciate the importance of comparability and transparency of qualifications in an international
context and to be able to assess the classification of international competence dimensions. (TAX
To assess client’s qualifications and objectives and match them with specific (labour market) requirements of other countries. (TAX 4)

CONTENTS:
This unit gives an overview of two different national occupational classification systems. Additionally, the
general requirements of occupations and jobs in the ICT sector on the European labour market are exemplified.
Furthermore, JM Counsellors need to be able to evaluate foreign degrees and qualifications. For that, standardized European transparency evaluations and the classification of international competence dimensions
are content of this unit.
LEARNING ACTIVITIES AND TEACHING METHODS:
Lecture and exercise

LITERATURE
Authors

Title

Publisher

European Com- European Skills / Competences, European Commission
mission, Direcqualifications and Occupations
torate-General
(ESCO)
for Employment,

Year

ISBN

2012

http://www.google
.de/url?sa=t&rct=j
&q=&esrc=s&sou
rce=web&cd=2&c
ad=rja&uact=8&v
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Social Affairs
and Inclusion

ed=0ahUKEwjjttGYsbDSAhXHbxQKHTP
eDEoQFggpMAE&url=http%
3A%2F%2Fec.eu
ropa.eu%2Fsocial%2FBlobServlet%3FdocId
%3D9173%26lan
gId%3Den&usg=
AFQjCNHW7DT
wx_AZn6voBlHcjOsmVdJKgA

Further reading for national classification systems to be selected individually
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Name of Module

Unit 1.5

WORKLOAD

International Counselling and
Placement

The Application of ICT in Counselling, Career Guidance and Placement Services

10 H

LEARNING OUTCOMES:
After the completion of this programme, the student is expected to be able:




To know of new development and trends in information and communication technologies in the European context. (TAX 1)
To use as appropriate a range of ICT tools and social media (applications, websites, software).
(TAX 3)
To use ICT to provide career guidance and placement services. (TAX 3)

CONTENTS:
Students learn basic features and characteristics of i2010 strategy in EU. Due to the European Information
Society. There are arising new prerequisites for counselling and guidance, just like the extended use of ICT
in their work field. This is considered complementary to the traditional face-to-face consultations.
JM Counsellors are expected to have counselling experience and are already familiar with the use of email
and telephone in counselling and guiding clients. Thus, in the context of ICT tools JM Counsellors get to
know online distance counselling (e-counselling). For that online counselling students get to know applications, websites and software. Two counselling/guidance apps are presented. In the scope of websites, JM
Counsellors focus on two to three important examples. For instance, targetjobs, RateMyPlacement and/or
XING. Especially computer-assisted career guidance is pointed out as well as the corresponding activities.
LEARNING ACTIVITIES AND TEACHING METHODS:
Lecture, exercise, self-study phase

LITERATURE
Authors

Title

Publisher

Year

ISBN

Cogoi, C.

The map of guidance-related
ICT competences

Bologna: ASTER Scienza Tecnologia Impresa – S.Cons.p.a.

2005

88-88059-06-7

Cogoi, C.

Ict skills for guidance Counsellors

Bologna: ASTER Scienza Tecnologia Impresa – S.Cons.p.a.

2005

88-88059-06-7

The European Commission support for the production of this publication does not constitute an endorsement of the contents which reflects the views only of the authors, and the
Commission cannot be held responsible for any use which may be made of the information contained therein

17

Authors
European
Commission

Title
i2010 – A European Information
Society for growth and employment

Publisher
European Commission
Press Release

Year

ISBN
http://europa.eu/rapid/pre
ss-release_MEMO05184_en.htm?locale=en
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Name of Module

Unit 2.1

WORKLOAD

Customer Orientation

Understanding the Client`s View of Life

7,5 H

LEARNING OUTCOMES:
After the completion of this programme, the student is expected to be able:


To explain identity making, and its social influence regarding modern society. (TAX 2)



To explain reasons, characteristics and possible consequences of preferences, stereotyping, prejudices, inconveniences and discrimination. (TAX 2)



To model good communication in cases of disharmonizing biases and attitudes in the counselling
process. (TAX 4)

CONTENTS:
The aim of unit 2.1 is to bring students to understand the client’s view of life. This purpose is achieved through
the promotion of higher levels of awareness about the processes involved in social categorization, in the
formation of stereotypes and prejudices and in the emergence of discriminatory behaviour. Therefore, the
contents of this unit are:
1. Identity Making
-

Social Influence on identity making

-

Impact of modern society (e.g. globalization, social media)

2. The Nature of Prejudice
- What is prejudice and what does distinguish it from stereotype?
- Old and new forms of prejudice: “implicit and explicit prejudice”
3. What are the Sources of Prejudice?
- “Social Categorization” as a cognitive source
- “Social Identity Theory” as a psycho-social source
- Socio-economic explanations
- The most frequent biases in the formation of prejudice
4. The Consequences of Prejudice in the Counseling Process
- distortions of judgement and favoritisms
- discriminatory behaviour
- feelings of injustice and stereotype threat
5. Strategies of Prejudice Reduction:
- The understanding of prejudice and its influence on an effective communication and a trusting
relationship with the client
- The role of cognitive and affective factors
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-

“Empathy” and “Multicultural Competencies”

LEARNING ACTIVITIES AND TEACHING METHODS:


STEP ONE: Ice Breaking Activity “Who Am I?” Dividing the class into international mixed groups.
Each student write a Nationality Stereotype on a sticker note for the person next to him or her and fix
it somewhere they can’t see. The latter can start asking questions to find out what stereotype is on
the sticker note. Other members can only answer “Yes” or “No”.



STEP TWO: Discussion and reflection on the meaning of the game. Introductive lesson to the unit
contents.



STEP THREE: Group Work. Dividing the class into international mixed groups. The groups pick a
card with the name of the topic they are going to work on the consequences of prejudice in communication process.



STEP FOUR: Oral Presentation. Each group presents its work realized with the support of PowerPoint. Evaluations and discussions.



STEP FIVE: Lesson on strategies of prejudice reduction.



STEP SIX: Role Play. This improvisation game is tailored towards building of empathy. Members of
the class take the part or perspective of historical figures, authors, or other characters and must
interact from their perspective. In this case, the roles are the consultant and the customer. Role-plays
can be used as a training tool in dealing with specific customer issues, but also to teach active listening and effective communication skills. After the role-play, the rest of the group can give feedback.



STEP SEVEN: Reflection on the meaning of the learning activity and on the emerged contents.

LITERATURE
Authors

Title

Publisher

Year

Myers D.

Social Psychology

McGraw-Hill Education

2012

McGregor J.

Effectiveness of Role Playing and
Antiracist Teaching in Reducing
Student Prejudice

The Journal of Educational Research

1994

ISBN
9780078035296
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Authors

Title

Publisher

Brown R.

Prejudice: Its Social Psychology

Ahmed S.

(Article) What Does It Mean to Be a Journal for Social
Culturally-Competent Counselor? Action in
Counseling and
Psychology

Wilson K. B.
Henriksen R. C.

Wiley-Blackwell

Year
2010

ISBN
9781405113076

2011

WindWalker Jones J.
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Name of Module

Unit 2.2

Customer Orientation

Decision Making Models – Evidence and Im- 7,5 H
plications for International Careers

WORKLOAD

LEARNING OUTCOMES:
After the completion of this programme, the student is expected to be able:


To know the main challenges and problems concerning the career development of migrants (professionals) and any useful tools, techniques or strategies to mitigate against, or lessen the impact of
these where possible. (TAX 1)



To understand the limits of rational decision-making of the clients, esp. the effects of information
overload. (TAX 2)



To adapt their methodology according to the individual heuristics of the clients. (TAX 3)



To identify the client’s emotions, conflicts, uncertainty in career decision-making concerning mobility.
(TAX 3)



To identify client’s setbacks, cognitive dissonance, homesickness, loneliness, prestige problems, uncertainty in the post decision phase. (TAX 3)

CONTENTS:
The aim of the unit 2.2 is to bring students to understand the processes involved in decision-making and career
development, in particular paying attention to the emotional and motivational components. Therefore, the contents of this unit are:
1. Rational, non-rational and irrational decision-making
- Characteristics of decision making
- Decision-making models
- Information overload
2. Heuristics and biases
-

The most frequent heuristics in decision-making

3. The main motives of job mobility
- Beliefs and expectations toward career in motion
- Internal and external motivations
- The role of self-efficacy and self-esteem
4. Difficulties related to job mobility
- Pre-decisional and post-decisional conflicts
- Career uncertainty
- Psychological and socio-cultural adaptation
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5. Useful tools and strategies to assist migrant professionals in their process of career development
LEARNING ACTIVITIES AND TEACHING METHODS:


STEP ONE: Exercise on decision-making. Each student, individually, writes on a sheet one or more
career objectives that he/she would like want to achieve in the future and the decisional path used to
achieve the desirable goals.



STEP TWO: Reading of some decisional paths and discussion on the contents and the emotions
emerged.



STEP THREE: Introductive lesson on decision-making and the most frequent heuristics.



STEP FOUR: Associative network. It is a conceptual representation that views a central stimulus
connected to a set of nodes and interconnecting links where nodes represent stored information or
concepts, and links represent the strength of association between this information and concepts. The
central stimulus is “Job Mobility”. The students must attribute a particular polarity to the associations
evoked by the central stimulus (positive, neutral, or negative).



STEP FIVE: Writing on the blackboard the pros and cons emerged from associative networks and
group discussion.



STEP SIX: Lesson on the main challenges and problems concerning the career in motion. Depth
study on how to prevent the cognitive dissonance and how to take advantage of positive uncertainty.



STEP SEVEN: Brainstorming. It is a group creativity technique by which efforts are made to find a
conclusion for a specific problem by gathering a list of ideas spontaneously contributed by its members. Each group analyzes one or more problems by creating innovative solutions.

LITERATURE
Authors

Title

Publisher
Penguin

Year

Kahneman D.

Thinking, Fast and Slow

2012

Gelatt H. B.

(Article) Positive Uncertainty: A New De- Journal of
cision-Making Framework for Counsel- Counseling
ing
Psichology

1988

Doerr D. C.

(Article) Coping with the Emotions of Job Journal of
Transition: A Model for Presentation to career
Clients
Development

1995

ISBN
9780141033570

The European Commission support for the production of this publication does not constitute an endorsement of the contents which reflects the views only of the authors, and the
Commission cannot be held responsible for any use which may be made of the information contained therein

23

Authors
Hoppe A.

Title

Publisher

Year

Fujishiro K.

(Article) Anticipated job benefits, career
aspiration, and generalized self-efficacy
as predictors for migration decisionmaking

2009

Thorn K.

(Article) The relative importance of mo- Career
tives for international self-initiated mobil- Development
ity
International

2011

Bimrose J.

(Article) Career support for migrants: Journal of
Transformation or adaptation?
Vocational
Behaviour

McNair S.

ISBN

International
2015
Journal of Intercultural Relations
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Name of Module

Unit 2.3

WORKLOAD

Customer Orientation

Communication in the Context of Counselling, Career Guidance and Placement

7,5 H

LEARNING OUTCOMES:
After the completion of this programme, the student is expected to be able:


To know components of verbal and nonverbal communication. (TAX 1)



To describe all parts of the sender-receiver model of communication. (TAX 1)



To explain the social nature of language. (TAX 2)



To give reasons why social relations are important for humans. (TAX 2)



To differ between the different ways of listening. (TAX 3)



To use online and offline information sources to meet clients’ needs and encourage clients to use
these tools as appropriate. (TAX 4)

CONTENTS:
1. Communication: verbal and nonverbal components

2. The model of communication
- Who? The source / sender of message
- What? The message
- How? Communication medium / channel
- To Whom? The receiver

3. The elaboration likelihood model

4. The discursive interaction

- The central route

- Intersubjectivity

- The peripheral route

- Social nature of language

5. Symbolic experience sharing

6. Listening

- Search for meaning

- Passive listening

- Co-construction of meanings

- Active listening

of social experience

- Empathic listening

7. Online communication

8. Social relations: an offline network

- Social networks as a source of social confrontation and information

- The working network
- The emotional network
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- The informative interaction on blogs
LEARNING ACTIVITIES AND TEACHING METHODS:
STEP ONE: Beginning of the lesson.
Entrance and exit tickets: each participant writes on little cards the personal meaning of communication
and the existing communication media known. The anonymous notes will be used in order to introduce the
concepts of unit 2.3.
STEP TWO: After the introduction of the concepts about “listening”.
Buzz Group: Participants are divided into groups of 4-5 members and one of them, in turns, will play the
role of observer of the conversation about issues related to employment and opportunities for international
career. The final report will be discussed in class with other participants of the other groups.
STEP THREE: At the end of the lesson.
Practical activity with computer: the participants will have access to internet and social networks to do
research on web-sites, groups on social networks or blogs, about job mobility. The research results will be
discussed with other participants.

LITERATURE
Authors

Title

Publisher

Year

ISBN
978-0073523927

Griffin E.,
Ledbetter A.,
Sparks G.

Linda S.L. Lai,
Turban E.

A first look at Communication
Theory (9 edition)

(Article) Groups Formation
and Operations in the Web
2.0. Environment and Social
Networks

McGraw-Hill Education

Springer Science
and Business Media B.V.

2014

Published
online: 10
June 2008
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Authors

Title

Publisher

Year

ISBN

Joel Whalen D.

I see what you mean. Persuasive Business Communication (1 edition)

SAGE Publications, Inc

1995

978-0761900313
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Name of Module

Unit 2.4

WORKLOAD

Customer Orientation

Taylor Made Information Management According To Clients’ Needs And Motivation

7,5 H

LEARNING OUTCOMES:
After the completion of this programme, the student is expected to be able:


To identify and use various communication techniques and strategies in a business environment.
(TAX 3)



To explain the basic categories of the information for the counselling/guidance process. (TAX 2)



To use rhetorical techniques. (TAX 3)



To adapt information to the specific characteristics of the target group and individuals. (TAX 3 / 4 )



To produce tailor-made spoken/written messages. (TAX 4)



To prepare for questions and answers in the counselling, career guidance or placement consultation. (TAX 4)

CONTENTS:
1. Corporate Communication

2. Public relations: public speech

- The areas of corporate communication

- Rhetorical devices

- Media and corporate communication

- Discursive Action Model

- The communication plan

- Denial
- Justification strategies
- Categorization and particularization

3. Supply and demanded oriented information systems

4. Interviews
- Unstructured interview
- Semi-structured interview
- Analysis of the interviewee’s background
- Planning applications
- Analysis of verbal and non-verbal
Communication
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LEARNING ACTIVITIES AND TEACHING METHODS:

STEP ONE: After the contents about corporate communication.
Case study: Participants examine a formal business document and discuss with others the characteristics
of formal messages.
STEP TWO: In the middle of the lesson.
Practical activity: Each participant writes a formal e-mail. The e-mails will be read in the classroom and
discussed together to find the strengths and weaknesses of each message.
STEP THREE: At the end of lesson.
Role play with interview: Participants will be divided in groups of two persons and, in turns, one of them
will play the interviewer and the other the interviewee.

LITERATURE
Authors

Title

Dolphin R. R.

The Fundamentals of Corporate Communications

Kyle S.

Doing Interviews. Qualitative
Research Kit

Christie G.

(Article) Golden rules of writing well

Publisher

Year

ISBN

Routledge

2011

9780750641869

Sage publishing

2008

9780761949770

Chartered Accountants
Journal, Vol. 84 Issue
9, p. 75

October
2005
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Name of Module

Unit 3.1

EU Intercultural Management

Multicultural and Transnational Competences and Standards in Counselling, Placements and Recruitment

WORKLOAD
7,5 H

LEARNING OUTCOMES:
After the completion of this programme, the student is expected to be able:
● To understand the different aspects of multicultural and transnational counselling and placement.
(TAX1)
● To differentiate cultural contexts in the development of a vocational career. (TAX 1)
● To differentiate individualistic vs. collective cultures. (TAX 2)
● To have an overview of multicultural counselling and placement competences. (TAX 2)
● To understand the terminology used in a glossary of terms on cultural communication. (TAX 2)
● To assess and adapt counsellor’s multicultural competences at the different stages of the counselling
process. (TAX 3)
● To participate in organising Counsellor trainings on the basis of a list of helping skills (TAX 3)
● Implement concrete methods for a beneficial environment in which diversity can be expressed based
upon up-to-date knowledge of advanced intercultural/diversity issues. (TAX 4)
● To enable the students to understand and develop the skills of ethno-cultural empathy. (TAX 4)
CONTENTS:
1. Glossary of Intercultural/Multicultural Communication

2. Most important hypothesis and assumptions in
multicultural counselling and guidance

3. The concept of culture in transnational and multicultural counselling & guidance.

4. Essentialism vs. non-essentialism: formal, nonformal and informal education. Interculturalism, multiculturalism, transculturalism theories. Types of multiculturalism

5. Competences and intelligences. The tradition of
cultural dichotomies.

6. Gardner theory and Maslow’s hierarchy to analyse client’s needs considering diversity

LEARNING ACTIVITIES AND TEACHING METHODS:
Lecture and exercise
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LITERATURE
Authors
Banka, A.;
Ertelt, B.
Launikari, M.;
Puukari, S.

Repetto, Elvira

Title

Publisher

Year

ISBN

Transnational vocational counselling (Leonardo da Vinci Programme)

Ministry of Economy and
Labour

2004

83-86539-29-1

Multicultural guidance and counselling: theoretical foundations and
best practices in Europe

Jyväskylä : CIMO

2005

951-39-2121-2
https://hdba.internetopac.de/emedien/2005/MulticultGuidCouns.pdf

International competences for educational and vocational guidance
practitioners

Bielefeld : W. Bertelsmann
Verlag

2013

-
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Name of Module

Unit 3.2

EU Intercultural Management

Living and Working Conditions and Culture in
7,5 H
Selected EU-Countries

WORKLOAD

LEARNING OUTCOMES:
After the completion of this programme, the student is expected to be able:








To interpret relevant, current statistics and studies about living and working conditions in different
European countries. (TAX 1)
To acknowledge assumptions and values on living conditions. (TAX 2)
To justify the processes of integration, assimilation, segregation and separation, and marginalisation
in multicultural context in unfamiliar cultural society/ies and consequences. (TAX 3)
To be able to recognize cross-cutting cultural characteristics under several aspects and different
backgrounds. (TAX 3)
To consider and respect several views from different cultures and backgrounds as well as to explain
possible roles and consequences multicultural environments. (TAX4)
To produce suitable and prompt replies to correspondence from a variety of sources (managers,
employers, jobseekers, etc.) of different cultural and national backgrounds. (TAX 4)
To be able to check trends of working and living conditions in different European countries.(TAX 4)

CONTENTS:
1. Cultural self-perspective, belonging and group relation processes. Interpersonal and intrapersonal
communication

2. Migrations. Push and pull factors. Temporary vs.
permanent migration.

3. Intra-European labour mobility. Brain Drain and
Brain Gain concept. Culture and intellectual labour
maturity

4. European reports on working and living conditions
of Western Europe (UK, Germany), Eastern Europe
(Poland, Hungary, Latvia) and Southern Europe
(Spain, Portugal, Italy)

7. Edward Hall’s “high and low context” cultures.
Kluckhohns And Strodtbeck’s Value Orientations.
Hofstede’s Value Dimensions
LEARNING ACTIVITIES AND TEACHING METHODS:
Lecture and exercise
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LITERATURE
Authors

Title

Publisher

Year

Florida, R.

The Rise of the Creative Class.
…and how it’s transforming
work, leisure, community, &
everyday life.

Basic Books New York

Parent-Thirion,
A.;

Fourth European Working Conditions Survey

European Foundation for 2007
the Improvement of Living and Working Conditions

Fernández Macías, E.;
Hurley, J.

2003

ISBN
1864032561

92-897-0974-X
http://edz.bib.unimannheim.de/daten/ed
zma/esl/07/ef0698
_en.pdf
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Name of Module

Unit 3.3

EU Intercultural Management

Cultural Patterns and Ethical Aspects in the
7,5 H
Context of Career Guidance and Placement

WORKLOAD

LEARNING OUTCOMES:
After the completion of this programme, the student is expected to be able:







To provide an overview of the cultural determinants of conflict and tensions in the context of career
guidance. (TAX 1)
To understand the impact of cultural and social patterns related to mediate and negotiate in a situation of cultural conflict. (TAX 2)
To differ amongst attitudes towards other cultures and to build an empathetic attitude towards different clients and their cultures. (TAX 3)
To use both practical and theoretical ideas (on basis of push-&pull factors in unit 3.2) to guide a
consultation in counselling and career guidance. (TAX 3)
To apply most important international ethical guidelines to good practices in the own counselling or
guidance process. (TAX 3)
To use effectively communication to overcome relational obstacles and identify behaviours in different nationalities. (TAX4)

CONTENTS:
1.1.a. Intra- and intercultural conflicts as a reaction
labour mobility.

1.1.b. Negotiation behaviour when cultures collide in
intercultural settings.

1.1.c. International ethical guidelines and adaption to 1.1.d. Counselling as a mythology against harassbehaviour and consultation interviews in counselling ment, discrimination and inequality
and career guidance
1.1.e. Methods for different counselling and guidance interviews according to several push and pull
factors

1.1.f. Multicultural organizations as paramount of diversity and equity

1.2 Strategies of politeness and power. Strategies of
independence. Three Politeness Systems: Deference, Solidarity and Hierarchy.
LEARNING ACTIVITIES AND TEACHING METHODS:
Lecture and exercise
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LITERATURE
Authors

Title

Publisher

Year

ISBN

Khan, S.;
Amann, W.

World Humanism cross-cultural
perspectives on ethical practices in organizations

London : Palgrave Macmillan UK : Imprint: Palgrave Macmillan

2013

0-230-30055-3

Blossfeld, H.-P.

Globalization, uncertainty and
men’s careers: an international
comparison

Cheltenham, UK [u.a.] :
Elgar

2006

1-84542-728-9
http://www.loc.go
v/catdir/toc/fy070
1/2006044009.ht
ml
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Name of Module

Unit 4.1

WORKLOAD

International Service Management

Programmes and Networks for Intra-EUMobility

7,5 H

LEARNING OUTCOMES:
After the completion of this programme, the student is expected to be able:
1. To understand the organisational structure, offers and tasks of international networks, like EURES,
Euroguidance, etc. and especially their usability for clients. (TAX 2)
2. To summarise the mobility programmes, actions and resources of the EU and destination countries
according to the needs of clients. (TAX 2)
3. To explain possible national and international financial resources to clients. (TAX 2)
4. To outline appropriate and relevant information in the counselling and guidance process for outgoing, incoming and returning professionals and students. (TAX 3)
CONTENTS:
- Structure, scope of functions and area of responsibilities of several organisations in the field of guidance (for
example: EURES, Euroguidance and the national Placement Office
(for Germany: Central Placement Office of the German Federal Employment Agency (ZAV))
- National and international possibilities of study programmes, jobs as well as further vocational training and
education
- National and international possibilities of financial support
- Ability to figure out/analyse the clients’ needs, and to assign to a client group (e.g. students/ professionals;
incoming / outgoing / returning)
- Adaptation of the programmes (educational as well as financial) to the individual needs and providing relevant information in a useful way
- How to prepare and realize a successful interaction with other network partners (communication skills)
LEARNING ACTIVITIES AND TEACHING METHODS:
Lecture and exercise
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LITERATURE
Authors

Title

Cisco
and/or
affiliates

Visual Networking Index 2015
– Germany –
2019 Forecast
Highlights.

http://www.cisco.com/c/m/en_us/solutions/service-provider/vni-forecast-highlights.html#

Schiersmann,
Ertelt

NICE – Handbook for academic training
of career guidance and counselling professionals

Heidelberg University

2012

https://www3.arbeitsagentur.de/web/wcm/idc/groups/public/documents/webdatei/mdaw/mta2/~edisp/l6019022dstbai437412.pdf

2013

BunBA2020 – stratdesagen- egy
tur für
Arbeit

Publisher

Year

ISBN

2015

Cisco Systems

978-394423
0-00-9

WEBPAGES
EURES Network

http://euroguidance.eu/

Euroguidance

https://ec.europa.eu/eures/public/en/homepage

Central Placement Office of
the German Federal Employment Agency (ZAV)

https://www.arbeitsagentur.de/web/content/DE/Detail/index.htm?errorPage=true
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Name of Module

Unit 4.2

WORKLOAD

International Service Management

Building up/Optimizing an European Network of Mobility Counsellors, esp. Targeted
to ICT Professions

7,5 H

LEARNING OUTCOMES:
After the completion of this programme, the student is expected to be able:
1. To explain how and why the European network EURES was established and is organized. (TAX 2)
2. To understand other bodies (special NGOs, unions, employers’ organizations, chambers, big companies and their HRD departments, community bodies and networks, regional and local organizations for economic development, alumni networks, big newspapers, career centers of universities,
special associations and societies) and their fields of activities and meaning for clients. (TAX 2)
3. To organize proactively available information of the networks to answer properly the client’s needs.
(TAX 3)
4. To network with national and international colleagues inside and outside the networks. (TAX 4)
5. To promote new networks considering the client’s needs. (TAX 4)
CONTENTS:
- Specific knowledge, characterization and requirements of ICT professions and segment1
- Possible network partners (enterprises, esp. HR departments, public institutions, universities, and EU transnational network partners, e.g. GAIN, OST)
- How to establish a new guidance network or connection / get connected to a guidance network and/or other
mobility Counsellors, as well as expert meetings in foreign countries
- Tasks and responsibilities (in different European countries) that keep up (interaction and promotion) the
guidance network
- Rights, debts and working conditions (work area) of mobility Counsellors in different European countries 1
- Techniques of self-directed and independent learning regarding fast changes in ICT jobs that impact the
work field of mobility Counsellors
- How to use the organisation (how to find help, how to explain it to the client, arrange job treaties, integrate
clients abroad)
1These

topics are contents of other Modules (especially Module 1)
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LEARNING ACTIVITIES AND TEACHING METHODS:
Lecture and exercise

LITERATURE
Authors

Title

Publisher

Year

Apt, W.; Bovenschulte, M.;
Hartmann, E.A.;
Wischmann, S.

Foresight-Studie „Digitale Arbeitswelt“.

BMAS (Bundesministerium für Arbeit und
Soziales) – Federal Ministry of Labour and Social Affairs

2016

Arntz, Melanie;
Gregory, Terry;
Zierahn, Ulrich

The Risk of Automation for Jobs OECD Social, Employin OECD Countries: A Compar- ment and Migration
ative Analysis.
Working Papers No. 189

2016

Degryse, Christophe

Digitalisation of the economy
and its impact on labour markets

European Trade Union
Institute ETUI Working
Paper

2016

Frey, Carl Benedikt; Osborne,
Michael A.

The future of employment. How
susceptible are jobs to computerization?

Oxford

2013

ISBN
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Name of Module

Unit 4.3

WORKLOAD

International Service Management

Marketing Strategies for mobility in EU, esp.
in ICT labour market segment

7,5 H

LEARNING OUTCOMES:
After the completion of this programme, the student is expected to be able:
1. To understand the role and strategies of managers and personnel departments in the context of recruitment and personnel development. (TAX 2)
2. To understand the different methods, tools and legal aspects for managing and evaluation programmes (personnel marketing and recruitment). (TAX 2)
3. To present vocational counselling services under the perspective of social marketing and identifying
the target groups. (TAX 3)
4. To use social marketing methods. (TAX 3)
5. To prepare them for application in complex real life situations. (TAX 4)
6. To indicate the need for social marketing as an instrument of improving the methods of undertaking
and carrying our social tasks by the job market institutions. (TAX 4)
7. To develop the ability to identify the needs of the receivers of the job market services. (TAX 4)
CONTENTS:
- Concepts, instruments and objectives of social marketing for different target groups
- Planning and practical implementation of social marketing methods
- Rights of employer marketing in different European countries
- Needs analysis of different clients (incoming and outgoing)
- Needs analysis of enterprises/labour market, understanding the key roles of managers and HR departments
in regard
- Vocational counselling abilities adapted to clients’ as well as employers’ needs, especially diagnosing competencies in ICT professions in the frame of matching processes
LEARNING ACTIVITIES AND TEACHING METHODS:
Lecture and exercise
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LITERATURE
Authors

Title

Publisher

Year

ISBN

Christensen,
Mary

Be a network marketing leader:
build a community to build your
empire

Place of publication not
identified Amacom
American Management
Association

2016

0-8144-3682-X

Bundesagentur
für Arbeit

Brain Drain – Brain Gain. Quali- Hochschule der Bundefication Modules for Counsellors sagentur für Arbeit
A Leonardo da Vinci-Project
(HdBA)
(Transfer of Innovation)

2010

1869-8506
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LABORATORIES
Name of Module

Unit 5

WORKLOAD

Co-working Laboratory

Organizing an International Counselling and
Placement Service

10 H

LEARNING OUTCOMES:
After the completion of this programme, the student is expected to be able:


To identify needs and objectives of International Counselling and Placement service in an independent way. (TAX 3)



To identify and differentiate target groups and main stakeholders. (TAX 3)



To make operational decisions on how to organize and deliver the service. (TAX 4)



To think critically and find effective solutions making use of relevant tools and resources. (TAX 4)

CONTENTS:
During this co-working lab, learners will develop a Service Model Canvas for the Mobility Welcome Service, identifying key aspects related to i) the service users, ii) the service delivery and iii) possible risks. The
Service Model Canvas will help them to visualise all the key elements that compose a guidance service, to
identify its strengths and weaknesses and to find solutions to improve and expand the service.
LEARNING ACTIVITIES AND TEACHING METHODS:
The co-working lab is a practical activity, which is meant to be realised in small groups.
Students can be requested to read an article on Service Design as a preparatory activity before starting the
laboratory.

LITERATURE
Authors
Thoelen A.,
Clereen S.,
Denis A., Peters
K., Van Ael K.,
Willems H.

Title

Publisher

Public Service Design: a guide Designflanders
for the application of service design in public organisation

Year

ISBN

2015

9789074886499
D/2015/10987/2
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Polaine A., Reason B., Lovlie L.

Service Design: from insight to
implementation

Rosenfeld

Morelli, Nicola

Design Product/Service SysDesign Issue: Volume
tems: a methodological explora- 18, Number 3 Summer
tion
2002

2013

2002
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Name of Module

Unit 6

WORKLOAD

Virtual Mobility Laboratory

Building networks

10 H

LEARNING OUTCOMES:
After the completion of this programme, the student is expected to be able:


To interact in an effective way (justifying / defending opinions). (TAX 3)



To make contact and create networks with international stakeholders. (TAX 4)



To choose the best mean of communication in relation to the situation and the target. (TAX 4)



To seek strategic information from different stakeholders. (TAX 4)

CONTENTS:
STEP 1: IDENTIFYING AND SELECTING STAKEHOLDERS
 Identification of stakeholders and mapping internal and external stakeholders (and partnerships)
from different countries - Stakeholder mapping identifies the target groups and pulls together as
much information as possible about them.
 To set stakeholders’ importance and influence in relation to the program through the development
of a matrix.
 To consider stakeholders interest, expectations, commitment and also possible barriers.
 Defining a Stakeholder Strategy which should include (Elliot 2003)
o Best approaches to involve stakeholders in key decision
o Ways to meet stakeholders’ expectations
o Ways to create buy-in and ownership
o Ways to use the influence of stakeholders to the project’s advantage
o Bests methods for communicating with stakeholders
o Ways to neutralize or eliminate negative impact of stakeholders
Constructing a stakeholder participation matrix to identify stakeholder influence and importance basic tool of stakeholder analysis that can be used in relation to a particular strategic development.
It contains two axes: The horizontal axe (rows) is about the participation level, and the vertical axe
(columns) is about implementation level.
STEP 2: TO CREATE A NETWORK
 Choose the legal form that fits best to your aim.
 Define vision, mission, actions and roles within the network.
 Create the network.
STEP 3: NETWORKING AND COMMUNICATION
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 Networking: make the network alive
In broad sense Networking is relationship building among people with similar interests and goals. It
involves actively getting to know people – developing an ever-increasing list of connections. Networking is about sharing information, ideas, resources, opportunities.
Networking skills - almost everyone can become good at it with proper training in such networking
skills as proactive participation in events, brainstorming, writing effective emails, etc.
Prevention of frequent gaps on stakeholders’ network communication.
 Communication in practice:
If we are talking about an international network we are assuming there is distance among the member, so we will define communication as the ability to generate shared verbal and written understandings across distances via technology.
Elaboration of guidelines on communication and dissemination procedures:
o Internal – within the partners of the network
o External – outside the partners of the network, with other networks or stakeholders
The guidelines should include tolls, audiences, channel and messages to communicate.
LEARNING ACTIVITIES AND TEACHING METHODS:
The aim of the Virtual Mobility Laboratory is to strengthen learners’ ability to build networks, this implies
communication and interaction with other individuals. The methods proposed seek the active participation of
students to build this ability in theory and in practice.
Teaching methods proposed are lectures, questioning and answers, case studies or best practices and work
group.
A detailed explanation of how to use them is given in the handout of the unit.

LITERATURE
Authors

Title

Publisher

Year

ISBN

R. Edward Freeman

Strategic management: a
stakeholder approach

Cambridge University
Press

2010

978-0521151740

Andrew L. Friedman,
Samantha Miles

Stakeholders: theory and
practice

Oxford University Press

2006

978-0199269877

Mary Kane, William
M. Trochim

An introduction to concept
mapping. Concept mapping for planning and evaluation

Sage Publications, Inc

2007

978-1412940276
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AccountAbility

The stakeholder engagement manual. Volume 2:
the practitioner's handbook
on stakeholder engagement

AccountAbility, the
United Nations Environment Programme, and
Stakeholder Research
Associates

2005

1901693220
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Study programme
Job Mobility Counsellor (JMC)
Learning Unit: 1.1
Labour Market and Economics, Applied Statistics regarding ICT
Overview
In this unit “Labour Market, ICT Labour Market issues and applied Statistics” JM Counsellors acquire basic
knowledge of the labour market pointing out statistics and ICT issues in the sense of innovative technology.
The unit is divided in three parts. The first part contains the level of employment, while the second part explains
the supply and demand of labour within the classical model of the goods market as well as assumptions and
possible impacts on it. The third part discusses information asymmetries in the scope of the principle-agenttheory and how especially new ICTs can help tackling them.
In the first part JM Counsellors learn all about the level of employment. Why it is important to strive for a low
unemployment rate. How labour force is defined, calculated and who belongs to this group.
The second part is about the basic concepts of labour market regulation. How demand and supply of labour will
settle an equilibrium price and how this reacts to changes of either the supply or demand curve. Additionally,
students get to know why wages differ from an economic point of view. This includes human capital, discrimination and minimum wage.
Finally, the model of the second part assumes a state of perfect or complete information. In regard to human
capital and discrimination it is obvious that complete information is not possible in the real world. Therefore,
economic concepts describe information asymmetries that can be another reason for differences in wage. JM
Counsellors learn the problems, the reasons for those problems and possible solutions. Whereas new ICTs,
portals like LinkedIn for instance, can support a better information situation.
This economic knowledge is important for JM Counsellors as they need to know how markets behave. With this
knowledge they can forecast future development trends and can, therefore, provide a sustainable support in
vocational counselling.
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1. Level of Employment
JM Counsellors are introduced to statistics of employment or unemployment rate that focus the business cycle.
The graph should have a clear reference to intra-EU-mobility or new ICTs, or both. This statistic of Germany,
shown below, serves as an example. The classes prepared on national level should consider to use another
appropriate graph.

The goal of this statistic is to first, make students familiar with statistics and, second, to visualize possible economic causes of unemployment. Within the discussion of statistics, the focus centres mainly on mobility and
ICT in relation to the labour market. Advantages and disadvantages of a low level of employment for an economy are summarized. In addition, the definition and explanation of the labour force potential and its elements
are learned. Therefore, the Labour Force Concept (LFC) of the International Labour Organisation on European
level serves as a base. The working (employed and self-employed persons), the unemployed and the inactive
population are defined and differentiated. In this scope different employment or unemployment rates and statistics on national level are compared and visualized. Students are able to see possible differences in the definition of the working and unemployed population between different concepts. Afterwards they can explain and
justify these differences.
JM Counsellors know the different types of unemployment. They can define and distinguish between shortterm, temporary and continuing unemployment, on the one hand. On the other hand, they can differentiate it
along its effects on the entire economy or on parts of it. They also get to know possible reasons and control
methods for each type of unemployment.
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Short-term
Temporary
Continuing

Entire economy affected
Frictional unemployment
Cyclical unemployment
Growing deficient unemployment

Parts of economy affected
Seasonal unemployment
Cyclical – structural unemployment
Structural unemployment

In addition to other types of unemployment, especially structural unemployment serves as a basis for structural
change in accordance with the three-sector hypotheses. In accordance, the labour force can be distributed to
one of three (four) sectors. Besides the three traditional sectors (agriculture, production and public/private services), recently a quaternary sector has arisen. Since the existence of IT, communication and counselling services that refer to jobs of information management, the three sectors do not cover all sectors any more. The
quaternary sector contains such jobs and is especially influenced by structural unemployment due to its great
impact of continuous improvement and innovations of new technologies and digitalization.
2. Supply and Demand of Labour Force (Classical Market Model)
There are different approaches in economy that explain how the price of wage is determined. One common and
simple theory is the classical model of goods market. The supply and demand of labour can be explained in the
scope of this model. JM Counsellors understand the theory and assumptions of the supply of labour and demand for labour from an economic point of view, as the graph portrayed illustrates. In the following the assumptions, the elements and the mechanisms of this model are explained as a basis knowledge for JM Counsellors.
Afterwards, JM Counsellors discuss the weaknesses of the model and get to know extended theoretic explanations in regard.
JM Counsellors understand the assumptions for labour demand and labour supply (e.g. homogenous
products, perfect information, profit maximization,
full competition) and can explain what the two
straight displays. After being able to describe the
theoretic construction of the two straights (e.g. the
labour supply represents the interest conflict between working / earning money and free time), JM
Counsellors get to know that the two straights set
an equilibrium. That is to say, in the point, where
supply and demand meet. This equilibrium shows the wage that employees receive when they are hired.
Afterwards, they get to know why and how the straights can move to the right or to the left and set, in this way,
a new equilibrium. This mechanism (moving one or both straights) demonstrates an increase or decrease in the
supply or demand of labour and goes along with a rise or decline of the wage. There are several possible
reasons for movements as well as for the supply (e.g. more/less employees; employees want to work more/less)
and for the demand (e.g. more/less technological innovations in this market replace less/more employees;
more/less consumption of the market’s products).
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As all theories, also this one is not easy to apply in reality. It lacks flexibility to capture and justify, for instance,
wage differences. Employers with the same education background and equal working conditions earn differently. JM Counsellors learn possible reasons for these differences.
The above-explained classical model only focuses on monetary values. A possible explanation of wage differences are varying working conditions, like security, day and night shifts, more or less attractive jobs and/or
different job environments.
One crucial aspect, that explains wage differences outside of this model, is the human capital. It is defined as
an investment into humans that are considered a production factor and is tied to one person. The theory says
during the education process, a student has to renounce remuneration. This renounce is later substituted with
a higher wage and comes along with better knowledge and know-how. Investing into education today means a
future increase in production. To apply this on a real life example: the acquisition of ICT skills represents further
education or training and brings along an increase in human capital. This leads to an immediate influence on
the supply of labour that moves to the right then.
Furthermore, there have to be mentioned the differences in physical and mental qualities in persons themselves,
meaning talents, performance potential and coincidence. They are called discrimination factors and are hard
to estimate. Their scope of influence on wage cannot be measured exactly.
In some cases, the government has to intervene in the natural market regulation and set a minimum wage to
protect several employees groups. In this way, the government guarantees the participation of all on the market,
also in the long run. This minimum wage is settled over the equilibrium wage and usually doesn’t affect trained,
skilled, qualified workers. Anyways, this instrument has to be used carefully, because it builds a gap between
supply and demand. This mismatch, therefore, always goes along with unemployment.
3. Principle-Agent-Theory (Information Asymmetries)
This part is linked to unit 1.3 Human Resource Management, because the lack of information affects mostly
departments related to human resource of companies. Especially when it comes to European mobility, the job
search requires other procedures to receive all necessary information than a local job search. Information
asymmetries among distances, which is the case in the European labour market, can be avoided via the use
of new ICTs. The end of this part focuses on the use of ICTs to tackle the asymmetries.
A predecessor assumption is that information is symmetric but
incomplete. Sometimes two contract partners experience different statuses of information that they easily can overcome.
Then, the two partners, the principle (P) and the agent (A),
can sign the contract, which illustrates the graph on the right.
The contrary case assumes that the information gaps can lead
to market failure. The lack of too much information goes along
with insecurity. To avoid this, JM Counsellors need to know
possible reasons for information asymmetries and how to likely overcome them. Only then, it is possible to
intervene in an appropriate way.
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The principle and the agent, are limited in their decision making process because of incomplete information
as in the following exemplified.

P would be the enterprise in our case. A is the employer who wants to work for that enterprise. Both are
considered as utility-maximizer in this model. Usually A has an information advantage, because he/she knows
something about him/herself or the rendered service that the enterprise doesn’t know. These so called asymmetries describe the lack of information that one market participant experience. There are three different forms
of it. Before the transaction or contract making (between box/step 1 and 2), information about the good or the
service can miss (hidden characteristics) which is called adverse selection in specialist terminology.
After the conclusion of the contract (after box/step 2) these asymmetries are called moral hazard. The hidden
action of the transaction partner (A) refers to his/her unknown behaviour or unknown adapted behaviour in
front of the principal. The case that A renders a service that is not observed by P describes hidden information.
P doesn’t know that A is performing a certain activity.
One easy solution would be to monitor A’s work to make sure that only work regarding the contract is carried
out. But P must pay the occurring costs to overcome the information gaps. The bigger the gaps, the higher the
costs. Especially when agents aren’t responsible for their work done, they tend to ignore information asymmetries. One possible solution would be to set incentives for agents to avoid information asymmetries and costs.
For instance, agents have to pay a part of the costs on their own. Another idea could be to set bonus payment
that depends on the number of claims. This is mostly relevant and applicable for moral hazard.
Through signalling” or screening it is possible avoid an adverse selection. Screening is the action of getting
information and is conducted by the worse informed transaction partner. Signalling describes the information
flow that is always originated from the better-informed transaction partner. This mainly happens on a voluntary
base in unbinding contract situations.
A crucial modern factor that is able to reduce information asymmetries is social media. Online portals like XING
or LinkedIn allow Participants and Agents to get access to more information of the other transaction partner.
The use of such portals are content of unit 1.5. It is assumed that information provided in the World Wide Web
tends to support market transparency. JM Counsellors understand that digitalization supports the perfect information of both contract partners.
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Methodology – Proposals
Lecturer: There will be an introductory face to face lecture session. Especially part 2 will point out several
cases in regard with the ICT sector (effects of technological innovation and of the current skills gap/shortage
on the labour market).
Tools: PowerPoint presentations, statistics of public employment services and federal statistical office,
handouts for exercises that can be filled out
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Learning Unit: 1.2
International, European, National, Law Aspects of Labour and Social Security
Overview
Unit 1.2 is designed to equip mobility counsellors with knowledge and understanding of the EU and International legal frameworks and systems. This will include specialist knowledge of the legal regulations related
to business, enterprises and employees. JM Counsellors will use and apply this knowledge when providing information, advice, and guidance with clients, to support and foster the client's career and professional
development aims and objectives.
Using a broad knowledge base, counsellors will work with clients to support their understanding of the
relevant national, local and European legal and employment regulations to help them make informed
decisions in relation to suitable mobility opportunities for ICT professionals across the EU and internationally.
JM Counsellors will need to be able to explain to clients’ key areas of legislation, and ensure the client is familiar
with freedom of movement, the European Commission’s work programme, and EU labour laws in relation to
working conditions of destination countries. Depending on the entry level, the following parts can also contain
regulations and articles of the national law. If the national law is content of the class, it is recommended to
contrast it to the supranational European law and clarify which one has to be applied.
1. Introduction
JM Counsellors will need to develop an in depth knowledge of legal regulations and guidelines as they pertain
to labour mobility, social security and working conditions and understand legal guidelines in relation to counselling or guidance at an EU or national level. The European policy strives for
1. high employment, social protection,
2. protection of the social cohesion and
3. improvement of living and working conditions (European Commission).
In general, the supranational law dominates the national law. But most frequently guidelines are established
which are complementary to national labour and social law. This unit focuses on the area of responsibilities in
labour and social security law aspects so that JM Counsellors know which legislation is valid for which case.
The European Law seeks to adopt a coordinating position. A fundamental base for labour and social law is the
“Treaty on the Functioning of the European Union” (TFEU). Especially Articles 18 – 21 and 45 – 49 TFEU serve
as a starting point for everybody who gets to know European Law. They forbid discrimination and allow free
movement to all European citizens. Furthermore, they define free movements for employees and guarantee
social security to them. JM Counsellors read these texts and understand basic regulations on European level.
2.1 Labour Law Aspects
First of all, the client should be aware of his/her own rights, which the JM Counsellor has to introduce to him/her.
Article 153 TFEU states that especially the working environment should be improved to protect the health and
security of employees, etc. This regulation sets the minimum standards for the working conditions in all European
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countries, which are deepened in articles 1 – 8 of the Directive 2003/88/EC European Parliament and of the
Council. Article 5 and 6 of the “89/391/EEC Council Directive on the introduction of measures to encourage improvements in the safety and health of workers at work” oblige employers to take certain measures. Employees
have a right on a safe and health-ensuring environment.
JM Counsellors should be aware that also principles of intergovernmental law or human rights (e.g. “Universal
Declaration of Human Rights” of 1948 and the “International Covenant on Economic, Social and Cultural Rights”
of 1966 from the UN. Or the “Employment Promotion and Protection against Unemployment Convention” of 1988
from the International Labour Organisation) can be adapted in this context. Under consideration of students
entry level this can be more or less focused in the course. JM Counsellors know at least where to find the current
norms, mostly provided online.
2.2 Social Security Aspects
As the Regulation (EC) No 883/2004 on the coordination of social security systems (point 4, p.2) says: “It is
necessary to respect the special characteristics of national social security legislation and to draw up only a
system of coordination”. The JM Counsellor can explain the important articles on European level to the clients
from this Regulation, which are explained in the following. This is especially important to consider cases of
unemployment in the destination country or returning to the home country, and so on. In this section all articles
are part of Regulation No 883/2004/EC.
Article 1 represents the basic definitions. Essential is article 4 that guarantees an equal treatment in the Member
States. Additionally, JM Counsellors need to know how to aggregate the periods (article 6). Which law exactly
has to be applied is regulated in articles 11 – 16 of this regulation. Crucial to know is article 11a: The place of
employment decides which Member State the “subject” belongs to. This is not valid for sent-out employees (e.g.
stewardess) or cross-boarder commuters. Besides this, important regulations in case of unemployment in the
foreign country are written down in chapter 6. A JM Counsellor should be specifically familiar with
1. article 61 “special rules on aggregation of periods of insurance, employment or self- employment
2. article 62 “calculation benefits” and
3. article 64 “unemployed persons going to another Member State”.

3. Extending Mobility in Education and Labour Market
Article 5 of Regulation No 492/2011 on freedom of movement for workers within the Union says: “A national of
a Member State who seeks employment in the territory of another Member State shall receive the same assistance there as that afforded by the employment offices in that State to their own nationals seeking employment.”
Thus, the JM Counsellor will need to ensure their knowledge of EU and international legal employee/working
regulations is kept up to date. In this context, JM Counsellors learn that law, also on national level, can be in
parts stand in a conflict of interest. Therefore, they learn to cope with unfinished knowledge and issues that are
recently arising or changing. This takes into account continuous innovations of ICT and connected legal aspects
with that, e.g. working environment or employees’ health. The JM Counsellor will need to work with clients to
ascertain their goals and match them with suitable opportunities. The JM Counsellor should be able to offer a
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range of options related to mobility, this could include employment, training, work placements, or higher education, which is content of unit 1.3. The JM Counsellor is able to explain to the client the legal regulations and
frameworks relating to labour market mobility, and how this is relevant to particular opportunities in different
countries regarding living and working conditions, which will be content of unit 3.2. The JM Counsellor can differentiate between the legal regulations, guidelines, and knows where to find and apply norms of different countries.
Methodology – Proposals
Lecturer: Able to support 'learning to learn' abilities of counsellor. Facilitation to encourage counsellor to
take responsibility and ownership of own learning.
Tools: Research exercises, PowerPoint presentations, handouts and copies
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Learning Unit: 1.3
Human Resource Management – Strategies, Objectives, Methods, Change
Management
Overview
To complete this unit JM Counsellors will need to show competence in a broad range of areas pertaining to
HRM. JM Counsellors understand the importance of workforce development to organisations and are aware of
the needs, challenges and issues organisations face in this area. The counsellor must know and understand
the structure and functions of human resources management, along with the tools and methods HRM use for
workforce planning, reviewing training needs analysis, assessing skills and professional competencies, and
online and offline tools used in recruitment and selection of candidates.
Most importantly, the candidate must have a knowledge and understanding of the main tools and methods
used across different countries depending on the particular function and structure of HRM, within the ICT sector
and sub sectors, and types of organisations (inc. multinationals, micro businesses, and one man organisations
or self-employed/ entrepreneurs). The counsellor should have knowledge of why certain tools or strategies are
used for different countries and sectors and the reasons for this.
Counsellors need to be able to provide guidance in the own enterprise for employees who are considering a
career change or to support HR practitioners who counsel employees.
Counsellors need to understand change management and the effects of this on both the organisation and
employees. Counsellors will understand how resources, processes, budgets, and other operational aspects of
an organisation are affected through the process of change management. In addition, the counsellor will need
to be aware of how change management influences employees too, both at a personal and professional level.
1. HRM and Workforce Development
Human Resource Management (HRM) deals with work processes in organisations, aiming to acquire a qualified
workforce, to develop and maintain the consisting workforce through trainings, rewardings and assessment. JM
Counsellors will understand each function and analyse possible strategies to fulfil these functions.
The acquisition of candidates includes recruiting and selecting. JM Counsellors will understand the importance
of identifying qualified candidates especially with the use of technology (e.g. use of social media) and will understand the concept of employer branding to attract individuals to fill job vacancies. Selecting candidates is a
process of competence measurements, decisions and evaluation. To ensure a qualified workforce, it is in particular in the ICT industry necessary to apply the industry standard tools and methods to assess skills and competencies, i.e. psychometric testing, aptitude tests etc. and to understand where these tools can be used appropriately at the pre interview, application, recruitment, or interview stage.
JM Counsellors will understand the need of personnel development provided by HRM. This function deals with
the training and development of the consisting workforce to ensure efficient employees who work in order to
achieve an organizational objective. Not only does the HR department ensure a qualified workforce, but also a
motivated workforce. It is necessary to understand the influence of compensation and benefit packages on the

The European Commission support for the production of this publication does not constitute an endorsement of the contents which reflects the views only of the authors, and the
Commission cannot be held responsible for any use which may be made of the information contained therein

56

performance of individual employees. Counsellors are able to identify methods to maintain the consisting workforce. This includes providing safe workplaces, relationships and general work satisfaction.
2. The Impact of ICT on HRM
Counsellors need to be familiar with specific qualification requirements for ICT professionals and their specific
requirements for a job vacancy, which will be content ofi1.4. Furthermore, they need to understand characteristics of the ICT environment that contributes to the HR complexity, the acquisition of ICT talent and career development. ICT carries along continuous innovation that challenges especially the human resource management.
A crucial key factor in enterprises lies in employees and their development. Thus, ICT can also be used to
support and facilitate the continuous learning of the enterprise’s workforce. JM Counsellors know possible software or programmes with which employees can be trained or coached on and offline. Furthermore, new ICTs
can be used to transfer or exchange knowledge between colleagues. By this means, the working processes can
be enriched and created more interactively. Specifically the steady improvement process, such a changing work
environment requires, can be taken into account.
3. Change Management
JM Counsellors will work in a sector which is fast moving and constantly innovating. With increased competition
and technological advancements enterprises need to be able to adapt their services with regard to customers’
demands. This correlates with rapid expansions, restructuring and mergers. Therefore a planned strategic
change management is needed.
JM Counsellors will analyse different forms of organizational structures and examine possible strategies that fit
to each specific structure. The interrelatedness of organisational parts can lead to a failure of the change program. JM Counsellors will be able to analyse organisations and their sub parts in order to provide a successful
change implementation.
It is therefore important for counsellors to understand the human nature of change and its impact on individuals.
JM Counsellors will gain a greater understanding of individual attitude towards change by using change models.
By using the change curve, counsellors will be able to understand how people in the organisation will go through
their personal transitions and how this will affect the whole organisation. Furthermore, Lewin’s 3 phase model
will ensure that JM Counsellors in general know how to implement the change. It differentiates between the
recognition of the need, the move toward the change and the recognition of it as a new way of working. This
stage also needs people to internalize the changes. JM Counsellors will better understand how an organisation
and employees can function effectively in a period of organisational change by understanding such models.
Additionally, counsellors will analyse the factors needed to successfully plan change. This includes planning
the involvement of all stakeholders and planning communication channels which support transparency. Counsellors will understand planning processes with regard to the need of training driven by change and its communication. JM Counsellors will understand indicators for a successful change and the need to reinforce the
implemented change. This includes the collecting and analysing of client’s feedback, the diagnosis of possible
gaps and therefore the implementation of corrective actions.
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Methodology - Proposals
Lecturer: The Lecturer supports 'learning to learn' abilities of counsellors. The Lecturer will test counsellor
knowledge through scenario/role playing, research exercises and presentations. Facilitation and coaching
style is used to encourage counsellor to take responsibility for own learning.
Tools: PowerPoint presentations, short reports, and witness statements confirming competence from peers
or colleagues.
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Learning Unit: 1.4
Knowledge of Professional Roles, Competences and Classification Systems in ICT Jobs
and European Transferability of Qualifications
Overview
To complete this unit counsellors will need to acquire a deeper knowledge of the professional opportunities
available across the ICT sector in Europe and be able to assess the qualifications and professional requirements
pertinent to particular roles or sub sectors in different countries. The candidate will understand the different
frameworks or systems used by countries to assess competence, to compare qualifications across nations, and
to ascertain skills levels for entrants to the ICT sector. Candidates will understand the European Qualifications
Framework (EQF) and European e-competence framework; how they were created, the policy which underpins
them, and the ways in which they can be applied for clients who wish to work across the EU. Counsellors will
also have knowledge of quality standards and vendor qualifications within the ICT sector and their value and
transferability within the ICT sector.
1. Industry Trends, Developments and Professional Roles in the ICT Sector
JM Counsellors will have a sophisticated understanding of the ICT sector, current trends and developments
and how clients might exploit these to meet their goals. They will understand how trends and developments
may negatively influence clients, and how candidates can take steps to address or reduce the impact.
The ICT industry is a fast moving, constantly changing sector. The counsellor will need to ensure their sector
knowledge is current and keep abreast of new developments and current trends within the ICT sector to enable
them to deliver quality information, advice and guidance. The counsellor needs to understand how this environment can have an impact on their client and the wider ICT workforce. For example, new technologies can
quickly make a client's skills obsolete. The counsellor will need knowledge and skills to support the client to
mitigate the risk through up-skilling, re-skilling, or taking further qualifications or short courses. The counsellor
will need to have a broad knowledge of the sectors and sub sectors which are growing and where the ICT hubs
are located.
Different countries are focused on growth in particular ICT sub sectors, the counsellor will be equipped with
broad knowledge of sector developments and emerging ICT and technology hubs and innovation centres to
enable the client to exploit professional opportunities.
2. Classification Systems
The JM Counsellor will need to be able to analyse the different occupational frameworks and profiles of different
sectors and sub sectors and assess how these can help clients with professional development goals and match
client’s skill set to suitable career opportunities. Counsellors should use profiles to match candidates to suitable
opportunities, or to assess where candidates require additional skills or competences to work in a particular
sector. This information will inform a clients’ professional development plan and enable the client to determine
whether they have the requisite skill set required for a particular sector or sub sector and identify opportunities
which they were not aware of previously.
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The JM Counsellor needs knowledge of the different classification systems and how these relate to the ICT
sector in Europe or internationally. Examples of such systems are those provided by the OECD and the UK’s
SIC (Standard Industrial Classification) codes. Candidates must be aware of the limitations or differences between such systems. In the UK the digital sector is an extension of the ICT sector and will be defined by specific
SIC codes. Depending on the national country where the class takes place, the national classification system
may be introduced besides one other foreign system. As an example in this text serves the French system.
Additionally, in France the sector is based on activity, this is referred to as the NAF classification system. An
awareness of the classification systems will allow the counsellor to see that countries have their own definitions
of the ICT sector.
The JM Counsellors should know where to find industry developed or industry standard job profiles or frameworks. To know and understand how they are applicable across sectors and sub sectors, and be able to
provide clients this information for their individual career decision making process. JM Counsellors shall know
and be aware of to which extent the agreements such as the European ICT Professional Profiles can be useful
for clients.
3. Transferability of Competences and Qualifications from an European Perspective
JM Counsellors need to have a broad base of knowledge pertaining to the European and International qualification systems and frameworks. Some frameworks are common across countries, such as the European e-cf
and EQF. JM Counsellors should be able to assess the transferability of a client's skills and qualifications across
countries. For that JM Counsellors use knowledge from unit 1.3 how such tools are used effectively by HR
departments and the industry. The JM Counsellor needs to be able to critically evaluate the usefulness and
relevance of common frameworks which can support a client's labour mobility: tools such as ESCO and eskills
match. It is up to the individual lecturer to focus ESCO and eskills match in the following unit 1.5
Methodology – Proposals
Lecturer: The lecturer will build on Counsellor's existing knowledge base and test Counsellor's knowledge
through scenario/role playing, research exercises and presentations. Facilitation and coaching style is used to
encourage counsellor to take responsibility for own learning.
Tools: PowerPoint presentations, short reports, and witness statements from peers/colleagues to confirm
competence.
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Learning Unit: 1.5
The Application of ICT in Counselling, Career Guidance and Placement Services
Overview
This unit focuses on equipping counsellors with the necessary skills, knowledge and practical aptitudes to
ensure they use ICT in an efficient and effective manner to support and enhance the provision of counselling,
careers guidance, and placement services for clients. The counsellor will need to know how to determine the
appropriate tools and resources to use as well as selecting the appropriate hardware, ICT tools and resources
to meet the client's individual requirements. At a basic level this will require an in depth knowledge of relevant
websites or organisations which advertise or offer placement opportunities, at a more sophisticated level it
requires the counsellor to decide which tools to use to capture client data and how to use this data to discuss
and understand the client's career aspirations and match the client to suitable opportunities. The counsellor
will need to be skilled at understanding exactly which ICT tools or media will meet the individual requirements
of the client.
During this course, the counsellor will acquire a broad base of communication and professional skills which
will enable them to adopt a flexible approach to careers guidance, this will include developing skills to enable
the counsellor to provide guidance, information and advice online, or execute careers assessment and
profiling services online.
The counsellor will have a broad knowledge of apps and other software, which support career guidance, and
a working knowledge of tools which offer CV building and assessment services to match a client’s skills
to a range of careers, and employment sites such as EURES and Europass. These European networks will be
discussed in detail in unit 4.1. In addition, the counsellor will know which apps and tools to use to support their
practice and will be expected to join networks across the EU to support their professional development and
share and develop their day to day knowledge across the field.
1. Introduction
As the i2010 strategy – European Information Society 2010 declares: “The third pillar seeks to promote, with
the tools available to the Commission, an inclusive European Information Society, supported by efficient and
user-friendly ICT enabled public services.” (i2010 strategy). These new ICT services -besides the traditional
face-to-face consultations- should enrich and improve the current counselling practice taking into account the
following points agreed on at the “Ministerial eGovernment Conference” 2005:
1. No citizen left behind
2. Making efficiency and effectiveness reality
3. High impact services
4. Putting in place key enablers
5. Strengthening participation” (ICT Skills 2, 2009, p.12)
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As the survey from the lifelong learning project “ICT Skills, ICT tools and training for e-guidance practitioner”
shows a lot of counsellors and guiders mostly use the telephone or email out of all ICT. Only 9 % are able to
use laptops with their clients at their workplace (ICT skills, 2005, p. 26). Thus, even though counsellors receive
trainings for ICT, are interested in using ICT and also attend to further trainings, the workplace itself lacks such
equipment to use ICT appropriately. The project “ICT skills for counsellor guidance” figured out that the willingness to acquire and the ability to use such ICT skills show a three-way relationship with the confidence to use
these skills (knowledge – skills – attitudes). This means if one has the ability and possibility to use the acquired
skills he/she is able to develop the corresponding confidence.
As the survey shows, the focus should be on guaranteeing an effective use of ICT. Concretely this includes,
first, the provision of an adequate equipment at the workplace and, second, more exercise-centred trainings.
In this way, the adaption to real practice, like distance counselling, allows a cross-border assistance for outgoing employees. That’s why JM Counsellors require a broad base of knowledge and approach of the range
of ICT tools and resources. In this purpose, ICT tools can be used as a directly used source in four areas: the
ICT tools for counsellors themselves, the careers guidance service they offer to the client, the communication
in the counsellors’ practice and the creation of career guidance material.
The counsellor will need to be informed about current trends and developments in ICT (such as new technology) and how this is being used in the field of careers guidance. Software, website and videoconference tools
such as IM, Skype and Facetime enable JM Counsellors to deliver guidance to a wider range of clients across
the EU and the globe. This is often referred to as online counselling or e-counselling. JM Counsellors learn to
analyse and to define a (skill) need in unit 1.3. In the same unit they learn how to evaluate as well the trainings
that provide the adequate skills as the final resulting skills. This, also includes one’s own self-assessment that
is crucial for JM Counsellors to keep remaining up-to-date when it comes to ICT.
2. ICT in Careers Guidance: Tools and Resources
In this section the use of ICT tools with clients is pointed out. In this context, JM Counsellors will learn in unit
2.4 how to figure out client’s needs and will be able afterwards to find the optimal compilation of tools, including
ICT; for the individual guiding process.
2.1 Smartphone Application
Besides being able to use a phone call to communicate with and to counsel clients, there is a range of
institutions, which have developed career tools. For example, Greece's Institute of Enterprise and Development has developed a careers counselling toolkit Prometheus, which includes a careers guidance app. In
the USA, the PathSource App is changing the way careers advice is delivered. Regarding the extended use
and the digitalization of the working environment, there should be a special focus on the evaluation of such
applications. JM Counsellors learn how to efficiently use them in the counselling process and know its strengths
and limitations. Depending on the previous knowledge and skills’ level of the students the class can go into
more detail delivering guidance in written form in chats or text messages. Additionally, JM Counsellors learn in
this optional part how to use written communication in order to provide selected information and guidance.
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2.2 Websites
However, many of the resources will the counsellor discover through acquiring an in depth knowledge of
relevant research or emerging projects developed by the EU and international careers guidance community,
and through professional networks. There are a range of opportunities for graduates in ICT, too many to list.
Sites such as Targetjobs, RateMyPlacement, and Gradcracker are excellent starting points, many have
an international focus. JM Counsellors know how to use these websites and can explain the use (e.g. how to
find the right information and how to search for training or job opportunities) of them to clients taking into account their individual needs.
2.3 Software
JM Counsellors must understand how to use a range of appropriate software to collect client data. This might
take the form of a database, CRM or survey software, or a tool as rudimentary as a data capture form. This
data is central to the guidance sessions as it will enable the counsellor to match suitable clients to suitable
opportunities such as employment or work placement opportunities. This is a more efficient method than paper
records, and allows sophisticated searching to take place and tracking of a client’s journey. The JM Counsellor
will need to understand how to review, evaluate and assess data. They will add, remove or change data
throughout the client’s sessions. They need to know how to use the database or system. JM Counsellors are
aware of the features and characteristics of such software.
CACG (computer assisted career guidance) is such an effective tool, which enables careers counsellors to
assess a client’s vocational interests, behaviours, attitudes, and often includes aptitude tests to enable the
counsellor to assess a client’s ability to work in a given field. JM Counsellors may need to use these tools when
it is appropriate. The counsellor will also be adept at using search engines to locate information about the
tools and resources, which could help clients. This includes carrying out sophisticated searches, i.e. using
punctuation or Boolean operators.
Methodology – Proposals
Lecturer: Research and coaching exercises (will encourage the counsellor to take responsibility for own learning) and presentations.
Tools: PowerPoint presentations, short reports, the presentation and report contains a practice-oriented
case, in which the counsellor has to use such an ICT tools. For an exercise-centred application the class should
focus on the use of one ICT.
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Learning Unit: 2.1
Understanding Client’s Life View
Overview
The unit 2.1 “Understanding Client’s Life View” consists of four parts and aims to develop skills around creating
a relationship of trust with the client, based on empathy and mutual understanding. It also aims to develop skills
in order to manage automatic attitudes and discriminatory behaviour that could adversely affect the counselling
process.
Therefore, JM Counsellors must know the characteristics of stereotypes and prejudices and the sources from
which they develop. They must know the main theories that explain the formation of prejudices and the old and
new forms through which it manifests itself. They will learn to identify and recognize the limits of their own thinking, reflecting on the attitudes and beliefs that they have about themselves and others, and they will acquire
knowledge about the main consequences and distortions in counselling. Finally, they will activate an effective
communication focused on the client’s needs. This sets the base for unit 3.3 where JM Counsellors develop
empathic and multicultural skills, as essential tools for the work with culturally diverse users.
1. Identity Making
Within the historical evolution of the concept of the identity, there are several approaches to the questions of
what identity means and how it is constituted.
-

Essentialism: In the essentialist view, identity is a predetermined and fixed construct. It is based on
“essential” and “natural” attributes such as gender, race, region, age, and ethnicity.

-

Constructivism: According to this approach, identity can only be understood through a person’s interaction with others; it is not a distinctive trait possessed by individuals.

-

Critical Approach: Critical scholars conceptualize identity as in flux and influenced by major societal
forces in a historical period. They use critical discourse analysis and consider identities as dialogically
produced through discourse.

-

Postmodernism: Identities, in this approach, are often portrayed as fluid, fragmented and precarious
where ambiguity and conflict are integral to it.

In the modern society social changes and identities are increasingly influenced by the impact of ICT and globalization. According to Jeffrey Arnett (2002), there are four major issues related to identity that develop because
of globalization:
-

The first is the development of a “bicultural identity” or perhaps a “hybrid identity”, which means that part
of one’s identity is rooted in the local culture while another part stems from an awareness of one’s
relation to the global world.

-

The second issue is “identity confusion”. While people may adapt to changes and develop bicultural or
hybrid, multicultural identities, some may find it difficult to adapt to rapid changes, so instead of becoming bicultural, they may feel isolated and excluded from both their local culture and the global culture.
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-

The third change focuses on the growth of the “self-selected culture”, which means people choose to
form groups with like-minded persons who wish to have an identity that is untainted by the global culture
and its values.

-

The fourth consequence of globalization is the “spread of emerging adulthood”. The timing of transitions
to adult roles such as work, marriage and parenthood are occurring at later stages in most parts of the
world.

2. The Nature of Prejudice
Prejudice is a negative and incorrect attitude towards a group and its members. The negative judgments that
characterize prejudice are often supported by superficial beliefs, called stereotypes. Having stereotypes means
to make generalizations that are mostly induced by the complexity of situations, an information overload and
lack of time. Prejudice, as well as other attitudes, can exist at two different levels: explicit and implicit levels
(Meertens & Pettigrew, 1995).



Explicit prejudice is a manifest attitude that shows itself at a conscious level.
Implicit prejudice is a latent attitude that is formed at a unconscious level.

Over time, explicit prejudice was increasingly replaced by implicit prejudice and by new forms of prejudice
deemed “socially acceptable”. Among the new forms of prejudice we have:






Symbolic prejudice: This form reject old-style prejudice but it expresses indirectly (e.g. as opposition to
policies that help racial minorities).
Ambivalent prejudice: This form is one of the most widespread. It is characterized, at the same time, by
the presence of positive and negative attitudes towards different ethnic groups, mostly considered minorities.
Modern prejudice: This form considers prejudice as wrong, but still sees minority groups as making
unfair demands or receiving too many resources.
Aversive prejudice: This form believes in egalitarian principles, but hides a personal aversion toward
minority groups.

These new forms of prejudice are manifested primarily through feelings of discomfort and fear, feelings that can
lead to avoidance of contact or to communication difficulties in a counselling relationship. In the 5thabstract there
will be explained how to face such difficulties.
3. What are the Sources of Prejudice?
Some theories, over time, have largely been overcome, such as the “scapegoat theory” or the “authoritarian
personality theory”, belonging to psychodynamic approach. Other theories, in contrast, had a broad consensus.
JM Counsellors need to be familiar with the sources of prejudice to cope with them long-lasting in the counselling
process if occurring. These theories are:



“Socio-economic theories”
“Social Categorization theory” as a cognitive source
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“Social Identity theory” as a psycho-social source

According to the socio-economic theories, prejudice and discrimination depend on hostile and unsatisfactory
intergroup relations.
-

According to the “realistic conflict theory” (Sherif, 1966), groups competing for valuable and scarce
resources will develop prejudice against the opposing groups.
According to the “relative deprivation theory” (Runciman, 1966; Gurr, 1970), the hostility between
groups starts in relation to the perception of a discrepancy between expectations and acquisitions.

Among cognitive sources the “social categorization theory” (Tajfel, 1981) is the most important. The human
brain has a natural tendency to categorize everything. By sorting stimuli (experiences, objects, people) into
categories, we can process our environments more efficiently. However, even if the categorization has positive
aspects, it facilitates the formation of prejudices, because an important consequence of categorical thinking is
its tendency to distort perceptions. Typically, these distortions take the form of minimizing differences within
categories/groups (assimilation) and exaggerating differences between categories/groups (contrast).
Another important theory is “social identity theory” (Tajfel e Turner, 1979). Tajfel (1979) proposes that the
groups, which people belong to, are an important source of pride and self-esteem and give a sense of social
identity. Tajfel and Turner (1979) propose that there are three mental processes:
-

Social categorization: Just as we categorize objects, we also categorize people (including ourselves) in
order to understand the social environment.
Social identification: In this second phase we adopt the identity of the group we have categorized ourselves as belonging to.
Social comparison: In the final phase we compare our group (in-group) with other groups (out-group),
tending positively towards our group and devaluing others.

4. The Consequences of Prejudice in the Counselling Process
This part represents an essential base for unit 2.3. Once activated, prejudices can powerfully affect social perceptions and determine distortions of judgment and biases. Among these, the most common are:






Illusory correlation: It often happens that individuals perceive a relationship between events or variables,
which are in harmony with their stereotypes, creating “illusory correlations”. Illusory correlation is created
when two separate variables are paired together, which leads to an overestimation of how often they
co-occur. The limited experience with a particular social group takes to generalize, starting from salient
cases, and to produce negative judgments.
Self-fulfilling prophecy: It is the tendency according to which stereotyped individuals might act in a manner consistent with the stereotype as they react to out-group members. This, unintentionally, reaffirms
and reinforces the prejudice.
Stereotype threat: It is a self-confirming belief that one may be evaluated based on a negative stereotype. In general, the conditions that produce stereotype threat are ones in which a highlighted stereotype
implicates the self though association with a relevant social category.
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Outgroup homogeneity bias: It is the tendency to consider all members of an out-group as similar and
to ignore individual differences. This tendency doesn’t occur in the case of in-group, where the individual
differences are recognized.
Group-serving bias: It is a form of in-group favoritism that consists of a tendency for group members to
make more internal (dispositional) attributes for events that reflect positively on the group and more
external (situational) attributes for events that reflect negatively on the group. The opposite situation
occurs in the out-group.

In a workplace, we can identify further distortions of judgment, the most frequent are:




Halo effect: It is a type of cognitive bias in which the overall impression of a person influences the
knowledge of that person’s specific traits and the relationship with the customer.
Primacy effect or first impression: The early traits lead us to form an initial expectancy about the person,
and once that we have formed a first positive or negative impression, it will endure over time.
Similarity bias: It is a tendency to consider positively those who have characteristics similar to ours and
negatively those who have very different characteristics.

Finally, one of the most serious consequences of prejudice is discrimination. It consists of an unjustified negative
or harmful action toward the members of a group simply because of their membership in that group. Over time
discrimination, as well as prejudice, has assumed new forms. In fact, we talk about:


Direct discrimination: It deals with the situation whereby a person is treated less favorably than another
person in a comparable situation due to race, sex, marital status, religion, sexual orientation, gender
reassignment etc.
 Indirect discrimination: It deals with the situation whereby a provision or a law apparently impartial put
a specific group of people in a position of disadvantage or exclusion.
In addition there are other forms of discrimination in the workplace. Among these we have harassment (including
sexual harassment) and mobbing.
5. Strategies of Prejudice Reduction
One of the most influential theoretical approaches in the field of prejudice reduction is “the intergroup contact
theory”, which is specifically important for JM Counsellors and their counselling practice. According to this theory,
the contact between social groups, which differ in several aspects, may produce positive effects on the reduction
of the prejudice. There are other strategies that, in alternative ways, attempt to counteract the expression of
prejudice. Among the strategies that work at a cognitive level, there are those that involve a revision of the
categorization mechanism, and these are:
-

“Decategorization”: This involves teaching people from different social groups to focus on a person’s
unique individual characteristics.
“Recategorization”: Individuals with different group-based identities are made aware of the fact that the
groups to which they belong are part of an overarching group.
“Crossed categorization”: According to this strategy, individuals from opposing groups are made aware
of the fact that they both simultaneously belong to a third separate group and membership in this third
group is emphasized.
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Among the strategies that work on an emotional level, we have “empathy”, which is of particular relevance for a
multicultural counselling in module 3. It is a key ingredient of successful relationships, also in counselling, because it helps us understanding the perspectives, needs, and intentions of others. It is possible to take another
perspective through two ways:
-

In the first case, the counsellor can take a “centered perspective on the other”, imagining how his client
could live a given situation.
In the second case, the counsellor can take a “self-centered perspective”, imagining to experience personally a particular situation.

Another important skill in the counselling process that helps to manage prejudice is the “multicultural competence” that is acquired in the scope of unit 3.3. The acquisition of this competence represents a linkage via three
key points:




First, the counsellor must develop an awareness of his/her cultural background and cultural limits.
Second, the counsellor must be motivated to communicate with people from other cultures.
Third, the counsellor must be careful not to impose his/her culture on the other and to consider each
client as unique.

Methodology – Proposal
Ice Breaking Activity: The proposed "ice braking activity" consists of a game called "Who Am I?“ it is an activity
that aims to introduce the topic of the lesson and to produce a subsequent discussion. Each participant writes a
Stereotype on a sticker note for the person next to him or her and fix it somewhere they can’t see. The latter can
start asking questions to find out what stereotype is on the sticker note. Other members can only answer “Yes”
or “No”.
Group Work and Oral Presentation: This activity consists of dividing the class into groups. Each group picks
a card with the name of the topic they are going to work on the consequences of prejudice in communication
process. In conclusion of the group work, each group will have to present its work realized with the support of
PowerPoint.
Role Play: This improvisation game is tailored towards building empathy. Participants, in turn, will have to assume the roles of “counsellor” and “client” improvising the communicative interaction, starting from a problematic
situation, and searching for possible solutions. Role play can be used as a training tool in dealing with specific
customer issues, but also to teach active listening and effective communication skills.
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Learning Unit: 2.2
Decision Making Models – Evidence and Implications for International Careers
Overview
The unit 2.2 “Decision Making Models – Evidence and Implications for International Careers” consists of five
parts and aims to develop skills around customer support during the decision making process concerning the
Intra-EU-job Mobility. It also aims to develop skills about the ability to work with the customer on his motivations
and expectations about job mobility and the ability to manage emotions, conflicts and uncertainties that may
interfere in the decision making process.
JM Counsellors will have to acquire knowledge about the characteristics of the decision making process and the
different theories that underlie it. They will have to know the main predictors of mobility in decision making
process, but also the major problems that potential customers will have to face in the pre and post decision
making process. Finally, they will have to acquire and develop skills about the main strategies to assist migrant
professionals in their process of career development and in their process of socio-cultural and psychological
adaptation.
1. Rational, Non-rational and Irrational Decision Making
Decision making is the act of choosing between two or more courses of action. In the wider process of problemsolving, decision making involves choosing among possible solutions for a problem. It should be mentioned that
ICT and digitalization also show impacts on individual decision making, through effecting identity as explained
in unit 2.1.
For a long time, research has been dominated by the “rational choice theory”. According to this theory people
are rational decision-makers and able to consider all the necessary information and to assign a value of importance to each of them before making a decision. As a result, these decisions represent the best choices and
provide people with the greatest benefit or satisfaction (utility maximization concept). This theory has been replaced by theories which, instead, highlight the limited cognitive ability in people. In this context, the main theories are:






The “theory of bounded rationality”, introduced by Herbert A. Simon in 1955: According to this theory
the decision making process reflects the strong limits of human cognitive abilities. People are not always
able to obtain all the information they would need to make the best possible decision, but they seek
something that is “good enough”, something that is satisfactory.
The “prospect theory”, introduced by D. Kahneman and A. Tversky in 1979: It is a behavioural model
that shows how people decide among alternatives that involve risk and uncertainty. It demonstrates that
people think in terms of expected utility relative to a reference point, rather than absolute outcomes, and
that the choices are heavily influenced by the context (framing effect).
The “regret theory”, proposed by Bell and Looms and Sugden in the 80’s: This theory takes into account
the role of emotions in the decision making process. As a result, the decision making process doesn’t
simply aim to maximize the choice, but also to avoid negative emotions, assuming that these emotions
are anticipated during the decision making process especially in conditions of uncertainty.
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These three theories emphasize that it isn’t possible to implement a perfect and coherent decision making process, especially in major life decisions. Therefore, a counsellor who makes use of his/her knowledge and skills
in the field of counselling and decision making, will be certainly a support for the client in order to develop their
problem-solving skills.
One of the main limits in the decision making process is the phenomenon of “information overload”, increasingly
widespread in the digital age. Information overload occurs when the amount of input to a system exceeds its
processing capacity. Consequently, it is likely that a reduction in decision quality will occur. The emergence of
information technology may be a primary reason for information overload due to its ability to produce more
information more quickly and to disseminate this information to a wider audience than ever before. Numerous
studies suggest that persons who receive excessive amounts of information are less productive, prone to make
poor decisions, and risk suffering serious stress-related diseases.
2. Heuristics and Biases
A heuristic is a mental shortcut that helps us making decisions and judgments quickly without having to spend
a lot of time researching and analyzing information. Most of the time, heuristics are extremely helpful, but they
can lead to errors in judgment (biases).








One important heuristic is the “representativeness heuristic”. It is a shortcut that employs the use of
past experiences to guide the decision making process. Our brains automatically rely on past experiences and mental representations seemingly similar to this new situation in an effort to guide our judgments and decisions.
Another popular heuristic is the “availability heuristic”. It is a cognitive heuristic that relies on immediate examples that come to mind. As a result, you might judge that those events are more frequent and
possible than others.
Another frequent heuristic is the “anchoring and adjustment heuristic”. During decision making, anchoring occurs when individuals use an initial piece of information to make subsequent judgments. Usually, once the anchor is set, there is a bias toward that value through a process of adjustment.
The “framing effect” is another example of cognitive bias, in which people react to a particular choice
in different ways depending on how the perceived information is presented.

Alternatively to Kaneman and Tversky’s studies, there are those of the psychologist Gerd Gigerenzer. “Onereason decision making” is a label introduced by Gigerenzer to indicate a class of fast and frugal heuristics that
base decisions on only one “good” reason, ignoring other cues. These heuristics produce the same results or
even better results than the more complex rational strategies. Two of the best known are:




The “recognition heuristic” (Gigerenzer & Goldstein, 2002) is used when an individual has to evaluate
two or more events. At this point the choice is always oriented toward what is re-known, considering the
recognized event with a higher value.
The “take-the-best heuristic” (Gigerenzer & Goldstein, 1996) is a simple decision making shortcut that
people may apply when choosing between alternatives. Using the take-the-best heuristic, a decision
maker will base the choice on one attribute that is perceived to discriminate most effectively between
the options.
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3. The Main Motives of Job Mobility
Many studies have only focused on economic and social factors, which influence and determine the choice to
emigrate. In addition to these two important factors, many more emerge. Several studies have investigated
further factors that influence the decision making process, in particular individual characteristics such as expectations, values, beliefs and personality traits. Kley (2011), proposed a decision model consisting of three phases:





Predecisional phase: It is an initial phase that includes the considerations and intentions regarding migration.
Preactional phase: It is a phase of exploration in which a person begins to explore options for migrating
through social networks and mobility services. In this phase the support of a JM Counsellor will be
crucial.
Actional phase: This step involves the implementation of concrete actions for achievement of goal.

On the basis of this theory, a study on “migration decision making” (Fujishiro & Hoppe, 2015) has investigated
how expectations, values, and beliefs, combined with contextual factors, influence the decision making process
on a sample of potential migrants. The study shows that anticipated job benefits (outcome expectancy) and
career aspiration (value) are associated with all phases of the decision making model of Kley while generalized
self-efficacy (control belief in the context of international labour) is only associated with the last two phases
concerning the action. Therefore, it seems that the expectations of achievement and values play an important
role in the decision making process related to job mobility.
Another important aspect is “self-efficacy” (Bandura, 1977). Perceived self-efficacy is defined as people’s beliefs
about their capabilities to execute behaviors necessary to produce specific performance attainments. People
with higher self-efficacy are more willing to expose themselves to new and unfamiliar situations.
Regarding individual characteristic, values should also be considered. One of the most influential works in this
field is the Schwartz’s model. Schwartz considers the values as beliefs concerning what situations and actions
are desirable and he/she developed a model, which identifies ten “value types”: power, achievement, hedonism,
stimulation, self-direction, universalism, benevolence, tradition, conformity and security (Schwartz, 1992). Some
of these values mainly predispose to job mobility.
4. Difficulties Related to Job Mobility
Emotions go along with the different phases of the decision making process. The most studied emotion in the
decision making process is “regret”, which in life decisions can have a negative effect on the psychological wellbeing. Some factors may influence regret, making it more or less intense. Among these, we have:
-

-

“The status quo effect” (Inman & Zeelenberg, 2002): According to this effect, regret is less intense when
people tend to be biased towards doing nothing or maintaining their current or previous decision. The
change causes more regret, while the status quo is considered normal.
“The inaction effect” (Gilovich & Medvec, 1995): According to this effect, decisions to act (i.e., actions)
produce more regret than decisions not to act (i.e., inactions).

However, these two effects have been criticized because they do not consider several important factors that get
involved in future decisions. The factors are: the motivation, the personal responsibility, the justifiability of a
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choice and the temporal pattern. Always in the post-decision phase, the psychological importance of a decision
may create a state of discomfort called “post-decision anxiety”. This state is characteristic of “cognitive dissonance theory” developed by Festinger in 1957. According to cognitive dissonance theory, individuals’ tendency
is to seek consistency among their cognitions (i.e., beliefs, opinions). When there is an inconsistency between
attitudes or behaviours (dissonance), either one has to be optimized to eliminate the dissonance or support the
psychological well-being.
As for the pre-decision phase it’s more likely to encounter feelings of fear, worry, anxiety and uncertainty. If
these negative emotions prevail, people risk to incur into a “defensive avoidance” that consists of abandoning
the decision making process. The Eurobarometer survey of 2009 finds disincentives for job mobility and determine associated obstacles: leaving home, the big changes imposed on the family, the distance from friends, the
difficulties in learning a new language, the career uncertainty, the difficulties in finding an accommodation and
in adapting to a different culture.
Finding a balance between separation and integration is a key task for all migrants, including those who undertake a job experience abroad. In the process of adaptation to the new environment, two distinct aspects are
identified:



The first is the socio-cultural adaptation, which refers to the ability to create a constructive interaction
with the host culture.
The second is the psychological adaptation, which refers to a number of factors that contribute to the
psychological well-being and to the achievement of satisfactory results in the new cultural context.

According to the “bi-dimensional model of acculturation” (Berry, 2001), acculturation is defined as the process
of learning that occurs when individuals from a different cultural background are exposed to a prolonged, continuous contact with a new culture. Berry proposed that the level of engagement in the two axes of cultural
orientations generates four types of acculturation: integration, assimilation, separation, and marginalization. In
unit 3.1 JM Counsellors develop a glossary. These terms of acculturation will be included.
The career counsellor must help the client to identify and strengthen some strategies to deal with the difficulties
of psychological and socio-cultural adaptation. This is why the counselling and guidance process should endure
until the employee has started the new job abroad.
5. Useful Tools and Strategies to assist Migrant Professionals in their Process of Career Development
The JM Counsellor must act in order to support the clients in growth of their full potential and their professionalism considering their career development throughout life, characterized by continuous transitions. Still, the JM
Counsellor should help their client to accept the ambiguity and uncertainty of change. The specific application
how to support a client according to the individual needs will be deepened in unit 2.4. It is important that the
client makes good use of this uncertainty that can be defined “positive” not only to respond effectively to change,
but also to create change.
To do these things, first of all the client must develop effective coping strategies. Starting with the work of Lazarus
and Folkman, in 1990 Endler and Parker identify three types of coping:

The European Commission support for the production of this publication does not constitute an endorsement of the contents which reflects the views only of the authors, and the
Commission cannot be held responsible for any use which may be made of the information contained therein

72





Task-oriented coping: It is the tendency to address the problem directly, seeking solutions.
Emotion-oriented coping: It is the ability to regulate emotions in stressful situations.
Avoidance coping: It is the tendency to ignore the stressful event.

From these, a specific study on “Job Transition” (Doerr, 1995) has identified three coping strategies for an effective adaptation:
-

Social strategies
Cognitive strategies
Behavioural strategies

The social and cognitive strategies are the most used ones. The first refers to the effective use of emotional
support that people may receive from family and friends. Also the ability to create contact networks in new
countries and to use them optimally is a fundamental social strategy, which will be content of unit 4.2. The
second, however, refers to the implementation of cognitive processes that help to address the difficulties of the
transfer, especially in an initial adaptation period.
In addition to the development of these strategies, the JM Counsellor must help the client to develop self-efficacy
and self-empowerment, which will be content of unit 2.4.
Methodology – Proposals
Exercise on decision making: Each participant, individually, has to write down one or more career objectives
that he/she would like to achieve in the future and the decisional path used to achieve the desirable goals
considering: motivation, internal and external resources, obstacles and advantages, problem-solving strategies.
Associative network: Each participant will develop, individually, an associative mind-map with “Job Mobility”
as the central stimulus. From this stimulus the participants will have to connect it to every concept or information
that comes to their mind and they will attribute a particular polarity to each evoked association, which can be
positive, negative or neutral.
Brainstorming: From one or more problems identified in the previous activity, it opens a discussion during which
each participant will have to propose innovative and alternative solutions. It is a group creativity technique by
which efforts are made to find a conclusion for a specific problem by gathering a list of ideas spontaneously
contributed by its members.
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Learning Unit: 2.3
Communication in the Context of Counselling, Career Guidance and Placement
Overview
The unit 2.3 aims to provide knowledge about "Communications in the Context of Counselling, Career Guidance
and Placement". The JM Counsellor will know the characteristics of the communication and the main theories,
he/she must know how to listen to the customer and know the difficulties that might occur during a conversation.
The JM Counsellor will gain the knowledge and the ability to apply communication and listening features. The
JM Counsellor will know how to use sources of information online and offline to meet the needs of customers
and encourage them to use the tools properly. Therefore, the acquired knowledge from unit 1.5 serves as a
base. The JM Counsellor will have to know the characteristics of corporate communications. The content of unit
2.3, thus, contains concepts related to communication and information devices.
1. Communication: Verbal and Nonverbal Components
Communication is a process of social construction of reality. According to the first axiom of the pragmatic model
of communication (Watzlavick, Beavin & Jackson, 1967) "one cannot not communicate”, because every behaviour is a kind of communication, people who are aware of each other are constantly communicating.
It is a dynamic and circular process that develops through the use of shared abstract codes (language – verbal
communication) or through the expressions of the body (nonverbal communication). Verbal communication is
an interactive process that is established between two or more people through the use of language, a system of
symbols and meanings shared by all humans that allow them to get in touch and exchange information.
The verbal communication purposes are:
•
•
•

to mediate between personal knowledge and social reality;
to present an idea or an aspect of reality to influence others;
to convey personal meaning and transform reality.

Nonverbal communication is an interactive process that is established through non-linguistic symbols, such as
appearance, behaviour, physical space, kinesics behaviour, face and voice signals.
The nonverbal communication purposes are:
•
•
•
•
•

reduce ambiguity of language;
provide information on the state of mind and attitudes of participants in the interaction;
define the relationship between the participants;
regulate turns of speech;
present yourself.

Verbal and nonverbal communication aspects are synchronized during the production of the message. According to the Theory of gestures-speech integration (McNeill, 1992), hand gestures are a significant part of the
discourse and they form an essential system for the perfect understanding of messages. The JM Counsellor
knows the basic aspects of verbal and nonverbal communication to establish an effective communicative relationship with the client and understands the demands and the needs of clients.
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2. The Model of Communication:
The communication model of Harold Laswell (1948) describes communication with the use of five questions:
Who? Who says what? To whom? Through which channel? With what effect? The model of Shannon and
Weaver (1949) incorporates Laswell's model.
According to the two scholars, communication begins with the creation of a message by an issuer (sender of
message). The message is built up with a coding process (code). The message is delivered through a channel
to a receiver. During the transmission of the message, you can meet some disturbing elements (noise). The
noise can be physical, an objective disturbance caused by the environment, or psychological noise, mental
states of subjects during the communication. In communication, therefore, it’s important to recognize who sends
the message (source, sender of message), what it communicates (message), how it is communicated
(communication medium) and to whom (receiver).
The JM Counsellor will have to recognize the presence of any disturbances during the counselling relationship,
which could undermine the communication.
3. The Elaboration Likelihood Model: The Central Route and The Peripheral Route
The elaboration likelihood model (Petty e Cacioppo, 1986) describes two distinct pathways for the processing
of message. The level of elaboration then determines which processing route the message takes: central route
or peripheral route.
The central route involves a high level of message elaboration in which a great amount of cognition about the
arguments are generated by the individual receiving the message. The results of attitude change will be relatively
enduring, resistant, and predictive of behaviour.
The peripheral route focuses on the superficial aspects of communication. The cues received by the individual
will involve factors such as the credibility or attractiveness of the messages’ sources, or the production quality
of the message. The JM Counsellor will pay attention to the central route, because during a counselling process
it’s important that the message is processed cognitively, concentrating on the content.
4. The Discursive Interaction: Intersubjectivity and Social Nature of Language
There is an objective reality of the world, but every human sees reality through their own beliefs and values.
During a counselling process, the JM Counsellor will start a relationship of co-construction of meaning with a
client (an intersubjective and social process), to understand the personal meanings that he/she associates to
the events. Communication exchanges involve co-operative actions in which the various communication actors
play an important role. Grice (1975) provided a description of the principles governing a cooperative social
conversation. The principles, recognized by communicating, are four:
•
•
•
•

maxim of quantity: where one tries to be as informative as one possibly can,
maxim of quality: where one tries to be truthful, and does not give information that is false,
maxim of relation: where one tries to be relevant, and says things that are pertinent to the discussion,
maxim of manner: when one tries to be as clear, as brief, and as orderly as one can in what one says,
and where one avoids obscurity and ambiguity.

The European Commission support for the production of this publication does not constitute an endorsement of the contents which reflects the views only of the authors, and the
Commission cannot be held responsible for any use which may be made of the information contained therein

75

When one of the rules is broken, the communication ends or it can continue without taking note of the omission
of the rule. The JM Counsellor, in order to understand the needs and motivations of the client, must establish a
social cooperative relationship with the client.
5. Symbolic experience sharing: Search for meaning and Co-construction of meanings of social experience.
Communication is an inter-subjective and social process. Jakobson (1960) defined six communication functions:
•
•

•
•
•
•

The Referential Function: corresponds to the factor of Context and describes a situation, object or
mental state.
The Emotive Function: relates to the sender and is best exemplified by interjections and other sound
changes that do not alter the denotative meaning of an utterance but do add information about the
speaker's internal state.
The Phatic Function: is language for the sake of interaction and is therefore associated with the channel
factor. The messages only serve to prolong and maintain communication active.
The Conative Function: engages the receiver directly and is best illustrated by vocatives and
imperatives.
The Poetic Function: focuses on "the message for its own sake" (the code itself, and how it is used) and
is the operative function in poetry as well as slogans.
The Metalinguistic Function: is the use of language (code) to discuss or describe language itself.

The JM Counsellor knows the communication functions in order to establish a clear, direct and simple communication with the client.
6. Listening: Passive Listening, Active Listening, Empathic Listening
Listening is one of the most important aspects of the relational dimension. Listening during a counselling process
consists of:
•
•
•
•
•

Passive listening: At the beginning of communication, the listener listens in silence and does not
interrupt the conversation.he/sheshows interest in the other's words.
Receiving messages: Communications or listener's behaviour. Signs of attention from the listener.
Encouraging a deeper insight: the listener encourages the speaker.
Active listening: Understanding of words, emotions and moods of the speaker. The listener is able to
reproduce the content of the received message.
Emphatic listening: The listener captures the speaker's feelings and can comprehend the feelings from
a client’s point of view.

The JM Counsellor uses emphatic listening and identifies his/herself in the situation of the client, including the
own feelings without judging.
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7. Online Communication: Social Networks as a Source of Social Confrontation and Information and
the Informative Interaction on Blogs
Communication has changed with the rise of new technologies. While unit 1.5 sets the basics for the application
of new ICTs, this part of unit 2.3 highlights the communication aspects with new ICTs. All of this information is
finally used in unit 4.2 and laboratory 6, when it comes to networking.
Nowadays, the online communication and offline communication have become an integrated communication
system. Furthermore, the traditional face-to-face social relations can become online relationships at the same
time. In particular today, social groups tend to form themselves up inside of social networks. People can choose
to use social networks and internet for several reasons, such as:
-

-

Social inclusion: Humans are social animals who need to belong to a group.
Maintain relationships: The need to belong to a group is an innate need. To establish meaningful relationships with other people and to communicate online allows you to stay in touch with friends, with
relatives and co-workers, even if they are very far away.
Meeting new people: Social online groups can become important because it is easy to meet new people
and exchange important information when it is necessary (e.g. about Job Mobility).
Social compensation: It is often possible to compensate the communication problems of face-to-face
communication.

The modern Web 2.0 offers many websites and opportunities. Many organizations create business sites to be
accessed with personal credentials to manage the tasks and the relationship with other workers. Corporate blogs
are an important resource for the workers, because they are a virtual space to share files and information
(knowledge) in a short time. Many smartphone applications allow the creation of business chat-room through
which one can communicate with colleagues. The communication via ICTs within the organization becomes
more and more part of the life of employees and, at times, even more informal. These influences on the client
have to be taken into account in the counselling/guidance process. Also for individual counselling of mobile
employees, in a way that the JM Counsellor also finds one or several appropriate communication medium/media.
8. Social relations: The Working Network and The Emotional Network
People need to belong to something, and build relationships with other people. The psychologists Roy Baumeister and Mark Leary (1995) explain the need for group membership:
•
•
•
•

The need to create stable social relationships and to ensure the survival of the group (as primitive man).
The attachment and the need to create stable relationships begins at birth with the relationship between
mother and baby.
Social relationships are important to people. Not having social relationships can lead to depression.
The fear of death and loneliness favour the creation of social relations.

The worker, in the workplace, creates social relationship with colleagues. It is important that within the company
there is a good internal communication. Internal communication helps individuals to make the most of their
potential and their creativity as well as it lays the foundation for a good corporate culture.The objectives of
internal communication are:
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Functional or Organizational communication: all that can serve to facilitate the task of the workers is
communicated,



Political communication: motivating staff, because the shared information doesn’t only involve work but
also values, the principles and the company's mission,



Relational communication: informing the employee about the company, so that he/she can share the
positive image of the organization with others.

The JM Counsellor will support the integration of workers in the organization and into the company's work team.
Methodology – Proposals
Entrance and exit tickets: Each participant writes short notes / key words of the personal meaning of communication and the existing communication media known. The anonymous notes will be used in order to introduce
the concepts of unit 2.3.
Group Exercise: Participants are divided into small groups and one of the members, in turns, will observe the
consultation conversation about issues related to employment and opportunities for international careers. For
this activity especially knowledge and skills acquired in units 1.4, 1.5 and 2.1 is necessary. The final report will
be discussed in class with other participants of the other groups.
Supporting practical activity with computer: The participants will have access to internet to do research on
websites, groups or applications about intra-EU-job mobility.
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Learning Unit: 2.4
Tailor-Made Information Management According to Client’s Needs and Motivation
Overview
The unit 2.4 informs about “Tailor-Made Information Management According to Client’s Needs and Motivation”.
The JM Counsellors tailors the information on labour mobility to the specific characteristics of the target group
and individuals. The JM Counsellors should know the characteristics of corporate communication and formal
communication techniques. The counsellor will use various techniques and strategies of communication within
the workplace. The counsellor should know how to produce accurate written and spoken messages. Furthermore, the counsellor should know the techniques of speech and be able to conduct interviews in order to understand the needs of clients. The content of unit 2.4 focuses on the topics corporate communication and techniques
of speech in a conversation.
1. Corporate Communication
The JM Counsellor supports enterprises and jobseekers. Therefore, he/she needs to know how to apply communication techniques. According to Chester Barnard (1938) an organization is born when there are people who
communicate and act in order to achieve a common goal. A formal organization is a cooperative system. It’s a
system of forces for the achievement of common objectives, the counsellor and the client have to agree on at the
beginning of the counselling process.
Such communication is effective when:


Everyone knows the communication channels;



Everyone has access to formal communication channels;



The communication lines are short and direct.

Communication is also a powerful tool to create visibility, establish a good corporate reputation and promote its
image. We can identify three dimensions of organizational communication:


Communication as Culture: communication that conveys corporate identity, essential
for business management,



Communication as Strategy: definition of objectives and communication plans for the
achievement of corporate objectives,



Communication as Operational function: communication activities in support of company policies.

Through communication, the organization manages its image, its reputation, the morale and corporate culture.
The effects of communication cover four aspects within and outside the organization (image, reputation, climate
and culture). The image and reputation are the result of the enterprise’s communication. The indoor climate, the
atmosphere and the psychological level of the organization, can be oriented by communication processes
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influencing interpersonal relationships that develop in the enterprise. Culture, principles and values of the enterprise, can be transmitted and influenced by communication methods applied in certain situations. Clients of
a company, however, are not only external, but also internal ones.
Berry and Parasuraman (1991) define the "internal market" as a company's ability to attract, develop, motivate
and retain skilled workers through a work-product that complies with their requirements. The development and
the retention of skills as well as the motivation were dealt with in unit 1.3 HRM.
The JM Counsellor will provide valuable support to organizations on internal business strategies, to help them
to attract qualified and motivated workers, and will have to support workers during search for jobs that conform
to their needs and their expectations through analysis of the different job advertisements. The JM Counsellor
should therefore have knowledge about employer attractiveness and their employer branding strategy, which is
also covered in unit 1.3.
2. Public Relations: Public Speech
One of the linguistic strategies that characterizes a speech is the use of rhetorical devices. Rhetoric is the
argumentative aspect of thought that allows people to build meanings and reality in the discursive interaction.
The use of a particular rhetorical device, therefore, can help manage a particular vision of reality and would be
dictated by the discursive nature of the interaction taking place between the speakers.
Discursive Action Model (DAM – Edwards and Potter, 1992) provides a conceptual framework that describes
the type of relationship between the users. It describes the rhetorical devices that characterize speech.
Rhetorical devices are:


Categorical labelling: to insert oneself or someone else within a category. For example, to put oneself in
the category of "professionals";



Vivid descriptions: speech characterized by many details. For example, to describe an encounter with a
person and describe details such as clothing or atmospheric climate of that day;



Narrative: to insert an event in a narrative sequence to represent it more credibly;



Systematic vagueness: speech with few and vague details. For example, to be vague on a company project,
to prevent arguments in this regard;



Formulation of extreme cases: the use of verbal constructions that add an extreme character to the speech.
For example, define a situation resolved as almost impossible to give more importance to the event;



Rhetorical arguments: logical arguments in the discourse that make it more real. For example, providing
the mathematical data and logical arguments in support of its discourse;



Consent or corroboration: description shared by more people to make the speech more objective. For
example, to define a company project and its consequences on the future as supported by more people to
make it more realistic;
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Explanations on empirical grounds: to use data and logic descriptions to be more objective. For example,
to provide external data and other relevant opinions as independent information sources;



List: repeat key elements to underline their importance;



Contrast: opposite version from others to differentiate themselves;



Denial: expressing disagreement with others through the rejection of actions and intentions.

Justification strategies (Antaki, 1985) are an aid to support the speaker's arguments and avoid replicas of the
interlocutors. The support with which the speaker equips its argument in justification is articulated through two
main modes of introduction argumentative. They are:


Arguments on facts. For example, a version A supports the factual data "B".



Value-arguments. The support of an argument is based on moral and value data,
or of accredited institutions. For example, the argument put forward the brotherhood
and the common support, or supported by the Church and the State.

Justification is a type of random allocation. It is linked to the idea that the partners own and share knowledge of
an event. Categorization and particularization (Billig, 1985) define the need to classify the information into categories for simplification (categorizing) and the separation of an object or an event from one category to
confer uniqueness and particularity (particularization). In categorizing objects or events are qualified on the
basis of a partial similarity. In particularization objects or events are called "unique cases”.
The JM Counsellor knows the rhetorical devices that, in fact, characterize spoken and written language. It is
to say, he/she supports the understanding of written and spoken communication between organizations and
workers.
3. Supply and Demand-oriented Information Systems
Demand-oriented systems follow the structure and development of the client’s internal abilities: Skills, motivation
and involvement, learning abilities, trust in media and especially in problem-solving abilities. Crucial for the development of these systems are user habits and their way of interacting with sources. These demand-oriented
systems allow the user to:






Define their individual needs initially;
Choose sources which lead to specific results;
Access information which can be found in an individual search process matching client’s needs;
Understand the necessity for personal assistance;
Use exactly the links/linkages that finally lead to the solution of an individual problem.

Demand-oriented systems’ content focuses on what experts find logic. The basic structure and the essential
information follow the rules of the experts’ logic and understanding. From a critical point of view, one can argue
that the main principle of the information collection follows the rules of “collectors and huntsman”. Supply-oriented information systems are used in public employment services. These models of experts’ systems serve as
databanks for a prescriptive organized career guidance.
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4. Interview
The JM Counsellor will interview clients to gather information about their skills and expectations. The interview is a conversation with a determined purpose between the two parties (Berg, 2007).
Interviews are divided into:


standardized interview: a system of predetermined questions-stimulus constructed in order to make
the various respondents express their opinions, beliefs and attitudes. The interviewer does not
explain the questions in case of difficulty, because it is important to strictly follow the pre-set pattern.



semi-standardized interview: The number of arguments is predetermined, but the interviewer can
adapt the questions to the respondent. The interviewer may provide explanations on the questions. Unlike standardized interviews, the questions can be adapted by the interviewer considering
the circumstances.



non-standardized interview: The argument list is not defined. The interviewer builds own questions
during the interview. The interview is more natural and freer.

An interview, especially in the context of the work placement, usually has this pattern:
 the beginning of the interview in which the counsellor specifies the reason;
 initial survey phase in which simple questions are asked;
 central part in which questions follow a logical sequence with the most challenging questions in
the final stage;
 closure in which the respondent is invited to add more news and to ask questions in return.
The interview can be face-to-face or on the phone.


During the face-to-face interview, the interviewer may get information through verbal and nonverbal communication.



During the telephone interview, the interviewer may get information only through verbal communication. For telephone interviews usually a standardized interview is used.

It is important that interviewer and interviewee understand each other and use a common register. The interviewer should be informed about the employment biography of the client and the reasons for seeking advice
regarding labour mobility. The JM Counsellor should adapt the style of interview to the needs of the client and
to the information he/she seeks for.
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Methodology – Proposals
Case study: Participants examine a face-to-face interview and discuss with others the characteristics.
Practical activity: The simulated consultation interviews will be discussed in the classroom to find
strengths and weaknesses.
Role play: Participants will be divided in groups of two persons and, in turns, one of them will play the interviewer
and the other the interviewee.
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Learning Unit: 3.1
Multicultural and Transnational competences and Standards in Counselling,
Placement and Recruitment
Overview
Unit 3.1 is meant to be a cross-cutting introduction for JM Counsellors to understand the different aspects of
multicultural and transnational counselling and placements. In order to achieve this aim, JM Counsellors will be
requested to understand the terminology used in a glossary of terms on transnational counselling and guidance.
In addition, they develop the skills needed to have an overview of the multicultural counselling and placement
competences as an effect of the participant`s commitment to cultural awareness and knowledge of self and others.
Then, JM Counsellors will be able to communicate in a suitable manner with a variety of individuals (managers,
employers, jobseekers, etc.) of different cultural and national backgrounds, to work in multicultural teams and
contexts (inside the EURES network and with other partnerships) and to participate in organizing counsellor
training on basis of the list of helping skills.
JM Counsellors will be requested to have awareness of their own assumptions, values, biases and stereotypes,
cultural perspective, to understand the world view of the culturally different clients in the EU context, and to be
able to recognize transversal cultural characteristics by means of race, class, gender, sexual orientation, age
and disabilities within the counselling services. The basics for this are introduced in unit 2.1 and 2.2.
They can assess counselling environments in which diversity can be expressed and is turned into a beneficial
resource for all environment’s participants. This is based upon up-to-date knowledge of advanced intercultural/diversity issues. Furthermore, they are able to apply transversal relationships regardless of race, class, gender,
age and disabilities within culture groups and, in the end, effectively communicate with clients in multicultural
environments to overcome relational obstacles. JM Counsellors identify good manners and behaviours to work
effectively with different nationalities, which is deepened in unit 3.3 with the knowledge of ethical norms.
1.1. Introduction: Intercultural communication hypotheses
Intercultural communication is a cross-cutting discipline between applied linguistics, social anthropology, multicultural education and communication sciences meant to give key insights for an ordered deconstruction or indepth analysis when individuals have to interact in a different milieu. Therefore, knowledge from units 2.1 and 2.3
is required and adopted.
By using an appropriate glossary of terms, JM Counsellors get to know a basic compilation of terms related to
the processes’ diversity that take place during the interaction of societies, cultures or any group relations. This
glossary will include and explain concepts and voices such as acculturation, integration, assimilation, separation,
and marginalization (as established in unit 2.2), globalization, colonialism, culture-specific approaches, ethnocentrism and ethnic identity, intercultural communication, cultural narratives or social classes and privileges, for
identifying the different aspects of multiculturalism and specifically how they apply to transnational and multicultural counselling and placement processes. As part of these processes, JM Counsellors will take into account
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the profile and needs of specific groups with diverse characteristics (i.e. cultural, social minorities). This part also
covers knowledge of the prevailing culture and attitudes of the wider community towards other groups. By means
of this knowledge, students will be able to differentiate cultural contexts and to increase their awareness and skills
in order to deal appropriately with psychological dynamics of human (client’s) behaviour and cultural preferences. In addition, JM Counsellors consider socio-psychological factors and language use (for example in cases
of acculturation, bilingualism, cultural shock, etc.) as important elements of successful communication in multicultural and transnational counselling.
The basic elements that define cultures and societies will be also approached as they will help to frame the
counselling, work as resources looking for their own definitions on how individuals, group and societies, culture/s
and traditions relate. Starting with the conceptualization of space and proxemics on the one hand, and time
values, on the other. Also, the main channels of communication and (non)verbal languages, as JM Counsellors
learned in unit 2.3, are taken up again. They conceive the need for social and linguistic skills in the transnational
and multicultural placement and recruitment.
a) The concept of culture in transnational and multicultural counselling & guidance:
A universal concept of culture in counselling and guiding processes (Pedersen, 1991. p.7), is a frame of reference "from which we encounter ourselves, our lives, and the world around us". Only with this assumption, it is
possible to react in an appropriate way on the vast diversity of all possible clients. Underlying this view multiculturalism represents a humanistic, psycho-dynamic and behaviouristic theory that is relatively new.
b) Assumptions a multicultural counselling and career guidance:
One of the most important assumptions (Ivey et al., 1997, p.133-205) based on Donald Wing Sue (1995) is to
consider multicultural counselling as an integrative metatheory of counselling:
-

The identity of the counsellor and the client are formed out during the counselling process. The
common core bases on the experience and represents the centre point of the counselling itself.

-

The effectiveness of counselling increases as soon as the client uses techniques, strategies and
objectives that are linked to the client’s life experience and his/her individual cultural values.

-

Traditional individual counselling and guidance are oriented on theoretical techniques and strategies. Others integrate social aspects, systematic intervention and prevention.

-

Multicultural counselling and guidance points out the extension of personal awareness. That includes family, other groups and further social structures. There are approached various methods
to support different cultures.

Due to counsellor’s sphere of influence, there has to be found an optimal solution for the client. In this regard,
the counsellor should understand the client’s worldview, which depends on the client’s culture. This knowledge
of individual values and views is covered in unit 2.1 and 2.2. This helps the counsellor to develop a respectful
attitude towards the client and his/her culture, also in order to give a client more confidence, self-esteem, and a
feeling that his/her culture and beliefs are acknowledged.
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1.2 An approach to types of culturalism
After a discussion about reasons for and against mobility among the European Union and how this mobility affects
cultural identities, JM Counsellors receive a theoretical overview of multi-, inter- and transculturalism. They will
be able to identify the starting point of the otherization, and compare the self with the outer world.
Furthermore, JM Counsellors learn how to recognize an essentialist/non-essentialist environment, on basis of the
previous acquired knowledge of unit 2.1. This content, how individuals become social beings is adopted in a
multicultural context. JM Counsellors react with empathy towards the views of a range of people from different
cultures and backgrounds and treat them with appreciation and respect in multicultural environments, and develop an ethno-cultural empathy.
As a part of the cross-cultural theoretical approach, JM Counsellors will compare and differentiate several concepts of individualistic and collectivist cultures. Cultures, in which individual uniqueness and self-determination
is valued, a person is more admirable if he/she shows initiative or works well independently. In collectivist cultures, people are expected to identify themselves with the group and work well in groups. In return, they receive
protection for their loyalty and acquiescence. The paradox of these culture types are, individualist cultures tend
to believe in universal values that should be shared by all. While collectivist cultures tend to accept that different
groups have different values.
1.3 Representation: dimensions and competences
Multi-, cross-cultural counselling requires examination, evaluation and even deconstruction of competences and
intelligences as well as the needs of clients. Such like to work in multicultural teams and contexts, organizing
counsellors’ trainings on the basis of the list of helping skills, which is provided in the course. For this assessment,
JM Counsellors need to be well aware of their own multicultural competences in different stages of the counselling process and also are able to adapt them. The suggested tools in the following, serve to assess a client’s
talent potential on the one hand, and, on the other hand, help JM Counsellors to self-assess and self-reflect
themselves.
For this talent development and personal growth in a counselling context, JM Counsellors utilize presupposed
knowledge of Howard Gardner’s theory as well as Maslow's hierarchy of needs. Under consideration of Maslow's
hierarchy, in combination with the intelligences proposed by Gardner (especially those related to emotional intelligences, which covers self-awareness, self-control, intrapersonal self-motivation, interpersonal empathy and
social skills), the JM Counsellor is able to understand the client better (in-depth).
The different techniques for comprehensive, metaphorical and equalized thinking will be slightly approached. JM
Counsellors receive material for the discussion about the diversity dimensions in three parts, as the ability to
recognize the:
1. Dimensions of diversity I: gender, age, ethnicity, race, physical appearance, language, nationality, geographic variants, capabilities, income, social class, health, pigmentation.
2. Dimensions of diversity II: lifestyle, education, personality, beliefs/faiths, ethics, special needs (disabilities), interests, aspirations, skills, professions, perceptions, and experiences.
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3. Cross-cutting skills: Media literacy, social media literacy, consumerism, environmental awareness,
health education, gender education, sexual education, road-safety education, peace education.
The consideration of these diverse competences and dimensions will help students to understand and prevent
the linkages between cultural dichotomies and generalizations. As a result of this multicultural point of view, JM
Counsellors will be able to recognize obstacles and behaviours depending on the socio-cultural background of
their clients, and provide them individual help and support. For example, this knowledge is needed when the
individual is from a collectivist culture, in which it is normal that the family has a strong influence on career
decision making. He/She appears to have difficulties in choosing independently in comparison with individual
cultures. In combination with unit 2.4, JM Counsellors can acquire essential knowledge to assess accurately
career indecision.

Methodology - Proposals
Taking into account the deep theoretical approach, a process of organized cognitive active learning will be triggered from the previous knowledge of the students. The performed activities will include individual observation,
self-report questionnaires, group brainstorming and social discussion.
Lecturer: She/he must accomplish a role of facilitator of knowledge with controlled debates and workgroups
based on presentations. The process will be presented beforehand and guided to the aims of the unit.
Tools: PowerPoint presentations, and if possible, appropriated readings by means of social media.
Participants: In this unit, concept-mapping will be essential for students to develop their own glossary of terms,
by choosing and justifying which voices should be included and why. Also, preparing a SWOT analysis about
diverse push and pull factors will help them to identify new strategies for a multicultural approach, in a framework
of social responsibility and global civic engagement.
Students will be prompted to use social media to share material they find (in collaboration) out of lessons.
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Learning Unit: 3.2
Living and Working Conditions and Culture in selected EU-Countries
Overview
In unit 3.2 JM Counsellors are expected to acquire knowledge about living and working conditions in different
European countries.
In this sense, after working on perceptions, perspectives and interaction of individuals on different contexts, it
will be necessary to accomplish a full comprehension of the socio-political context for Job Mobility Counselling.
It is obligatory to understand the process of the European Union construction (path, main treaties, bodies) that
shape the political process of European integration and, therefore, use the knowledge of unit 1.2 of EU legislation
and norms that regulate free movement of workers in the EU and specific national conditions.
1.1. Planning interpersonal communication through understanding the background
Working on relationships between individual and societies will enhance the perceptions and perspectives that
help others to clarify, to develop, and to organise their ideas. In this sense, following Edward Hall’s “high and
low context” cultures theory, JM Counsellors will be able to handle interpersonal and intrapersonal communications and strive for an European ethos, historical antecedents of a (dis)united Europe and Europe’s complexity
and diversity.
Therefore, factors as human capital flight, and also skilled labour, lower salaries and worse work conditions
could be seen as a result of a cultural confrontation in which opposite perspectives don’t reach a common point.
The arrival of heterogeneous groups into an unfamiliar cultural society could have consequences as learned in
unit 2.2 and 3.1 on all participants (such as integration, assimilation, segregation and separation) depending on
several variabilities and factors.
Different perspectives of mobile workers and their cultures will be considered - such as their codes and interpretations; bias understanding and cultural constraints-, which all must be taken into account in the communication
framework. Recognizing and respecting cross-cultural characteristics (such as race, class, gender, sexual orientation, age and disabilities) and their different backgrounds is necessary to achieve a better understanding of
integration processes and how they work in multicultural environments.
1.2. Labour mobility and the European Union:
The current labour situation of the European Union has caused less and poorer work opportunities, more job
insecurity, wage freezes and wage cuts, deterioration of the work-life balance, more stress at work, a greater
risk of harassment (including bullying, ethnic separation, etc.), a growth in the informal economy and changes
in labour mobility patterns due to the financial crisis.
A key for understanding the living and working conditions in different European countries is based on the push
and pull factors. Considering temporary and permanent labour mobility movements, cultural (political conditions,
ideological prosecution, seek of individual choice in education or career), social and economic impacts (availability or lack of job opportunities) on society and serve as possible reasons why some mobile workers spontaneously return and circulate, and others do not. Globalization has an important role in labour mobility conditions.
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Despite the numerous advantages, the social costs and risks make the labour market and the national economy
vulnerable to external influences and shocks. The analysis of all these factors will help JM Counsellors to
acknowledge several assumptions and values for a better comprehension of incomings’ or returnings’ backgrounds.
Regarding intra-European labour mobility, reports show that trends had led to a uni-directed movement of young
mobile citizens who appear to be contributing to the economy of the hosting cities by filling gaps in the labour
market and by supporting the development or sustainment of some core sectors of the local economy. EU treaties, following the principle of equal treatment and non-discrimination, guarantee the free movement of workers.
However, young mobile workers tend to accept low-skilled occupations, which can be considered less attractive
for native employees. Entrepreneurship is another relevant area which has an impact on intra-EU mobility: in
some cases, incoming workers are increasingly contributing to enhance entrepreneurial activities at a local level.
Furthermore, intra-EU mobility also has an impact on the education system, social cohesion and relations between the incomings’ and the host communities. As a part of those impacts, the movement of skilled workers
internationally represents brain gain for the countries that earn their skills and experience, as well as brain drain
for their countries of origin. Host countries are increasingly modifying their immigration policies to attract the
types of international workers and students whose skills they desire. In this direction, European universities are
developing strategies to improve higher education quality systems by means of intellectual capital management,
as well as establishing European science, research, innovation and education policies, in which multicultural job
counselling in a European context can play a key role.
As the employment conditions significantly depend on the specific political and economic circumstances of each
nation, the analysis of work-life balance (referring to the living and working conditions) will be based on comparative reports between selected countries from Western (Germany and UK), Eastern (Poland, Hungary, Latvia)
and Southern Europe (Spain, Portugal, Italy). Furthermore, the report of each country consists of the broader
socio-economic context as well as political compensatory measures (as covered in unit 1.2) at national and
European level taking into consideration unit 1.1, 1.2 and 1.4. Variables as the national financial situation (as
well as the impact of the economic recession), social security system, statutory minimum wage or work permits
will be also contemplated in their context, and how they affect mobile workers and free movers (as for example
in the case of UK).
As reports and available data show, the labour movement of people within the Union is not equally distributed.
Polish and Baltic citizens mainly are directed to the United Kingdom and Ireland, Romanian and Bulgarian mostly
are heading to Spain and Italy. Since 2011, most frequent nationality of active mobile EU citizens were Polish
and Romanian. Under consideration of calculations of the Eurostat data, JM Counsellors will compare the situation between the different countries and the labour mobility, and know about the challenges and difficulties in
assessing employment options as learned in unit 1.3 and 1.4. The report consists of two parts, provided material
from the lecturer and a student’s research. JM Counsellors search and collect data about living and working
conditions from different EU countries with the aim of establishing a complete overview. This data outlines current challenges of mobile workers and the experiences in regard to cultural, social and labour contexts in the
destination country. It seeks to enhance the counselling of the JM Counsellors. The collected information covers
different institutions and decision-making bodies in a way that JM Counsellors recognize trends of working and
living conditions in different countries.
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Methodology – Proposals
Lecturer: She/he must accomplish a role of facilitator of knowledge with controlled debates and workgroups
based on presentations. Presentations will be the key element along with the students’ research and assignments on specific aspects of the theoretical description.
Tools: PowerPoint presentations and appropriated readings in of social media. This unit will require the creation
of a virtual forum to implement social discussion between the students.
Participants: Students will develop their analysis skills within workgroups and debate about the living and working conditions of migrant population in diverse European countries. Students will be prompted to use social
media and online tools to share material.
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Learning Unit: 3.3
Cultural patterns and ethical aspects in the context of career guidance and placement
Overview
In order to finish this module, unit 3.3 will take into consideration the application of the ethical approaches in the
counselling and guidance process. The specific objectives are related to the development of an ethical attitude
towards the individual client and the delivery of information tailored to clients’ needs on basis of unit’s 2.4
knowledge and skills. Conflict management in a transnational working environment is a key element, that can
help to avoid and prevent cultural tensions or collisions as well as to get to know strategies of politeness.
Another sociological grouping will be displayed to JM Counsellors who will be trained in methodology against
harassment, discrimination and inequality, enhancing their possibilities to develop an empathic approach to diversity and equity in the context of career counselling and guidance. In that way, they will acquire a set of ethical
values and principles (based on unit 1.2 and 3.2) applied to good practices in an international counselling framework, taking into account the diverse patterns of human behaviour that include language, thoughts, communications, actions, customs, beliefs, values, and also racial, ethnic and religious institutions.
1.1 Roles and patterns in counselling
Intercultural society is based on mutual meetings, exchanges, cooperation and dialogue between culturally diverse people. But a potential source of conflict can be especially labour mobility due to several factors like
discrimination, inequality, misunderstanding or cultural shock (this one can be produced, for example, when
diverse moral orders or productivity models collide). Such intercultural conflicts, which may be prejudice, discrimination or harassment are usually results from relationships of inequality and privilege, which is introduced
in unit 2.1 and taken up again in this unit. The identification of these types of conflicts, with their cultural determinants and stakeholders’ values and beliefs, is the key for the assessment process and necessary to face them
in consultation processes.
Counsellors who work in a multicultural environment and a globalized world need to be well aware of principles
and skills of mediation and conflict management. As a result of globalization, the increase of communication and
exchange on the virtual level has given a further boost to the development of information and communication
technologies. JM Counsellors will comprehend the impact of cultural and social patterns in multicultural communication and respond to client’s expectations in this way. Due to the deep influence of culture and language in
the behaviour of individuals, JM Counsellors should consider communication as essential in transnational and
multicultural guidance processes for labour mobility and career development. Also from the angle of the use of
new ICTs. Career counselling’s ethical standards should be transparent and precise. In addition to that, counsellors should maintain an appropriate balance between different parties’ cultural and value sets. As mediators,
they will consider diversity as a possibility of cultural enrichment as learned in unit 3.1, and counselling as a
source to establish egalitarian policies according to international ethical guidelines (as such as reciprocity, autonomy, respect, consideration of the client’s needs and background, democratic means or sensitivity).
At the same time, JM Counsellors will develop skills to control miscommunication in the wider range of multicultural interactions. The ethical implication and features of multi- and intercultural approaches demonstrate tools
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to sensitize the counsellor for avoiding harassment, bullying, discrimination and potential inequality situations to
face conflict management in counselling. The counsellor learns and establishes own interaction strategies and
tactics, with those he/she can manage also conflicts and suggest theoretical based solutions.
JM Counsellors ensure that the individual and independent career choice can take place under such conditions.
The concepts and knowledge of multicultural counselling and mobility as well as the push and pull factors of unit
3.2. are the essential base for the consultation patterns a JM Counsellor develops in multicultural environment.
The counsellor in this context takes into account the vocational or occupational patterns such mobile workers or
employees show.
In the context of pluralism and diversity, counselling is usually related to multicultural organizations. As societies
become more culturally diverse, organizations’ need increase to work together. They develop new strategies to
appear multiculturally attractive and to be collaboratively initiative. The leaderships need to have an integrative
comprehension of all participants and the diversity. Multicultural collaboration add the challenge of overcoming
the communication barriers of different cultures, ethnic heritage, values, traditions, language, history, sense of
self and racial attitudes. These organizations include a higher level of innovation, greater success in marketing
of minorities, and better distribution of opportunities, even though there also can exist negative factors such as
a higher degree of cultural conflict.
To complete the exploration of such different counselling roles, JM Counsellors will analyse the proposed methodology of conflict management within the different stages of career guidance and placement, ethical implications and procedures in the scope of labour mobility patterns, which they finally apply to different tasks and
situations. An important part of this methodology will focus on the empathy towards the client and corresponding
diverse strategies of speech acts.
1.2 Developing empathy and strategies of politeness and power
To build an empathic attitude and to regard an ethical implication with client’s welfare, must be an indispensable
instrument for a good practice in career counselling and guidance. With the use to approach techniques and
tools as for example with the Dilts Pyramid, (in order to configure a model of personal change which shows how
to gain new capabilities by engaging new behaviours), JM Counsellors will be finally able to cover all the tasks
and steps in the guidance process.
Among diverse methods of multicultural counselling and guidance, a key insight is to work on power management, strategies of politeness and strategies of independence that will increase the shared knowledge in a hierarchical scale as a way to prevent and avoid conflicts. In this way, the strategies of politeness help to avoid
confrontation by language use. Such positive effects can be to highlight friendliness (questions, special discourse markers). Also negative effects by showing defence (questioning, hedging, and presenting disagreements as opinions) can help to support a successful communication in a multicultural context.
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Methodology - Proposals
A process of organized cognitive active learning will be triggered from the previous knowledge of the students.
Lecturer: She/he must accomplish a role of facilitator of knowledge with controlled debates and workgroups
based on presentations. The process will be presented beforehand and guided to the aims of the unit.
Tools: PowerPoint presentations, and if possible, appropriated readings in/via social media.
Participants: Students will be prompted to use social media (on their own) to share material they find in collaboration with the lecturer.
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Unit 4.1
Programmes and Networks for Intra-EU-Mobility
Overview
The unit 4.1 “Programmes and Networks for Intra-EU-Mobility” aims to qualify JM Counsellors with knowledge
where to receive correct information about intra-EU-mobility (e.g. of networks, programmes or other resources)
and to adapt it to the client’s needs in an appropriate way.
JM Counsellors know the most important networks in this segment. They are aware of the networks’ fields of
activities and know their structure and tasks, especially regarding EURES and Euroguidance. Furthermore, JM
Counsellors know a wide range of available programmes for mobile workers. These include study or educational
training and mobility as well as financial programmes at national or international level. It is important to sort out
several adequate programmes for the client and to sum up the preconditions and main facts in a useful way.
The clients can be either incoming workers, or outgoing workers or returning workers, which has to be taken into
account when selecting the adequate programme(s). In addition, competences from unit 2.4 have to be connected to and applied in this context. This means, the counsellor has to guarantee that clients receive such
information at a reasonable point during the consultation session that implies a well structure and an appropriate
extent of the overall provided information. This unit consists of three parts. JM Counsellors will acquire this
knowledge and apply it in the counselling contexts:
1. Development, Structure and Task Fields of Employment Service Networks (EURES, Euroguidance)
JM Counsellors get briefly introduced with the history and administration of European networks. EURES was
founded in 1993 as European Employment Service between the European Commission and 20 partners of public
employment and placing services of 13 European countries. It strives for a better cooperation of employment
and placing service institutions. The Directorate-General for Employment and Social Affairs of the European
Commission is the coordinator of the network. Approximately 700 qualified counsellors offer free services for
employers and job seekers in the three main working fields: provision of relevant information, counselling and
guidance, as well as employment and placing services. The partners and organisations of the network provide
sufficient resources that allow a high qualitative job-matching service. Further support is provided by the European Commission, for instance with a telecommunication and a computer-guided network, basic and continuing
education or training for specific topics, languages, as well as financial and administrative support. It is estimated
that these services have an effect on 600.000 mobile workers of each European nation and on a total number
of 28 countries of the EU.
In 1992, the European Commission established also a European network for national resources and information
about education, employment and counselling because of its importance in education and employment policy
on European level. Today, this network “Euroguidance” consists of 50 centres in 32 European nations and is
part of the programme lifelong learning. Its two main aims are
1. the promotion of Europe in counselling and
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2. the provision of unique, specific and high qualitative information (data) of counselling and mobility for
education.
An expert and a contact person from the Directorate-General for Education and Culture of the European Commission administrate and partly organize international reunions. It should be mentioned, that Euroguidance and
EURES are cooperating in labour mobility issues. The network’s development was and is self-regulated on
national level. That means, through evaluation, investigation, working groups and teams the establishment of
the administration and organization structure was driven by proactive bottom-up strategies. National and international clients of Euroguidance are mostly guidance professionals, teachers, learners or parents. The information contains for example school, education, counselling and guidance systems, project outcomes and its
experiences in practice, programmes of education, trainings and labour or study mobility. Moreover, the centres
organize study visits, seminars, further training and conferences. The information is accessible via the public
website of Euroguidance or the national partners, e.g. PLOTEUS. There is a web-board for internal members
that provides more information. JM Counsellors get to know the websites and where to find which information
as well as how to search and use other functions.
Regarding JM Counsellors’ precedent knowledge (e.g. they are familiar with EURES and Eurodguidance), they
optionally get to know a third network like eurodesk, Youth in Action, enic-naric, EURAXESS, europass or Europe direct. This optional part can be realized as a self-study phase. Then, the teacher has to hand out enough
relevant material to students. Such as articles, information leaflets or brochures and the website of the network.
The outcome of this self-study phase is an overview of the responsible persons, the main objectives, the working
fields, the partners/localizations, the structure, the organization and the clients of the network. These factors
represent the most important characteristics of networks that JM Counsellors need to know. At the same time,
this list serves as an essential
At the end of this part JM Counsellors get to know specific network structures of the national public employment
services that are occupied with employment and placement services for incoming, outgoing and returning employees. Specifically, the work fields and responsibilities of these institutions/services to guarantee an appropriate and efficient information flow. To give an example: In Germany the International Placement Services (ZAV)
as part of the Federal Employment Agency mainly counsel and guide incoming, outgoing and returning employees.
2. Educational, Mobility and Financial Programmes at National and International Level
JM Counsellors get to know several national and international programmes that offer educational, training or
financial support. They learn important aspects of each programme, considering the date of mobility (before,
during or after moving abroad), or the type of mobility (incoming, outgoing or returning employees). In addition,
they are aware of the preconditions and their relevance on national or international scope.
On European level there are programmes, like lifelong learning, Grundtvig and Erasmus-Mundus that JM Counsellors are familiar with. Due to differences in European countries the lesson points out lines of the own national
policy based on EU regulations which were content of unit 1.2. The policy affects also programmes for intra-EUmobile workers. The general objective in regard is to establish a solid knowledge base that, afterwards, is ac-
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tively used and improved independently for counselling and guiding clients. In Germany, GAIN (German Academic International Network) and OST (Office of Sicence & Technology) Scientist Network are presented with
their most important attributes as national programmes.
3. Extracting Relevant Information from Programmes for Several Clients
JM Counsellors distinguish several programmes by main characteristics, e.g. its adaptability or usability for incoming, outgoing and returning, and the period of mobility (before, during or after moving abroad) and the required preconditions. Thus, students are able to list the relevant programmes for one client considering their
needs. Especially, motivation and the “pull-factors”, which attract an employee, are important in this context. In
this sense, this part is linked with unit 3.2 wherein JM Counsellors learn more about living and working conditions. JM Counsellors are able to adapt the acquired knowledge on how to identify and analyse clients’ needs
and how to establish a successful counselling consultation. Precisely for this part, JM Counsellors have to sort
out fitting programmes for clients and use helpful connections from networks. Afterwards, they integrate them in
an appropriate way in the consultation conversation (interrelated with unit 2.4 and 3.1) to extract a satisfactory
solution for the client.
For this part, there will be an introductory example on how to adapt such knowledge and how to realize the
analysis and extraction of a client’s adequate solution. In the following, JM Counsellors will apply their acquired
knowledge to a new content/ case during a self-study phase. It can be done either individually or in partner work,
depending on the knowledge level and the size of the group. Concretely, about the client’s case, JM Counsellors
have to find two or three optimal programmes or support methods and give arguments for and against it.
Methodology – Proposals
Lecturer: A presentation serves for the input phase which also includes handouts for the participants. For the
analysis of the programmes regarding the client’s individual needs, the given template of the needs analysis will
be extended to attach possible programmes or supports.
Tools: PowerPoint presentation, overhead projector/beamer/smartboard (depending on equipment)
Participants: PowerPoint handouts, template for programme analysis
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Unit 4.2
Building up/Optimizing a European Network of Mobility Counsellors
(Targeted to ICT professions)
Overview
The unit 4.2 “Building up and optimizing a European network of Mobility Counsellors (targeted to ICT professions)” is aimed to qualify JM Counsellors to build up networks, to participate proactively and to optimize them.
Furthermore, JM Counsellors are able to cooperate with partners and colleagues outside the networks. For this,
JM Counsellors use knowledge acquired in unit 2.3. In each situationhe/sheorhe/sheis able to answer properly
to clients’ needs and to promote those in the networks.
JM Counsellors are aware of the functionalities of EURES and Euroguidance and networks in general. They
know the characteristics of a counsellor network and the advantages and disadvantages of different networking
channels. To guarantee a successful interaction and participation in a network, one has to know the characteristics of a communication process as introduced in unit 2.3. In case of extending a network, JM Counsellors also
have to be able to evaluate possible future partners regarding several criteria. Not only partners, but also information has to be useful to ensure good counselling. Therefore, JM Counsellors know how to examine the quality
of information. To meet the requirements of a changing labour market, like the IT segment, JM Counsellors are
familiar with different forms of learning, and finally how to evaluate new knowledge. Hence, this unit consists of
three parts:
1.

Functionality of networks

A network is a system of defined nodes, represented by persons or organizations, which are connected to each
other. All of them usually are engaged in one or related working topics and strive for the same objectives. The
communication between these networks is aimed to exchange knowledge, know-how and experiences. In brief,
to use more efficiently the resources. Therefore, intercultural know-how, fluent English skills, virtual communication skills, knowledge of education, trainings as well as labour markets and legal situations of different European countries are required from networks’ participants. Main characteristics of a network and its participants
are openness, reciprocity, mutual respect, recognition of ethical and moral values, innovativeness, implementation of agreed quality criteria of networking, a shared strategic marketing concept and collaboration with further
networks. Other networks or bodies can be HR departments of enterprises, public institutions, universities, and
EU transnational network partners, like EURES, Euroguidance, or GAIN and OST).
Furthermore, a new network for counselling and placement consists of:
1.
2.
3.
4.
5.

a broad group of counsellors from different organizations
shared interests on the same topics and working fields
same or similar objectives and desires
information exchange and experiences to improve the service for clients
establishment of new and efficient collaborations
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Especially, in the context of ICT professions, counsellors work and collaborate in a flexible, creative and communicative way using also ICT competences. ICT competences are needed when the network’s communication
takes place mostly via a virtual platform. Such social networks have gained enormous importance in the last few
years due to the easy usability. Employers and employees can communicate faster and efficiently. Besides,
several disadvantages can facilitate the exclusion of certain workers. Social stratification of workers cause an
exclusive restriction in a way that opportunities are linked to a reference group a worker belongs to. Another
discrimination factor can be the language barrier or the lack of knowledge about the local/national labour market.
Hence, several reasons justify face-to-face consultations that are considered as important alternative in network’s communication.
2. Participation, interaction and promotion of networks
The networking is realized via a formal, structured, voluntary and occasional collaboration. All communication
should be intentional, non-commercial, from a reliable source. From a point of view of the sender-receiver-model
(compare unit 2.1), the sender can provide understandable information. This consists of common language
(mostly english) and an assurance that the receiver understands the special terminology, which was established
in a common transnational glossary in unit 3.1. For this, all network partners agree to a set of network communication norms and act in accordance with them. This chapter is a continuation of unit 2.3 and 2.4. The information management and marketing is set in a networking context and a special reference to the IT sector.
Afterwards, different methods, e.g. bottom-up, top-down or a mixed form, regarding the communication structure
of the network can initiate improvements and changes. Therefore, a JM Counsellor has in mind the basic characteristics of change management, he/she learned in unit 1.3. The communication norms also are applicable for
new partners or associates. In case of a network extension, there is a catalogue of criteria for the classification
of possible network partners. The following criteria can be used to classify possible partners:
1. Official or non-official contacts
2. Close or far contact area
3. Past collaboration – non collaboration/experience
JM Counsellor are aware that the communication activities they carry out usually are influenced by the network’s
internal communication rules. In this way, he/she contributes actively to the network and can introduce changes.
Further details on marketing are content of unit 4.3.
3. Self-regulated Knowledge Management as a Mobility Counsellor
The required ICT skills as well as the knowledge of ICT professions in this curriculum can be linked to each
other and serve JM Counsellors as an anchor to evaluate and educate themselves further. Therefore, the acquired knowledge of previous units, especially from unit 1.5 and 2.4, are combined, adapted and extended. Such
a JM Counsellor knows where to find information about characteristics, requirements and functionality of local
and national IT labour markets. For that, he/she observes self-regulated and systematically European and national available information. Those sources are evaluated regarding potential, effectiveness, and relevance for
the target groups. Concrete criteria for quality are accuracy, general validity, topicality, usefulness, comprehensibility, user-friendliness, accessibility, differentiation in extend and depth. Furthermore, JM Counsellors can
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differ between formal, non-formal and informal learning. Furthermore, they can self-evaluate their own IT
knowledge and competences in the context of the European and national labour market. They are able to find
out own lack of knowledge and know where and how to overcome those gaps.
As a self-study phase in this module, students have five hours to investigate and explore one curriculum-related
and new topic (e.g. foreign labour market, foreign social security system or foreign mobility guidance service).
No extra material for this study is provided. It is completely self-guided. The outcome will be a handout of maximum two pages that presents the individual outcomes. Finally, students have to self-evaluate their outcome with
the given quality criteria.
Methodology – Proposals
Lecturer: For the input phase serves a presentation that participants also receive as handouts for notes. For
the evaluation of the self-study phase a table with the criteria is handed out.
Tools: PowerPoint presentation, overhead projector/beamer/smartboard (depending on equipment)
Participants: PowerPoint handouts, handouts for the final evaluation of the self-study outcome
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Unit 4.3
Marketing Strategies for Mobility in EU, esp. in ICT Labour Market Segment
Overview
Unit 4.3 “Marketing Strategies for Mobility in EU, esp. in ICT Labour Market Segment” aims to qualify JM Counsellors with counselling experience and practice.
JM Counsellors identify the basic principles of job market functioning especially in ICT segments, namely informatics, IT system analysis as well as IT applications, IT networking, IT organizations and Software Development.
JM Counsellors in this context use knowledge from unit 1.1 and 1.5. They identify and explain problems of
employment policy in ICT employment possibilities in partner countries and in the European Union. They identify
basic groups of clients and instruments of the labour market policy. They determine the needs of demand and
supply in the labour market. They communicate with networks’ internal and external customers. They distribute
the collected information on unemployed people regarding vacancies abroad as well. They set marketing objectives for highly specialised mobility vocational counselling. They determine and adapt marketing requirements
to different target groups. They evaluate possibilities for satisfying the needs of potential mobile workers. They
work out activity schedules and marketing materials, e.g. the application of promotion and distribution methods
and techniques, in concordance with the marketing plan. They select appropriate marketing instruments. They
cooperate and make contacts with labour market partners. They monitor the effectiveness of the marketing
activities to improve the mobility services. The marketing section of this unit offers three parts:
1. Basic Ideas in Marketing
A marketing concept is an intellectually broad project with a leading thought that links in one plan the main
strategies and necessary operational measures (instrumentation).
Marketing may be perceived as a marketing concept of the specific target-oriented formation of the processes
of exchange with partners in a work establishment/organization (internally) and with external partners (especially with partners in offer/supply markets and acquisition/demand markets), as well as in the area of public
opinion (public marketing). This part focuses on internal marketing, external marketing, the exchange process
(of two parties), the direct/two-way exchange, meaning the return services, and the indirect /many-way exchange
regarding other ways of exchange (e.g. free services to citizens). The knowledge and competences of this unit
are based on the content of unit 2.3 and 4.1.
2. Leading Thoughts and Leading Objectives of Marketing
1. The idea of gratification: focusing the marketing conception towards the needs, expectations and requirements of the network partners.
2. Focusing on "bottlenecks": orientation to the most important "bottlenecks" in marketing:
Offer/supply area, acquisition/demand area (limited human, substantial, financial resources), public
opinion (image, criticism).
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3. Competitiveness, quality of the provided services, turnovers, market share.
4. The principle of social responsibility (working in opposition to the tendency for ever greater emphasis on the
role of achieved turnovers and profits).
It is important to subordinate the main leading thoughts and objectives of marketing to the superior corporate
identity of the counselling organization. Therefore knowledge from unit 2.4 about corporate communication is
taken up. To shape the corporate identity (CI) it is important to combine these three instruments:
• Corporate communications (CC): advertisement, public relations, and internal communication
• Corporate design (CD): external image of the organization with a logo, a header on official paper, architecture, employees' wear, etc.
• Corporate behaviour (CB): external and internal behaviours. All the three aspects should be mutually harmonized (in terms of the awareness of being "us").
3. Planning Social Marketing - a Strategy for Job Mobility Counsellors
Step 1: The JM counselling service should precisely describe ICT market segments. The more precisely the
market is described the better can be defined the product. The characteristic features of the product and the
expectations of the market participants result in a real market and a potential market.
Step 2: The segments division of the market should be made on basis of criteria that uncover differences.
Significant from possible clients’ point of view are (1) socio-economic variables (gender, occupation, income,
unemployment, social class, family situation), (2) geographical variables, (3) psychological variables (values,
motivations, lifestyle) and (4) involvement in different counselling offers.
Step 3: Identification of the type of clients. The JM Counsellor decides: Should the counselling tasks be offered
in a non-differentiated or rather a differentiated identification of the target groups? On the basis of combining
criteria, a JM Counsellor can distinguish types of the market segments. In case of the active division in segments the marketing instruments are applied with a specific aim, there is no loss resulting from dispersion. One
can speak of passive division in segments or an auto selection of clients in case when the counselling offer
refers to a larger market; there is a danger of loss resulting from dispersion.
Step 4: Identification of the form of competitiveness-orientation: Should the goals be achieved by a clear
differentiation from a similar organization or independently from competitive organizations?
Step 5: Identification of the kind of offer facilitators/offer intermediary agents: How precise is the co-operation with other organizations that offer facilitators/intermediary agents? Persons or institutions and the type of
relation with them are entered in a table (current = as it is now; target = the way it should be in future).
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Step 6: Identification of the pivotal points by application of marketing instruments. Marketing can be defined
as the creation of four tools and their optimal combination for a "marketing mix".
Product policy/Programme policy
- What does the counselling product/service consist of?
- Which specific requirements must the counselling product/counselling service meet?
- Which restrictions exist (number of counsellors, staff’s qualification, finances, equipment, legal restrictions)?
- Are there any complementary or replacement products?
Communication policy
The communication policy is about how to address target groups effectively, namely how to communicate services/products. First of all, there has to be decided on the campaign’s level of requirements. In this scope several
campaigns like cognitive campaigns (to raise awareness of one’s individual advantages), action campaigns,
behavioural change campaigns and value system change campaigns will be specified.
Distribution policy
This policy is about making the different counselling products and services available to the target groups at the
right time, in the right place, in the right amount and in the right manner. Focusing on direct (e.g. face to face)
and indirect method (e.g. via schools).
Price policy: Compensation policy
The valuation of counselling services with a "price" is a prerequisite for the economic (efficient) use of resources.
Making offers available to people for free is not always synonymous with a social mandate. Therefore, in particular public employment and career guidance services must find ways to ensure the efficient and effective use of
their services with the help of a compensation policy. There has to be differentiated between monetary and nonmonetary compensation, like direct (tuition fees) or indirect (social security) and direct/indirect immaterial compensation.
Methodology – Proposals
Lecturer: Input - a presentation on the scale of marketing activities in the field of non-profit services for ICT
segments with examples. Work in small groups on the planning of a marketing strategy in various areas of vocational guidance. With this objective we are drawing up draft syntheses.
Tools: A PowerPoint presentation. Draft syntheses for participants.
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LABORATORIES
Lab 5: Co-working Laboratory
Overview
The main objective of the co-working laboratories “Organizing an International Counselling and Placement
Service” is to put into practice JM Counsellors’ ability to organize a mobility guidance service, converting the
organizational skills from formal to non-formal and to reinforce both transversal and soft skills. Applied to the
framework of service business, organizational skills imply the ability to use resources, to manage time and
activities, as well as to relate with clients in an effective way. This laboratory mainly focuses on transferring
knowledge from units 2.4, 3.1 and 4.3 into practice.
In order to organize and manage effectively a service business, it is especially important to have a clear picture
and a thorough understanding of the service that it is being or will be delivered. For this reason, students will
use the “Service Model Canvas” to identify in a cooperative and independent way the key aspects of a mobility
guidance service. The “Service Model Canvas” is a tool that helps students to visualize the organization of the
mobility guidance service, to identify aims and target groups and to think strategically about solutions to problems
and challenges. Working cooperatively (in a co-working lab) at a service business model will help students to
grasp the rational and the value logic of the Mobility Welcome Service.
1. Creating Effective Business Services
Services are intangible products. Unlike goods, services cannot be stored nor owned, but they can be exchanged. The exchange occurs through an interaction between a customer and a provider – normally an enterprise that provides work carried out by experts to meet the needs of customers. Such enterprise is commonly
referred to as “service business” (Business Dictionary, 2017).
As services are intangible and perishable, customer satisfaction is mostly based on the quality of the service
provided and the overall experience received at the delivery point. For this reason, a service business must be
designed carefully, taking into considerations all aspects that might be involved in the interaction between the
provider and the consumer together with the quality of the service itself. The knowledge base for this was covered
in unit 2.3 and unit 2.4. To this end, service design represents a valid help. Service design is “the activity of
planning and organizing people, infrastructure, communication and material components of a service in order to
improve its quality and the interaction between service provider and customers” (Mager 2008). Different methods
can be used to design a service, including analytical tools (e.g. video-ethnography), design tools (e.g. blueprints)
and representation techniques (e.g. storyboards).
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In accordance with the Canvas model the design of a service is divided in four phases:
1. Discover: during this phase, you should depict the existing situation, trying to gather as many
information as possible regarding the service and the actual or potential users;
2. Define: this phase should be dedicated to identify the tools that can be used throughout the service
provision to improve its quality, based on the information gathered in the previous phase
3. Develop: at this point, you are ready to actually design the service. It is recommended to involve
employees, users and external stakeholders to take into consideration the viewpoints of all the
people that take part to the service;
4. Deliver: step 4 is dedicated to test and evaluate the service designed to verify its feasibility. After
this testing phase, it is possible to make adjustments (if deemed necessary) and to perfect the
service provision
2. The Service Model Canvas
Through the laboratory, students can experiment an easy and effective way to start thinking about the way to
design and organize a service or to re-think the organization of an existing service (phase 1). They will apply a
methodology used for the design of business (the Business Model Canvas) which has been specifically adapted
to the design of service business. The Service Model Canvas2 helps to visualize all the key elements that
compose a service, from users to competitors. The canvas is composed of 10 boxes, each of them refer to one
key aspect of a business service:
1.
USERS – in order to design an effective service, it is important to clearly identify who are the users,
if there are different target groups and which are the differences among them. A good service business
targets all its possible users and is able to provide a customized experience to each of them, taking into
consideration their respective characteristics and needs.
2.
SERVICE PROPOSITION – a good service business should provide a clearly identifiable benefit
to its users and it should be able to provide a value added compared to its competitors. It is therefore
essential to identify a well-defined goal and to communicate such goal to users.
3.
CHANNELS – a service can be available through different channels. It is important to identify the
most suitable channels in relation to the type of service offered as well as which are the channels that
users might prefer.
4.
USAGE – when thinking about the usage, it is important to consider not only how the service is
currently used, but also how it could be potentially used. In this way, it is possible to design the service
accordingly, adding innovative aspects and increasing its attractiveness among users.
5.
ACTORS – actors are all the people that are behind the proper functioning of a service. Having a
clear picture of all key personnel and suppliers is essential for the running of the service. It is also important to identify key partners that can be involved in different stages of the service provision.
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6.
KEY ACTIVITIES – similarly, it is crucial to list all main activities and resources related to the
implementation of the service.
7.
CHALLENGES – challenges refer to obstacles that can hinder the optimal delivery of the service.
When thinking about challenges, it is important to consider no only present challenges but also potential
ones. Once they have been identified, it is possible to think at solutions and/or countermeasures that
can eliminate or mitigate their negative effects.
8.
COMPETITORS – the identification of competitors is a crucial activity, since it allows to differentiate
the service and increase its competitiveness. The objective is to provide users with the best alternative
possible compared to other similar services.
9.
ROI – it is also important to establish quantity and quality of the expected Return on Investment. It
is worth noticing that ROI is not necessarily measured in financial terms, but it can take into consideration other aspects as well, such as the level of customer satisfaction, brand strength, employee retention
and so on.
10. KPIs – once it is established what is a ROI, it is crucial to identify how it is measured and which
indicators are used. When defining the indicators, it is important to set a minimum threshold to indicate
whether a specific ROI has been achieved or not (e.g. minimum n. of users that use the service each
year; minimum n. of positive feedbacks from users, etc.)
3. Implementation
The Service Model Canvas can be completed in a group activity. Groups should be formed with maximum 4
people. Once all groups have filled out their Canvas, it is possible to use a large version of the Canvas (or a
digital one) to collect all the ideas and inputs proposed by the single groups in one. A final discussion with all
groups together shall define the final version of the Canvas, eliminating redundant or unnecessary elements.
Students will work along the following 6 steps:
1. Identifying and ordering goals on an individual base;
2. Researching and organising information for a mobility guidance service
3. Developing ideas and solutions for individual target groups
4. Structuring the concept
5. Representing the concept convincingly in words
6. Communicating the concept successfully to the labour market.
.
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Lab: 6 Virtual Mobility Laboratory
Overview
The Virtual Mobility Laboratories aims to strengthen learners’ ability to build networks. In broad sense, networking refers to relationship building among people with similar interests and goals. It involves actively
getting to know people and developing an ever-increasing list of connections. It involves sharing information,
ideas, resources and opportunities.
Through the Virtual Mobility Laboratories JM Counsellors will learn how to identify and select stakeholders,
how to create a network and they will put into practice their networking and communication knowledge and skills
they have acquired in unit 2.3 and 4.2.
The competences of JM Counsellors for building networks will be achieved in a three steps’ process (Conradin,
Kropac, Spuhler, 2010):
Step one: Identifying and Selecting Stakeholders
The process for stakeholder engagement derives from strategic business planning and has been successfully
transferred to other areas such as corporate social responsibility, development cooperation projects, health
projects, environment management and others. The identification and selection of stakeholders means above
all participation, communication, consultation and commitment of other agents in a project or outcome and this
is a concept that JM Counsellor has to be aware of.
A stakeholder can be defined as “any group or individual who can affect or is affected by the achievement of the
organization objectives” (Freeman, 1984).
Other definitions show stakeholders as “individuals or groups who have an interest in the project, programme or
portfolio because they are involved in the work or affected by the outcomes” and the stakeholder management
is “the systematic identification, analysis, planning and implementation of actions designed to engage with
stakeholders” (APM Body of Knowledge, 6th edition (2013)).
The methodology to identify and select stakeholders can be divided into the following phases:
1: Identification of stakeholders through a brainstorming process to collect an exhaustive list of individuals/businesses/groups/organizations that can be involved in labour mobility at local and European level. The
mind maps, a Venn diagram or tables are useful tools to structure the information and categorize it in
primary, secondary and tertiary stakeholder groups.
2: To set stakeholder’s importance and influence. It means to analyse how important it is that certain
stakeholders are involved, and about the degree of influence and power a stakeholder has to affect the outcome
of an initiative. This information can be collected through the development of a matrix. An alternative to develop
qualitative information is to list the main aspects why they are important, how these main aspects influence
the creation of a network, and transfer this information of the previously developed stakeholders list in a simple
“stakeholder table”.

The European Commission support for the production of this publication does not constitute an endorsement of the contents which reflects the views only of the authors, and the
Commission cannot be held responsible for any use which may be made of the information contained therein

106

3: To consider stakeholders interest. Stakeholders have very different interests regarding labour mobility issues. It is important to assess stakeholder interests and the potential impact of these interests on the planned
project. It may be drawn out by asking about expectations, benefits, level of commitment and resources available of the stakeholders. The tools for gathering this input can be open maps, Venn diagrams, lists, etc.
4: Stakeholder strategy plan. The stakeholder strategy plan aims at structuring the findings of the preceding
steps. This structure helps to know about the roles and characteristics of the stakeholders, and how and when
to involve them.
A Stakeholder Strategy should incorporate the following elements (adapted from Elliot, 2003):


Best approaches to involve stakeholders in key decision



Ways to meet stakeholders’ expectations



Ways to create buy-in and ownership



Ways to use the influence of stakeholders to the project’s advantage



Best methods for communicating with stakeholders



Ways to neutralize or eliminate negative impact of stakeholders

Step one: to elaborate the stakeholder participation matrix
The stakeholder participation matrix contains two axes. The horizontal axe (rows) shows the participation level,
and the vertical axe (columns) shows the implementation level:


Participation (rows) can be seen as a continuous scale, from a low level to a high level of participation. This
implies the level of interaction with the stakeholder (information, consultation, collaboration/partnership and
empowerment/controlling). In each of the cells is written which stakeholders you need to inform, to consult,
with which stakeholders you want to collaborate with, and which ones are controlling the process.



Implementation level (columns) helps to identify which stakeholders are involved in which stage of the project,
e.g. during the exploring phase, the planning phase, the implementation phase or/and the monitoring and evaluation phase.
Communication f rom the early stages of the plan is a key to create a solid network. Together with the
identification of the stakeholders, it is important to define “what” to communicate to “whom” and “how”. The communication model from unit 2.3 sets the theoretical base for this.
Step two: to create a network
A network is developed mutually and is best when there is a formal agreement that stakeholders have been put
into place. Developing a partnership requires clear terms and open communication.
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Stakeholders’ network can be created on a formal or non-formal basis. But it is important to clarify the evidence
of each entity or individual. They can clearly articulate why they are part of the network, how they expect to
benefit, what, how and when they are expected to contribute, and when they expect to see some sort of result
from the network.
Depending on the legal form that fits best to the aim of the network, the scope (national vs international) and the
local regulations, there can be chosen different types, i.e.:


Sign of a Memorandum of Understanding (MOU)



Sign of cooperation agreement



Creation of a legal entity i.e. a non-profit organization



The creation of the network

The choices made for the creation of the network have to be carefully addressed. A table with “pros” and
“cons” is recommended for carrying out the process.
Step three: networking and communication
Networking: make the network alive
“In a broad sense networking is the relationship that is built among people with similar interests and goals. It
involves actively getting to know people and developing an always-increasing list of connections. Networking is
about sharing information, ideas, resources, opportunities” (OLEG LUKSHA et al. (2015)). In the case of JM
Counsellors, we assume that there is a distance among the members, therefore, networking and communication
is built across distances mainly via ICTs.
A key factor for international networking is to establish strong bonds among stakeholders based on clear and fluent
communication. Labour mobility networking implies cross-cultural communication with different stakeholders of
various countries. JM Counsellors have to develop both the networking/communication skills and competences
to avoid gaps in communication.
Networking skills include:
•

Understanding the difference in culture

•

Running/facilitating effective meetings (face to face or online)

•

Making good presentations

•

Provide feedback on written conversations

•

Using the web collaboration tools/services efficiently

•

Using social media

•

Making effective interviews
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•

Organizing efficient brainstorming meetings

•

Writing reports, factsheets, summaries

and personal communication skills as active listening, awareness of non-verbal communication, verbal communication skills, questioning techniques and show confidence, empathy, respect and open-mindedness. The JM
Counsellors acquired an in-depth base knowledge and skill in running through the programme. With an outlook
on their work future, this part helps to sensitize JM Counsellors for self-regulated learning and for coping with
new information and innovations.
Communication, therefore, is a process that involves at least two people – a sender and a receiver. For it to be
successful, the receiver must at least understand the message in the way that the sender intended (as covered
in unit 2.1, 2.3 and 3.1)
The most frequent reasons (gaps) for the communication problems:
•

Lack of trust between partners: trust-building and transparency are nourished by a consistent and
continual portrayal of truthfulness, sincerity and commitment. To build trust is a critical step in the
creation and development of networks. Regular communication is necessary to keep the relationship
alive and to trust at a constant level. Otherwise, trust spontaneously decays over time, and needs to
b e re-established when the next interaction takes place.

•

Stereotypes are overgeneralizations that help people to make sense of what goes on around them, but
they often interfere with objectivity because they rely on selective perceptions and portions of information
which correspond with already-existing beliefs. As people from different cultural groups take on the challenge of working together, cultural values sometimes conflict. There are typical cultural differences,
which affect the process of international cooperation and should not be ignored.

•

Wrong expectations. One of the greatest areas that lead to communication breakdowns is the
difference between what the stakeholders feel is reasonable to expect from anyone, and what they
actually do receive, or think that they have received. Expectation mismatch often leads to the situation
when partners fail to understand the thinking that is behind the actions of the other side. Essentially, this
boils down quite simply to ineffective communication. One tip to avoid wrong expectations is to
involve/inform stakeholders in all phases of the activity.

•

Fear of punishment for honest (open) communication. Fear of making mistakes, of delivering bad
news and of expressing opinions openly is one of the main communication barriers, because efficient
communication means that both good and bad news should be transmitted in the right format and at the
right time.

•

Language differences are an obvious impediment to effective communication and to building trust. As a
result, the presence of high anxiety or stress is common in cross-cultural experiences because of the uncertainties involved. It’s really important to be aware of the discomfort created by language barriers between speakers to cope with tension in communication process.

Communication in practice
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The JM Counsellor interacts with diverse international stakeholders. To keep channels of communication
open and fluent, it is recommended to elaborate simple guidelines on in te rnal and exte rna l communication and dissemination procedures.
The guidelines should gather at least:
•

Tools (Intranet, Web platforms, Trello, Asana, Dropbox, Google drive, Mail, Skype, LinkedIn and other
social media, etc.)

•

Audiences (Partners of the network, other networks/stakeholders, beneficiaries, funders, general audiences, etc.)

•

Information channels (fact to face, paper, digital support, video, blogs, phone, mass media, social media,
etc.)

•

Kind/content of communication for each target group and channel.

Methodology - Proposals
Lecturer:


Input - presentation of each step of the laboratory.



Reinforce the acquisition of learning content for Step 1 showing students case studies and examples
of identification and engagement of stakeholders in different areas (i.e.: management, European
partnerships, development cooperation, civic participation, etc.).



Lead the students on the analysis and the choice of the legal form of the network and types of
agreement between partners (Step 2) through the questions and answers technique. Promote the debate
among students on pros and cons of each answer.



Work in small groups on the building of an international stakeholder network for labour mobility focused
on communication/networking activities to keep the network alive.

Tools: A PowerPoint presentation. Draft syntheses for participants. Case study, examples, question and answer
exercise and work group handouts.
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