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Introduction

This Handbook is produced as part of the Gender and Migration MOVE ON project, which is an EU funded 2 year
programme led by the IARS International Institute in the UK and carried out in 6 partner countries from 7 partner
organisations Anziani e non solo and Progetto Arcobaleno from Italy, berami e.V. from Germany, KMOP from Greece,
Stowarzyszenie Interwencji Prawnej from Poland and SURT from Spain.

MOVE ON aims to strengthen the skills of professionals who provide educational and career guidance as well as
counselling to EU migrants, with a focus on gender and cultural sensitivity. The MOVE ON project is an innovative
programme aiming to share, develop and transfer effective practices, training and knowledge of professionals working
with migrants and refugees.

The project is supported by Erasmus KA2 strand “Cooperation for Innovation and the Exchange of Good

Practices in Europe.” Using a user-led methodology and by building on evidence from existing best practices, the
project aims to exchange innovative models:

Yo give staff of partner organizations the opportunity to participate to a dedicated and proven accredited training
programme originally developed in Germany concerning gender and culturally sensitive guidance services to migrants;

N to share knowledge and successful practices across Europe concerning methods currently in use in the partner
countries

Yo identify the profile requirements of career advisors for migrants paying particular attention to issues of gender
and culture.

This Handbook was piloted at a CPD accredited training event that was held in Frankfurt from the 6th — 10th February.
Hosted by berami, the training aimed at expanding and strengthening the gender and diversity-sensitive counselling
competencies of the participats. The training was aimed at practitioners who are already working in the field of career
counselling or are supporting migrants and refugees integrate into their host country. The training included visits to
two organisations in Frankfurt who will share their best practice in supporting migrants into employment. Training
topics included:

N An Introduction into career counselling for migrants and refugees
N Gender and diversity in career counselling

W Counselling processes in intercultural contexts

) Hypotheses building

N Reflexive working in migrant and refugee career counselling

The aim of the training programme and the material therein is to expand and strengthen the gender and diversity-
sensitive counseling competencies of its participants. It is aimed at practitioners working in the field of career
counselling in intercultural context and other professionals supporting migrants and refugees to integrate into their
host country.

The main learning objective is to extend the own interpreting horizon of the counselors thus enhancing the quality of
their work. The training gives participants an opportunity to consolidate their communicative skills and abilities to act
in intercultural settings and raise awareness about their self-perception.

Participants are presented with models based on theoretical concepts from the areas of communication, gender and
diversity and are encouraged to use them as reflection instruments for their counselling practice. Emphasis has been
put to achieve balance between theory and practice: participants have numerous opportunities to put new theories
and models into practice during small group discussions and reflection exercises.

The training materials and contents are designed taking into account different backgrounds and context of activity of

6



participants, however basic knowledge of counselling theory might be helpful for the participants to benefit fully
from the training.

The content of the training has been certified by the CPD Certification Service as conforming to continuing professional
development principles (certificate no: A0O04813).

In the first part of this handbook you will find the training resources elaborated and piloted within the MOVE ON
project.

The second part contains chapters in partners’ local languages summarizing the training programme and analyzing its
transferability at local level.

We hope that you will find this Handbook helpful in your work. Feedback and comments are always welcome and can

be submitted via the project’s website http://www.moveonproject.org

On behalf of the Move On partnership,
Dr. Theo Gavrielides,

Move On project coordinator

IARS Founder & Director

March 2017






Learning outcomes of the training programme

The core of the competences that Move On Training wanted to improve was based on gender,, intercultural and
diversity concepts. The extended reflection on these topics should bring participant to enlarge their approach and their
offers to migrants women: find the intervention strategies to quickly reach the target and in a in a way that is functional
and respectful of their needs.

Itis very important to consider that Career Counselling is composed by two different aspects: the expert advice (transfer
of information and knowledge) and the process consulting (monitoring of decision-making processes). These aspects
cannot exist one without the other.

Referring to the counselling process participants should reflect on their guidance and counseling activities, starting
directly from their practical examples. Discussing on cases just to give them a more multifaceted interpretation, which
might consider as many points of view as possible.

The complete expected learning outcomes were about:

N Factors influencing professional integration process of migrants and refugees”
N The counseling approach (Systemic model)

N The counselling process: how it works and which are its features

“The counseling steps - a guideline for counsellors on how to structure a counseling session (preparation phase,
explaining the framework of the counselling service, claryrfing the concerns of the advice-seeking person, developing
professional objectives etc.)

N What does diversity mean and how to interact with it

N Gender specific aspects and requirements

Essential principles of counseling in intercultural context

N Elements of Intercultural communication (verbal and non-verbal elements)

N How to develop hypotheses and check them in the counseling sessions
Personal value orientation (when it represents an obstacle and when a resource)
Personal counseling style and approach (how to reflect on it)

U ANDERS — Modell — reflexive professional self-concept tool (be able to reflect and monitor their own work of
counselor).



Teaching programme and material

@
¥ Day 1

Intfroduction into career counselling
for migrants and refugees
mole2” B sl

Training for career counsellors
1st day - Monday, 06 February 2017

Overview

Influencing factors in the
professional integration

>enaer anda Diversity processes

The counselling process
Diversity and Gender

. Counselling processes in
[ | intercultural context
rasmus+

The project “Move on - Migration & Gender: Viocational and Educational counselling” is
funded by the E + EU Py under the ag 2015-1-UK01-KAZ204-013550

berami berami
Institutional factors

. Influencing factors in the

Legal framework

professional integration [[erstion e
processes 1 M R

JUCATION ORMARKET
SYSTEM
; Usability of
connecting ‘brought along
factors for qualifications
available and

qualifications competences
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lberami

lberami

Individual factors

II. The counselling process

SOCIAL
SITUATION

Adopting a systemic approach to career counselling means

berami that the relationship between the career counsellor and the

: e advice-seeker is not just a relationship between individuals,
Sys’fem ic model of but one that is influenced by different levels of social

work-oriented consulting interaction.

At the core of the counselling process there are three
interrelated systems: the system of the advice-seeker, the
system of the counsellor and the existing counselling system
at the time and place where the counselling is delivered.
All these systems include different levels (individual, close
relationships, industry, social, etc.) and the process, in its
turn, is also shaped by an organizational context (that of
the counselling organisation) and a wider social context
(including political, economic, social and cultural relations).

PROCESS AND RESOURCE-ORIENTED , The systemic approach, combined with a holistic approach

' to counselling, highlight the differences between career

counselling services and recruitment agencies. Unlike a

recruitment agency, the career counsellor considers the case of an advice-seeker as a whole, takes into consideration
their background and system of beliefs, and the different spheres of that persons’ life, not only the professional sphere.

lberami_ lberami

Career counselling is... The counselling process

Situation
analysis,
clarification
PROCESS - of resources Devel t of
EXPERT ADVICE G clarificationof l_ 2~ and o
transfer of the concern competences long-term
information and monitoring of ELb ik objectives

knowledge - decision-making
processes

OBIJEKTIV > > > Broadening THE SCOPE FOR ACTION, as well as
increasing the EDUCATIONAL AND OCCUPATIONAL BIOGRAPHICAL
COMPETENCE
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Reflection exercise: Power Flower

Instructions:

D Depending on what you feel, highlight either the inside or the outside petal. If they cannot associate with either of the two
petals, adding a third petal is allowed. In principle, it is up to you to assess which petal you mark.

W Your “Power Flower” remains with you, it is not shown publicly or is subject to discussion.

D You have 5 minutes for this work.

Discussion in the small group

W Discuss the following questions in your small group:

A) Where was the assignment to the petals difficult, where not? Why?
B) What is the relationship between inner (privileged) and outer (non-privileged) flowers on my Power Flower?

C) How does it feel to be in the inner / outer group?
D You have 20 minutes to complete this task.

N Afterward we will discuss the exercise in plenary.

Exercise sheet: ,Power Flower"

Religion '

Family
single? nuciears




Gender and diversity in career counselling
berami

Diversity — What is it¢

,.vaers#y shall mean |

1| Diversi’ry and Gen der oity, d;fference .dndﬂdfvers.-ry of
’ human be.-ngs with the aim of crec

INn career counsel ||ng (social) institutions Wh.‘Ch reflect fhe ex;sf.-ng
d;vers;ty in fhe society and a democrat
op ss for all human beings, rndependenﬁy
from cofegones such as efhmc:fy or sexuality,
and in all social s

(Qualle: Czollek, Perko, & Weinbach, 2009)

\.__beroml’
Dimensionen von Diversity

ga“\:ailonal Dimep, Sion
s

ot Functional Level/
Classification

Parental = s Parsonal
Status N N Habits

Division/
Unian D
Affiliation iy Unit/

Educational
Background

Waork
Location

"FOUR LAYERS OF DIVERSITY" Gardenswariz & Rowe,
Diverse Teams at Work (2nd Edition, SHRM, 2003)

The approach to diversity presented in this training is a unique approach

Sreses berami developed by Berami, as a result of day-to-day professional practice.
> gy Diversity and difference are considered as resources, as individual assets,
* Diversity and difference = resource not (just) sources of disadvantage. However, this approach also adopts a
* Cross-cross-sectional task for the creation of critical perspective about social power and dependency structures, allow-
equal opportunities ing to visibilise privilege and social disadvantage.
= Awareness raising for social power and
dependency structures and attributions A key point in this vision is the questioning of the tendency to provide
+ Crifical use of assumptions about the explanations of the situation of individual migrant and refugee ad-

importance of cultural affiliation

= Self-reflective approach to own identity
constructions, social and cultural groupings

vice-seekers that only consider cultural issues. For example, conflicts aris-
ing between the counsellor and the advice-seekers are not always cultural
misunderstandings. There is a tendency to overlook structural issues such
as economic disadvantage. Consider the case of an advice-seeker always
arriving late to appointments. This may be explained by different cultural
conceptions of time, but it also may be due to the fact that the advice-seeker does not have money for transportation
and has to walk long distances. 13



Gender — What is ite

= Social gender

= Analytic category that refers to social
structures and procedures

berami

nGender and Diversity competence

as a competence of counselors in the field of
education counseling, means that gender /
diversity is perceived not only as a characteristic
of persons, but also as a structural feature of
systems (living environments of the person to be
advised) and to unfold this perspective - as made
visible - in a changeable and formable manner *.

(Ewers &Schallert, 2014, 5. 12)

Gender and diversity competence

in counseling

. methodological
attitude competence

14
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berami

e e berami
Dimensions of Gender e
« Gender-norms

- Culturally shared beliefs about gendered- beings
within a given society

= Sex

- Biological, physiological, and anatomical fraits
associated with gendered-beings

= Gender identity

- The aspects of Gender which are experienced within an
individual's own psyche

- Perception a man or a woman has of him/her self

« Social structures

- Social distribution of labour and power between men and
women

berami

"Being sensitive to the diversity of one's
own clientele in the consultation process
means [...]

to recognize the individuality and
diversity, and on this basis to develop
value-neutral action strategies that are

appropriate to the person seeking

(Barbara WeiBbach 2007, S.5).

Competence profile

berami

be familiar with theoretical approaches of
equality, difference and deconstruction of
gender, and with diversity models and
migration theories

consider that the educational and employment
chances for women and men are different, as is
the respective scope of action

reflect on their own gender related and
cultural identity and patterns of _
interpretation, awareness and behaviour

be aware of their own gender identity
and attitudes regarding gender




berami Competence profile berami

Competence profile

= acknowledge individuality and difference, . b t K : d
and should develop on this basis a neutral € aware 10 make use or gender
strategy of action which corresponds fo the neutral language
person seeking advice « make use of simple and clear
take into account the individual life situation language when describing complex
and goals of the person seeking advice issues

- be respectful of the gender related self-image make use of language independent
of the person seeking advice methods / prepare language methods

accept the plan of life of the person seeking in a multiingual way, or make use of
advice, even if they do not share them pictures
(Ewers & Schallert, 2014 and berami, 2014)

Group exercise: How to use gender concepts
during counseling

Participants are divided in two groups. One group receives Case “A” and the other discusses case “B”.
Each group should read the case and then discuss which kind of specific gender aspects can be found in the example
and which kind of specific gender needs have to be considered during counseling.

Referring to:
Gender-ideologies: Culturally shared beliefs about gendered- beings within a given society
Gender identity: The aspects of Gender which are experienced within an individual’s own psyche
Social structures: Social distribution of labour and power between men and women

Results of the discussion should be written in keywords on a flipchart.
Afterwards the group results will be presented in plenary and discussed again.

w Exercise sheet:

Mrs. A. is 32 years old and is born in Pakistan. She is married and has a 4-year-old daughter. Mrs. A. left her country
to marry a German man, who has Pakistan origins, and she has been living in Germany for 5 years.

Mrs. A. studied mathematic in Pakistan and concluded her education with a master. Up to now, she has no work ex-
periences. She worked neither in Pakistan nor in Germany.

She has successfully passed the ccompulsory German course (integration course) and has continued studying by her-
self and improving her German skills. Once in a while she works as a cleaning lady and gains 400 €.

Mrs. A.’s husband is a retail dealer and works full time. Their daughter has obtained a half-day place in kindergarten.

Mrs. A. arrives at the counseling and asks if she can get a job coherent to her studies.

15



“Exercise sheet:

Mr. B. is 32 years old and is born in Pakistan. He is married and has a 4-year-old daughter. Mr. B. left his
country to marry a German woman, who has Pakistan origins, and he has been living in Germany for 5

years.

Mr. B. studied mathematic in Pakistan and concluded his education with a master. Up to now, he has no

work experiences. He worked neither in Pakistan nor in Germany.

He has successfully passed the ccompulsory German course (integration course) and has continued study-
ing by himself and improving his German skills. Once in a while he works as a cleaning man and gains 400 €.

Mr. B.”s wife is a retail dealer and works full time. Their daughter has obtained a half-day place in kindergar-

ten.

Mr. B. arrives at the counseling and asks if he can get a job coherent to his studies.

Counselling processes in intercultural context

berami

V. Counselling processes
in
intercultural context

berami

Counselling processes in inter-
cultural context (counseling intervention)

I

COUNSELLING SYSTEM

* build up trust
« establisch a relationship
« ask questions to gain a

- better understanding

irritations * bear irritations
* check your hypotheses

lack of knowledge

attributions  uncertainties
C- SYSTEM

ASP- SYSTEM
COUNSELLING PROCESS

Counselling processes in inter-
cultural contexi

family, cultural,
professional,

and social
socialization, value
system, group
affinities, values

=

ADVICE SEEKING
PERSON SYSTEM

Counselling processes in inter-
cultural context (Metacognitive
COUNSELLING PROCESS

METACOGNITIVE
REFLECTION

L
|

COUNSELLING SYSTEM

irritations

attributions

berami

(setting/assumption

family, cultural,
professional,

and social
socialization, value
system, group
affinities, values

=

COUNSELLING PROCESS

MONITOR

decision
making

interventions

goal setting

cultural impact on career issues

identify career issues
establishing a relationship

M

COUNSELOR
SYSTEM

berami

Awdreness)

METACOGNITIVE
REFLECTION




Selected Question Types
Questions for educational counseling

Question type \ Examples for the counselor Effects on the interviewee

o RS The interviewee is invited to speak and

explain, so that he/she can have the

how | what | wh
ey e bl chance to reflect and express his/her point

where | when | why

of view.
etc.

Questions based on The interviewee is invited to concretize,
rating scales prioritize and rate his/her emotions, per-
ceptions and assessments.

You offer him/her support during deci-
Question based on sional processes and check development

percentages and changing processes.

The interviewee is invited to consider his/
Question oriented her strengths and weaknesses, so that the
towards the addressees problem is not his/her main thought any-
more.

Question about
a miracle The interviewee is encouraged to imag-
ine the final condition, to change his/her
point of view and to focus on the solution
(instead of only thinking about his/her
problems).

Hypothetical questions

The interviewee is encouraged to consider
different points of view or to express and
Circular questions reflect about his/her opinion, perceptions
and assumptions. The interviewee ex-
pands his/her perspective.

Questions based
on targets

The interviewee is encouraged to think
about his/her goals and to describe them
as much concretely as possible.

Closed questions The answer is limited to ,,yes“or ,,no"

When the interviewee responds, you will
question his/her approval or refusal. Con-
clude the subject or the discussion.

Questions with The interviewee can choose between two
alternatives options or become aware of all the possi-
bilities.




Things to remember when you use the
Question Types during a counseling

To use the question types in the best possible result-oriented way, it is recommended to consider these as-
pects:

W Language level of the interviewee

N Educational level of the interviewee

N Trust relationship between the counselor and the interviewee

N How well the counselor is familiar with the guestion types (authenticity)

N How well the interviewee knows the systems based on scales (cultural differences)

W Target-oriented use of the question types

[
DAY 2
Dimensions of (infercultural) communication

.,
mol /e’

Training for career counsellors
2nd day - Tuesday, 07 February 2017

Claudia Khalifa, Lydia Mesgina
-Erasmus+

The project "Move on - Migration & Gender: Vocational and Educational counselling” is
funded by the Erasmus+ EU Programme under the agreement 2015-1-UK01-KA204-013550

What do you see 2 What do you see 2




b . The four images on slides 2, 3, 4 and 5 are optical
berami
———illusions. All of them have two different readings:

What do you see ¢

the first one (slide 2) represents both a young girl
and old woman. The second one (slide 3) shows
both the silhouette of two faces and a cup at the
centre. In the third one (slide 4), one can see the
face of a woman and also the silhouette of a man
playing a saxophone. The last one (slide 5) also
contains two images: the head of an old man and
a street scene in a village with two people, one

carrying a pile of hay.

This exercise is very useful to question one’s
perception of the world. It helps to understand that one image may be perceived in different ways and that
there is no such a thing as a true interpretation.Additionally, the exercise re-enacts the process of intercultural
communication, and specifically the interiorisation of different perceptions of the world in intercultural
encounters. When the viewer sees the image for the first time, usually s/he only perceives one of the

|. Dimensions of
(infercultural)
communication

interpretations. However, when s/he

SOCiO—CUHUrCﬂ ermeWOTKS é?romflf looks deeper into the picture, s/he starts

and personal idenfities -

to see the second, apparently hidden,
image. This epiphany is inspiring because

once the second image is unveiled

before the eyes of the viewer, s/he can
/ only see both of the pictures; this richer
SOME perception of the world, including other

Concepts and rules with values, norms individuals” perceptions, cannot be
and repertoire of communicational
and representative ways and habits unlearnt.
for living fegether
ALL This pyramid acts as a visual
representation of the fact that individuals
Common features valid for every human being share with others most of their features
regardless of the place of residence, gender

and age and interpretations of the world. Only
- traits related to an individual’s personal
biography and their development of
personality are exclusive to them (top of
the pyramid).

Every man is in a certain aspect like ALL, SOME, NO other men.
(Kluckhohn / Murray) 7



beram

Counselling processes in inter-
cultural context (setting/assumptions)

COUNSELLING SYSTEM

family, cultural,
professional,

and social
socialization, value
system, group
affinities, values

family, cultural,
professional,

and social
socialization, value
system, group
affinities, values

. COUNSELOR
SYSTEM

ADVICE SEEKING /

PERSON SYSTEM
COUNSELLING PROCESS

beram

Dimensions of (intercultural)
communication

Power asymmetry
e.qg. status and legal inequality,
differences regarding wealth and
image, language...

Collective
experiences

determine, if we
are notficed as

individuals or as
part of a group

determine our
expectations from
encounters
{in-group or out-
group)

Cultural dimension

wcultural codes” like non-verbal forms
of expression:
facial expression, gesture,
rituals of communication and greeting;
norms and values

Individuals have many aspects in common with
socio-cultural groups, and share with them common
interpretations of life and the world (middle level of the
pyramid). This collective culture includes concepts and
rules withvalues, norms, repertoires of communicational
and representative ways and habits for living together. It
is of course a dynamic, diverse and open culture, as all
individuals have different identities and affiliations with
several socio-cultural groups.

Finally, there are some traits that all individuals share
with all other human beings, as they are intrinsic to
human nature.

In the interaction between the advice-seeker and the
counsellor during the counselling process, each of these
individuals engages in the interaction on the basis of
their socialization, their value system and their group
affinities. Sometimes these differences may cause
irritations in the process. A conversation between
individuals always refers to each individual’s systems,
in their different dimensions. The Auernheimer model
presents a framework to understand these dimensions.

There is a cultural dimension to these interactions
(“cultural codes”, such as non-verbal forms of expression:
facial expression, gesture, rituals of communication and
greeting, norms and values). But there are also power
asymmetries (e.g. status and legal inequality, differences
regarding wealth and image, language...). It is crucial
to take into consideration these power asymmetries

implicit in the relationship between the counsellor and the advice-seeker.

A particular approach to intercultural relationships only considers the cultural dimension of interaction, and
puts its focus on the command of different cultural codes in order to improve communication between
individuals of diverse cultures. This is a limited understanding of encounters between people that overlooks
the power asymmetry underlying cultural diversity. Interactions trigger on an individual several images of the
other, as well as images of how the other may think of oneself. These reciprocal external images determine
our expectations from encounters. Counsellors should be critically aware that these images are constructions
based on their systems of beliefs and do not match reality.

Il. Hypothesis making
Function and use in
diversity-sensitive
career counseling

The Ladder of Inference
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Finally, collective experiences determine

Counselling orocesses in inter- EEE‘E]_T;[/ if we are noticed as individuals or as part
) ) ) of a group. Counsellors approach the

CU”UI.OI COﬂTeXT (Counsehng InTeNenTlon) relationship with the advice-seeker on the
basis of some underlying assumptions.

COUNSELLING SYSTEM On the basis of the counsellors’

socialization, the counsellor develops a

* build up trust system of beliefs and in the context of the

* establisch a relationship  counselling encounter, s/he elaborates
* askquestionstogaina  often unconscious hypothesis about the
- better understanding counsellor. It is the job of the counsellor

irritations

* bear irritations to make these hypotheses explicit and to
lack of knowledge *check your be critical about them. It is crucial to be
aware of the stereotypes regarding the

hypotheses PE L L

other individual that both sides develop

attributions uncertainties
ASP- C- and to analyse how these stereotypes
SYSTEM SYSTEM

COUNSELLING PROCESS influence the counselling process. It
is the responsibility of the counsellor

12 to deal with this, through actions to

build up trust with the advice-seeker.

The counsellor should ask questions to gain a better understanding of how the advice-seeker interprets

subjectively the information the counsellor provides, and bear the irritations that often arise. In the process,

the counsellor checks her/his hypotheses about the situation of the advice-seeker and becomes aware of
her/his own stereotypes. This is an ongoing process of re-examination of the counsellor’s interpretations.

lberami

< beramf
Hypotheses as a dialogue tool :

Hypotheses in counseling rami_
process

] Find (new)
= ... to discover more about problems hypothesis

and lives of advice seekers

Validate

m) organize information hypothesis

= ... to find suitable solutions solnselag
i s . i Hypothesis is
) consider other points of view e

Things to consider during e W Categories to organize .

hypothesis building hypotheses

interpersonal psychological
« consider relations and interactions among the hypotheses
participants and the contexts

* Psychological theories

coniext-orented ‘e lsel=ini=ie .« Cultural differences and
* connect actions and environment conditions hypo’fhes_'jes- similarities

positive attributions migration- * Sbecllic andipeponalslores
iented :qbout I"T_‘IIgI'QTIOPI and
orente integration

* assume positive intentions and include resources
hypotheses * Experiences of discrimination




Tips for formulation berom ¥ Things to consider during

hypothesis validation

Make hypotheses NG C: matkes

.| noticed A hypothesis should be hypothesis
that... S Ik-R Reassure R e aeTs
althink thats..  [neutralway. s 4o veu verbally/non-

.l imagine concrete. consider thate" C&AS: find verbally
that... What do you solutions

think about
C:rejects AS: decides
hypothesis

thate"

Hypotheses building- a counselling tool

What hypotheses in systemic counseling
mean?

A hypothesis is a supposition that can be true or not.

During systemic counseling it is used to solve problems. In practice, it means that the counselor makes hypotheses
according to information he/she already knows, so he/she can:

discover more about the problems of the advice seeker and
Nfind perfect resolutions for the problems.

During counseling, the counselor has to question his/her hypothesis in order to discover if it is true or false. In the
latter case, the counselor rejects it, makes a new one and then proves if this is true.

In this way, the counselor can understand better and better advice seeker’s problems and find the most suitable ap-
proach to solve them.

Things to consider during hypothesis making

a) The value of a hypothesis depends on how useful the counseling process is.
" Does it help in organizing information? (organizational function)
N Does it offer new perspectives on the problem? (incentive function)

b) The most important thing is finding the best suitable solutions for the problems and not the correct hypotheses.

Things to consider during hypothesis validation
N The counselor shares his/her hypotheses with the advice seeker.
N The counselor drafts his/her hypotheses in a valuable way.

Nafter considering his/her own (both verbal and non-verbal) reactions, the advice seeker decides whether or
not a hypothesis should be discussed during counseling.

if the advice seeker does not respond to counselor’s impulses, the counselor has to reject his/her hypotheses
and thinks of a new point of view.
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DAY 3

The third day of the training shall be dedicated to study visits to counselling organizations, to explore their models and
tools.

DAY 4

Reflection exercise:
“In the pockets of my life coat”

Imagine wearing a large life coat with many pockets. Some pockets are well

known to you, others you may not know yet. On the one hand the coat is a protection which you need for your life;
on the other hand it might sometimes also be a burden to you. But it is not possible to simply take it off.

In the pockets you find messages from your childhood, but also from your youth, from your parents, grandparents,
neighbors, schoolmates, from the media. You may find warnings, prohibitions, but also permissions and require-
ments.

Individual work
Nsearch in the pockets of your life coat for the messages related to “education and career”.
N List the ones you remember.

Nselect up to three messages you want to share with the group and write them down on cards (one card per
message).

Discussion in the small group

introduce ‘your’ messages to the group (e.g.: From whom did the messages come? What influence do they have
on your professional biography? What influence do they have on your understanding of career counselling?)

N Cluster the cards on the pinboard in a thematic way.

N What do you notice when you have a look at the cards? Are there any similarities or differences? What could be
seen as a group’s result? Make some hypothesis.

Discuss the results from the groups in the plenary
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Exercise: “Reflection on counselling concepts
— personal and professional”

Individual work

N What are your most important principles for counselling?

N Make your personal list and select up to 3 principles you want to introduce to the group.

Discussion in small groups
lintroduce your principles to the group.

N Which counselling approaches and which quality criteria are important for your organizations? List them on a
flip chart.

The results will be infroduced and discussed in the plenary.

The “ANDERS” - Modell
reflexive professional self-concept tool

® berami beramf
ANDERS (different) ¢ — Dimensions of a
reflexive professional self-concept

Training for career counsellors

4rd day - Thursday, 09 February 2017

Y=L 41~ . -~ st e Agreement on subject, goal, perspective and meaning of
-~ — o I \ .Y | (
F\ & | C C | | (} nil (j | (__, <} ' 1 &S ix_j’ [t‘ — bl k counselling

icht-Wissen Professional attitude: confession of not knowing; when
(not knowing) dealing with others, culturalization is a sign of helplessness
and a mere attitude justified by knowledge

CIOUdIO Kh(]llfof Lydlo Mesglno Noninan: Counseling situations are characterized by inequalities.

sensibilitat Intercultural professionalism establishes the knowledge of
- Erasmus+ ke v) your own position in the field of the ,categories of supremacy
and subordination "

The project “Move on - Migration & Gender: Vocational and Educational counselling” is
funded by the E EU Prog under the ag| 2015-1-UK01-KA204-013550
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ANDERS (different) ¢ — Dimensions of a
reflexive professional self-concept
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considers the diferent needs both closely and from distance. self-concept tool

welbstreflexion Intercultural competence needs the questioning of own
(selfreflection) professional actions.
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1COC >Ness)
COUNSELLING PROCESS
MONITOR

METACOGNITIVE
REFLECTION

METACOGNITIVE
REFLECTION

decision
making

interventions
goal setting
cultural impact on career issues
identify career issues

establishing a relationship EVALUATE

* Are there some cultural variables that | am emphasizing more than the
client?

* Are there some issues that | am avoiding?

* How helpful are my interventions? On what basis am | determining
how helpful my interventions are?

* What are the consequences of my behavior or intervention
strategy? How culturally congruent are the counseling outcomes
with the client’s desired goals?

Source: Byars-Winsten&Fouad, 2010

Ressources
Deficits

Measures including all
Special measures for minorities

Diversity and inclusion
Integration

Holistic approach

One-dimensional strategies

Diversity as a normal everyday life
Diversity as special experience

What is my plan for working with this client?
What are my strengths and areas of challenge?

What is the client’s cultural context and what are my reactions to
that?

How are my goals appropriate for the client’s cultural context? How
will | respond if the client’s goals differ from my own?

What are my own thoughts and reactions about the possible
impact of cultural variables on career issues?

This model helps to operationalise the ongoing reflection
of career counsellors along the counselling process. Meta-
cognitive reflection takes place during the whole counsel-
ling process, from the planning phase to the monitoring
period and the final evaluation.

The previous slides provide examples of specific questions
that the counsellor may ask herself/himself to examine
her intervention in the counselling process along the dif-
ferent phases.

The left column includes key terms and concepts used in
older approaches to gender and diversity. The right col-
umn includes more recent developments in the past 15
years. For example, there has been a shift from consider-
ing that female and minority job seekers face integration
in the labour market from a deficit position to considering
that gender and diversity are in fact assets.



DAY 4

The last day should be dedicated to evaluation. These are the inputs to be discussed:

Individual work

N What are for you the most important insights of the training?

N Which topics or questions would you like to follow up?

Discussion in small groups

N Which topics and questions are relevant to you in the context of a transfer of knowledge and experience
(consulting practice and / or organization)?

N Gather ideas for a practical implementation!

The results will be infroduced and discussed in the plenary.
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Conclusion

This teaching programme and material is aimed at offering adequate conceptual and practical tools to train profes-
sionals working in career counselling services about “gender and diversity/cultural sensitivity”. It focuses particu-
larly on the fundamentals of career guidance and counselling for migrants and refugees. The training models were
developed by taking into account theories and concepts from the area of communication, gender and diversity, and
counselling as reflective instruments to inform counselling practices. The guide has strived to find the right balance
between theory and practice, combining theoretical discussions and analysis with practical exercises by drawing of
participants counselling work experiences.

There were several stages of development and quality assurance through which this training guide has been submit-
ted to arrive to its final high quality standard. The first draft of its content was adapted from an internal training pro-
gramme, developed and organised by berami, for career counsellors in Germany, “Gender- und diversitysensible Bil-
dungsberatung fiir Migrantinnen und Migranten”. The original programme and contents were translated into English
and tailored to be used by an international audience, thus fitting to different social, cultural and economic contexts.
Additionally, the training materials were reviewed by the IARS International Institute and submitted to a CPD accredi-
tation process through which it was successfully accredited.

In order to validate and improve the training contents and methodologies of this guide, pilot training was delivered
using the already CPD accredited training materials. The pilot training was delivered within the 5 days Move On Proj-
ect Study visit to Frankfurt organised by berami. The study visit was targeted at career counsellors and other interest-
ed professionals from Move On partner organisations. It involved not only the pilot training programme in itself but
also a visit to two advisory offices (a job centre and the regional employment agency) and an in depth participatory
evaluation of the training program.

The pilot training course was directed at expanding and strengthening the gender and diversity-sensitivity counselling
competencies of participants. The main learning outcome was to extend the personal interpreting horizon of counsel-
lors and enhance the quality of their work. The feedback provided by participants guaranteed the necessary input to
find the right balance in the training methodology between theory and practice, as well as different delivery formats,
such as presentations, group exercises, activities, and open discussions. Participants also particularly welcomed the
training focus on exploring best ways of dealing with unconscious biases, assumptions, stereotypes and hypothesis as
a career counsellor, emphasising the importance of building trust and formulating open and neutral questions. Over-
all, the training provided a valuable space for cultural exchange of the difference national practices and problems
relating to career counselling as well as providing a multicultural setting that enabled participants to explore possible
solutions and mitigating strategies for issues that they have come across during career counselling practice.

The training was not only beneficial to participants but also enabled a substantial improvement of this training guide.
The final stage for the preparation of this training guide consisted of revision and improvement of training materials
by integrating the feedback provided by participants during the pilot training programme and evaluation. Should the
necessary contextual and language adaptations be made, this training guide will certainly be an invaluable contribu-
tion to the training process of career counsellors in different countries in the EU and beyond.







GREECE

'EkOeon yia Tn SuvaTroTNTA HETAPOPAG TOL
EKTTAISELTIKOL TTPoYpPauparog “‘Move On’
Gender and Diversity Sensitive Educational
Counselling for Male and Female Migrants”
oTnNV EéAANVIKN TTPAYHATIKOTNTA

Kevipo Mepipvacg Oikoyeveliag kal Maisiov (KMOTMM)

Eicayoyn

H napovoa £€kBeon mopouotdlet Ta Bacikd anoteAéopota tng nevlnuepng eknaidsuong pe titho “‘Move On’
Gender and Diversity Sensitive Educational Counselling for Male and Female Migrants” mou mpaypatomnolnénke otn
Opavkdouptn to DePpoudplo tou 2017, kaBwg Kat T Suvatotnta PeETAdOPAS TOU EKMALSEUTIKOU TIPOYPAUUATOC
otnNV EAANVLIKN TIPAYUOTIKOTNTA. ITOXOC TN €V AOYW eKMaideuong Ttav n avamtuén kot n BeATiwon Twy LKOVOTATWY
KOL TWV YVWOEWV TwV cupBolAwv otadlodpopiag og Bépata dUAou Kot TIOALTIOULKAC SladopeTikdTnToc. O KUPLOG
HaBnolakog otoxog NTav n dlelpuvon Twv opL{OVIWY TOUG WOTE VO EVIOXUCOUV TNV MOLOTNTA TG epyaciag Toug. Ot
OUMMETEXOVTEG £V TNV guKALPLlO VO E5PALWOOUV TIG ETLKOWVWVLIAKEG SEELOTNTEG KAL TIG LKAVOTNTEC TOUG WOTE val
OVTATIOKPIVOVTAL OTLG OVAYKESG TWV CUUPBOUAEUOUEVWY HE SLOPOPETIKA SLATIOALTIOULKA XOPOKTNPLOTLKA.

H ekmnaideuon mpaypatomnolBnke amno tov yepuaviko dopéa berami berufliche Integration e.V., mou €xel
MEYAAN eUTELpla 0TNV TTOPOXI) OUPBOUAEUTLKNAG E TNV OTTTLKA TOU GUAOU KOl TNG TIOAUTIOALTIOULKOTNTOG, EVW OE QUTHV
cuppeteiyav cUpBouAoL emoyyYEAUOTIKOU TTPOCAVATOALGHOU, PUXoAOYOL, eKTOLEEUTEG EVNAIKWY Kol EpELVNTEC OO TN
Fepuavia, tnv EANGda, tnv lomavia, Tnv Italia, tTn MeydAn Bpetavia kot tnv NoAwvia. H ekmaibsuon uhomolBnke oto
mAaiolo tou Eupwmnaikol €pyou “MOVE ON - Migration & Gender: Vocational and Educational Counselling”, mou oto-
XeVEL 0TNV evioyuon Twv LOTATWY KAl TWV LKOVOTNTWY TWV EMAYYEAUOTIWVY TIOU TIOHPEXOUV EKTIALOEVUTLKN KAl ETTAY-
VEALATIKA OUBOUAEUTIKA OTOUC/OTLG LETOVAOTEC/-TPLEG O XWPEC TNS Eupwrtaikng Evwong, divovtog Slaitepn éuda-
on og B£pata pUAOU Kal TMOAUTIOAITIOUKOTNTOC. TOo £pyo, TO omolo xpnuatodoteital anod 1o Evpwnaikd mpoypapua
Erasmus+, ulomoleitat and to IARS International Institute, cuvtovioth Tou €pyou, amo tn Meydhn Bpetavia, to Anziani
E Non Solo amnd tnv Italia, to berami berufliche Integration e.V. and t leppavia, to KMOIM - Kévtpo MépLuvag
Owkoyévelag kat Natdlov and tnv EANGda, To Associazione Progetto Arcobaleno Onlus amoé tnv ItaAia, To Association
for Legal Intervention — SIP amné tnv MoAwvia kat to SURT amnd tnv lomavia.

[eprypar TOL EKTTAISELTIKOL TTEPOYPAUUATOC ‘Move On’
Gender and Diversity Sensitive Educational Counselling for
Male and Female Migrants”

1N NUEPQA: @EUATA PLAOL KAl TTOALTTONITIOUIKOTNTAG OTNV ETTAyyeAuaTIKA
YOUPOLAELTIKNA

Tnv mpwtn Képa tng ekmaideuong GAoL oL CUMUETEXOVTEG ATTEKTNOOV LA YEVIKA ELKOVA TWV TPORANUATWY
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TIOU QVTLUETWTII{OUV Ol UETAVAOTEC/-TPLEC KO OL TIPOCPUYEC OTAV ELCEPXOVTAL O HLOL VED XWPEA YL TPWTN
dopa. 2to emnikevipo TNG oulNTNOoNG TEOBNKAV OXL LOVO VOULKA {nTARpata aAAG Kot B€pata Puyxoloyiag mou emnpedlouv
TNV TIPOCAPUOYIN TOUC OTO VEO TeptBAMlov Kal Toug SuckoAsUouv tnv évtafn Toug oTnV ayopd epyaciog. Xtn
OUVEXELQ, €YLVE avadOopd OTNV EMOYYEAUATIKI] CUUBOUAEUTIKI Kol TOV TPOTIO TTOU AsLToupyel péoa oTo MAaioLo Twv
£€QTOULKEUPEVWY OUVESPLWV. To Tpito pPEPOC TG ekmaidevong adopovoe Bpata pUAOU Kal TTOAUTIOALTIOULKOTNTOC.
AdoU, TapoucLACTNKOV OPOAOYLEC OXETIKA e TO BEpa (myx dpuUAo, yévog, oe€ovalikn TautotnTa), oulnTNONKE N
Aavion Hetoxeiplon avepwv Kal YUVALKWY OTO gpyactako meplBaAov. 2to téhog 560nke éudaon otn cUUPBOUAEUTIKN
Sladkaoia kat WSlaitepa ota Brpata mou pnopel va akoAouBroel évag cUBOUAOG TIPOKELUEVOU VA UTTOPETEL VA
BonBnoeL mpakTikA TNV opada otoxou, emepvwvtas Slddopeg MPoKATAANPELS 1] OTEPEOTNTA TIOU WIOPEL VO TOV
gunodicouv.

2n nueEQ: Emkoivavia kar YrmoBeoeig Epyaciag otn TuPPOLAELTIKA Tuvedpia

Tn 6eUtepn pépa oulntnOnkav Bpata mou adopoloav TNV (SLAMOALTIOMLKN) EMKOWVWVIR KAl WG EMNPEQ-
{etal pe Baon pla mMAnBwpa MapayovIwy OMWCE: 0 TIOALTIOMLKOG TTAPAYOVTAG, N ACCUUETpia SUvaung (evvowvtag Tig
S10.pOPEC OE OLKOVOLKO EMIMESO 1) GTO KOWVWVLKO OTATOUG), N ELKOVA TIOU TILOTEVUEL KATTOLOC OTL £X0UV OL AAAOL yLa TOV
(610 KalL Ol EUTIELPLEG TTOU UIMOPEL KATIOLOG VO BLWOEL €iTE WG LEUOVWUEVO ATOUO (T WG LEPOC EVOC GUVOAOU. IXETIKA
pe TN oupPBouleutikn Stadikaoia, €ywve culitnon avoadpopLkad e TIG UTTOBECELG EpYaciag Kal TIWE QUTEC UITOPOUV
T600 va BonBrnoouv 6co kat va BAaPouv TNV mopsia tnG cUUPBOUAEUTIKNC. TulntRBnKav oL opAyovieg Tou Ba
propovoav va otaBouv eunddio otn Slapopdwon Twv uToBEécewyv epyaciog, OMwE oL TIOALTLOULKEC /KO KOWVWVLKEG
T(POKATOANYELG.

3N nueEQ: Emmiokewn o€ popEIG TTOL ACXOAOLVTAI PUE TN CLPPOLAELTIKN
LTTOOTNPEIEN

Tnv tpitn pépa tng ekmaideuong mpaypatonoiBnkav emokéPelg o SU0 SLaPOPETIKOUC OPYAVICHLOUC.
O mpwtoc dopeag NTAV 0 SNUOOCLOC OPYAVIOUOG EUPECEWC EPYACLOG OMOU £YLVE ULaL AEMTOUEPNG €mMe€nynon
Twv dadlkaolwy ou akoAouBouvtal og BEpata PETAVAOTWY Kal poodUywv. O SeUTEPOG OPYOVIOUOC TIOPELXE
OUUBOUAEUTIKN UTIOOTAPLEN O PETAVAOTEC/-TPLEC Kal TpOoduyeC. Ol CUUUETEXOVTEC UTOpECOV va 80UV Kal OE
TIPOKTIKO €Ttinedo TI¢ SUOKOAIEC TTOU QVTIUETWITI{OUV UETAVAOTEG/-TPLEG Kal TIPOGPUYEC, AANA Kol TIPAKTLKEG TTOU
pmopoUV va toug/tig Bonbricouv.

4n nuéPa: AvtavakAaon Evvoicv: Mpoo ik kKal ETTayyeAuaTIKN

Tnv tétaptn pépa TG ekmaidsuong oulntnOnke KUPLWE 0 PONOC TWV EMAYYEAUATIKWY CUHUPBOUAWY KOl TTWE
UTtopoUV va EemepAcouv OAa EKELVOL TAL EUITOSLO TTOU UTTOPEL va Toug SUOKOAEPOUV KaTd TN SLAPKELD TNG oUVESPLOC.
ApXLKA TTOpoUCLAOTNKE TO HovTEAO ANDERS, Ttou meplypddel 6 Bripata mou TPETEL va 0KOAOUBNOEL EVOg TIETUXNUEVOG
oUUBOUAOC TIPOKELUEVOU VA UmopETeL va fonBnaoel tov avBpwro mou {ntdel tn Bonbeld tou. Enetta culntnbnke n
pETayvwaolakn eniyvwon, SnAadn n tkavotnta/SuvotdtnTa mou EMITPENEL 0TO CUUBOUAO va €pXETaL O emadn LUE TIC
OKEWPELC TIOU KAVEL Kol TNV altlohoyia miow amo Tig mpaéelg tou. Y autd to onueio 660nke WSlaitepn €udoon otnv
OALOTLKH TIPOOEYYLON, OTIOU 0 oUPBOoUAOG e€eTdlel kKABe eminedo TN {wNG TOU OTOLOU AEVAVTL ToU (ouvaloBnuatiko,
$UOLKO, TIVEULLOTLKO, VONTIKO Kal PUXLKO), Kl OTn CUCTNLKA TIPOCEYYLON, OTIOU TO ATOMO EKAQUPBAVETAL WG UEPOG
oA wv SladopeTikwyv cuVOAwv (okoyévela, Souleld, ¢ilol) omodte kat e¢etalovtol ol SUVOULKEG TIioOw aATo TIG
SL0popPETIKEC TOU OXECELC Kall YiveTal pLa tpoomaBeta yia va eTiAuBei n dmola xapévn Loopporio SUVAHEWV.

5n nuepa: AfloAoynon

H méumntn pépa tng eknaidevong neplhapPfave avakepoAaiwon OAwv Twv MPAKTIKWY TTou culnthOnkav Tig
T(PONYOUEVEG LEPEG, L0 YEVIKOTEPN oLTNTNON KAl EMIAUCH AMOPLWV KABWE Kot TNV aLoAdynon TG eKmaldeuong.
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Meragpopd TnG ekmaidsvong ota EAAnvika sedopéva

H EAAGSa Ba pmopouoe va wodehnbel oe mMoAU peydlo Babuod amd TG MPAKTIKEG IOV culnThOnkav otnv
ekmaibevon. Mo va emtevyxBel autd Ba mpenel va avafabulotolv Kal va EKCUYXPOVLOTOUV TIEPALTEPW OL NN
UTLAPXOUOEG UTINPECLEC CUMPBOUAEUTIKWY KOl UTTOOTNPLKTIKWY UTINPECLWY TIOU TpowBouv TtV amooyoAnon twv
HETOVOOTWV/-PLWV Kat va ekrtatdeutouv eldikol emayyeApatikoi cUpBoulol yia va T oteAexwoouv. Eniong, Ba Atav
XPNoLto va dnpoupynBouv eEeldikeupéveg dopég dmou oupBoulot, kowwvikol Asttoupyol kat PuxoAdyol pmopouy
va BonBrocouV ToUG/TIC LETOVAOTEC/-TPLEG KOl TOUG TIPOCPUYEC VO TIPOCAPLOCTOUV OTLC VEEG CUVONKEC.

H eknaibsuon Twv cupBouAwyv Ba umopovoe va eival cuVSUACTIKH Kal va TEEPAABAVEL TOGO TNV OALOTLKN) 00O
KOLL TN GUOTN LK TTPOCEYYLON, WOTE VA UopolV va BonBrcouv Tnv eV AOyw opada MPAKTIKA KAl AMOTEAECHATIKA. Ot
TIPOOPUYEG KAL OL LETOVAOTEC/-TPLEG AVTLUETWTTI{OUV pLa O£Lpd oo Tipo AR pato/ epmodia mou emnpedlouv TNy Evtagn
TOUG OTNV ayopad epyaciag (my dtakploslg Aoyw Kataywyng, Bpnokeiog f KOWWVIKWVY attiwy, KN LKOVOTTOLNTLKY yvwaon
™G EAANVIKAG YAWOOQC, N aVOyVWELoN TWV EMAYYEAUATIKWY TPOCOVTWY). Q¢ ek ToUTOU, oL cUMPBouAoL KahoUvTal
VQ QVTLLETWITIOOUV TIC OAOEVA QUEOVOEVEG KOl TIOLKIAOHOPPEG OVAYKEG TOUC. MEOW TNG OALOTIKNG Ttapéupaocng ot
cUPBOUAOL UIMOpPEL va TTOPOTNPACOUV KAl KOTAVOGOUV TLG SLopOoPETIKES TTUXEC TNE PUXOoUVOECNC TOU ATOUOU KoL va
EVTOTILOOUV TUXOV QVLOOPPOTILEG OTN LETABOON TOU OTOMOU OO TO PONYOULEVO «LOVTEAO AELTOUPYLOC» TOU OTO VEO.
Mé£ow TNG CUCTNULKAG TIPOCEYYLoNG, 0 cUUBOUAOC dUvatal va eEETATEL EeXWPLOTA OAA TOL K CUCTHHATAY» TOU ATOUOU
(6nAadn TIg OXEOELC TTOU €XEL UE TOUC AAAOUG) KOl EVTOTILOEL EQV UTIAPXOUV AAAQYEG O€ QUTA KOL TIWE TOV EMNPEA{OUV.

Mo mapadelypa, Unopel oe Kamolo xwpa va Bswpeital puololoyLko, amod amoPn KOWWVIKWY VOPUWY, yLo
Tov avtpa va SoUuAeleL Kal yLa T yuvaika va ¢povtilel to omitt. Eav autd to leuydpl HeTAVAOTEVOEL | AVOYKAOTEL
va eyKaTaoTaBel o pla xwpa Omou dev umdpxeL n avtiotowyn avtiAnyn, To yeyovog OTL n yuvaiko evOEXOUEVWG val
BelnoeL i va avaykaotel va Bpel epyacia Ba propovoe va dpépel kat Toug SUo o clyKPOUOH TOCO UE TO cUCTNUA
aflwv mou nNéepav kal edpdppolav otnv matpida Toug (ecwteplk clykpouon AOyw TG aAAayng TOUTOTNTAG ATIO
«VOLKOKUPA», TIOU ELVAL TO KOWWVIKA armoSeKTO 0TNV MATPLSA TOUG, 0€ «EPYAlOUEVN YUVALKAY» TIOU E(VAL TO KOWVWVLKA
ortoSEKTO OTN XWPO TIOU TIAEOV HEVOUV) 000 Kot METOED Toug Kabwe avaykaotikd Ba aldéouv oL Loopporieg kat
TAéov Ba £xouv 18Lleg apuodLOTNTEG KOl pepidla euBUVNG (olyKkpouon oTo cUCTNUA TNG CUIUYLKAC TOUG OXEONG).

Avalvon SWOT

JTOX0C TNG AvAAUONG AUTAC €ival N mapouoiaon Twv SuVaTWY Kot adUVOTWV CNUELWY, TWV EVKALPLWV KAl TWV
QMEAWV amo T petadopd autng TN eknmaideuong ota eAANVIKA dedopéva.

Avvara onyeia AdbLvara onusia
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Wdrozenie programu szkolenia ,, ,Move On’
Gender and Diversity Sensitive Educational
Counselling for Male and Female Migrants”
w polskim kontekscie.

Stowarzyszenie Interwencji Prawnej — SIP

Niniejszy raport przedstawia analize mozliwosci wdrozenia w polskim kontekscie programu szkolenia ,, ,Move On’ Gen-
der and Diversity Sensitive Educational Counselling for Male and Female Migrants” adresowanego do doradcéw zawo-
dowych pracujgcych z imigrantami oraz innych profesjonalistow wspierajgcych cudzoziemcédw w ich integracji w pan-
stwie przyjmujgcym. Celem szkolenia jest rozwiniecie i doskonalenie umiejetnosci i wiedzy z zakresu wielokulturowosci
i kwestii ptci w obszarze doradztwa zawodowego.

Gtéwnym celem szkoleniowym jest poszerzenie horyzontéw uczestnikdéw w celu poprawy jakosci Swiadczonych przez
nich ustug. Uczestnicy otrzymuja mozliwos$¢ konsolidacji zdolnosci i umiejetnosci w zakresie komunikacji, aby lepiej
odpowiadac na potrzeby klientdw w kontekscie wielokulturowym.

Szkolenie zostato po raz pierwszy przeprowadzone przez niemiecka organizacje berami Berufliche Integration eV, ktdra
posiada bogate doswiadczenie w doradztwie z perspektywy ptci i wielokulturowosci, a udziat w nim wzieli doradcy
zawodowi, badacze oraz profesjonalisci pracujgcy w migrantami z Niemiec, Grecji, Hiszpanii, Wtoch, Wielkiej Brytanii
i Polski. Szkolenie zostato zrealizowane we Frankfurcie w lutym 2017 r. ramach projektu europejskiego ,Move On -
Migracja i Pte¢: poradnictwo zawodowe i edukacyjne”, ktéry ma na celu zwiekszenie zdolnosci i kompetencji specjali-
stéw, ktérzy swiadczg doradztwo edukacyjne i zawodowe dla migrantéw w krajach Unii Europejskiej, ze szczegélnym
uwzglednieniem perspektywy ptci i wielokulturowosci.

Program szkolenia obliczony jest na 4 petne dni warsztatowe. W programie zachowano réwnowage miedzy teorig a
praktyka pozwalajgc uczestnikom na zastosowanie w praktyce nabytej wiedzy w ramach pracy w grupach, symulacji
procesu poradniczego czy roznorodnych ¢éwiczen sktaniajacych do refleks;ji.

W pierwszym dniu szkolenia, przedmiotem debaty w gronie uczestnikdw jest spektrum problemdéw natury psycho-
logicznej i prawnej, napotykanych przez migrantéw i uchodzcéw, a wptywajgcych na proces ich integracji na rynku
pracy w kraju przyjmujacym. W kolejnej czesci szkolenia uczestnicy nabywajg wiedze o definicjach poje¢ zwigzanych z
ptcig i wielokulturowoscia, ktérg nastepnie mogga utrwali¢ pracujgc w matych grupach nad rozwigzaniem konkretne-
go kazusu. Pod koniec dnia szkoleniowego uczestnicy otrzymujg podstawowg wiedze o procesie doradczym, tj. jakie
kroki powinien podejmowac po kolei doradca aby jak najlepiej odpowiadac¢ na potrzeby grupy docelowej pokonujac
jednoczesnie swoje wewnetrzne przesady czy bariery. W drugim dniu szkolenia uczestnicy poznajg metode polegajaca
na budowaniu hipotez w procesie doradczym, ktére pozwalajg na uswiadomienie sobie dokonywanych podswiadomie
zatozen co do osoby, ktérej pomagamy i jej motywacji i przeniesienie niektérych z owych zatozen czy domystéow na
grunt hipotez, ktére po kolei sprawdzamy w toku rozmowy z klientem. Uczestnicy otrzymujg réwniez zestaw pytan po-
mocnych przy rozmowie z klientem i w budowaniu oraz sprawdzaniu neutralnych hipotez dotyczgcych drugiej osoby.
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Prowadzacy/a zapoznaje réwniez uczestnikow z modelami dotyczacymi komunikacji oraz tego, jak na owg komunikacje
wptywajg przerdzne czynniki, w tym czynniki kulturowe, asymetria wtadzy miedzy doradcg a jego klientem, obraz roz-
mowcy, ktéry powstaje w swiadomosci doradcy a wyptywajacy ze znanych mu stereotypdw. Kolejny dzien szkoleniowy
rozpoczyna sie analizg barier, ktére pokonuje doradca w procesie poradniczym w kontekscie wielokulturowym. Na
przyktadzie modelu ANDERS uczestnicy sledzg putapki czyhajgce nawet na otwarte i tolerancyjne osoby w zetknieciu
z przedstawicielami reprezentujgcymi odmienne poglady, doswiadczenie czy zaplecze kulturowe. Uczestnicy poznaja
rowniez 6 zasad skutecznego doradztwa. Nastepnie program szkolenia przewiduje analize modelu metapoznawczej
Swiadomosci polegajgcej na tym, iz doradca zdaje sobie sprawe z przebiegu wtasnych proceséw intelektualnych ale i
emocjonalnych w kontakcie z osobg potrzebujgca jego/jej doradztwa. Uczestnicy dyskutujg réwniez o wartosciach na
podstawie modelu wartosci Schulza. W ostatnim dniu szkolenia uczestnicy dokonujg podsumowania warsztatéw, dzielg
sie refleksjami oraz prébujg zastanowi¢ sie nad tym, ktére z poznanych technik i modeli mogg zastosowaé w swojej
codziennej praktyce zawodowe;j.

Analizujgc mozliwos¢ przetozenia programu szkolenia na grunt polski, nalezy na wstepie zauwazy¢, iz doradztwo za-
wodowe dla migrantow w Polsce rzadko odbywa sie w ramach $cisle okreslonych struktur czy instytucji. Doradcy za-
wodowi wykonujgcy ten zawdd w ramach instytucji publicznych (np. urzedéw pracy) rzadko majg kontakt z osobami o
innym zapleczu kulturowym, ze wzgledu po pierwsze, na wciaz niski odsetek migrantéw w polskim spoteczenistwie, a
po drugie, ze wzgledu na fakt, iz przepisy prawne czesto ograniczajg dostep do instrumentéw rynku pracy (jakim jest
doradztwo zawodowe) obywatelom krajéw trzecich. Migranci z problemami zwigzanymi z zatrudnieniem zwracajg sie
gtéwnie do organizacji pozarzagdowych, z ktérych kilka (m.in. Instytut Spraw Publicznych, Polskie Forum Migracyjne,
Fundacja Ocalenie) prowadzi doradztwo zawodowe lub posrednictwo pracy dla imigrantéw w Polsce. Z powyzszego
wynika duze zréznicowanie grupy, ktéra jest grupg docelowgq szkolenia: jedna grupa to pracownicy publicznych stuzb
zatrudnienia, ktérzy spetniajg formalne wymagania w zakresie kwalifikacji zawodowych i stazu pracy doradcy zawodo-
wego, jednakze jedynie z rzadka posiadajg wiedze o specyfice tej grupy klientdw czy przepisach rzadzacych migracjg
w Polsce, druga zas grupa to pracownicy organizacji pozarzagdowych- osoby niekoniecznie posiadajgce profesjonalne
zaplecze do wykonywania roli doradcy, jednak gteboko zaangazowane w pomoc imigrantom i uchodzcom i znajgce
specyfike i problemy tej grupy spoteczne;.

Program szkolenia opiera sie na zatozeniu, iz uczestnicy sg Swiadomi zatozen teoretycznych procesu poradniczego, stad
pomija on wiele podstawowych informacji w tym zakresie. Wydaje sie, iz w polskim kontekscie, wtasnie ze wzgledu
na tak zréznicowang grupe odbiorcow, wskazane bytoby ujednolicenie bazy teoretycznej grupy i rozwiniecie czesci
dotyczacej doradztwa zawodowego jako takiego. Nalezatoby pochyli¢ sie nad wreczonymi uczestnikom , krokami w
procesie doradczym” jak i slajdami dotyczagcymi modeli poradnictwa, czy tez przyktadami pytan wykorzystywanych w
tym procesie.

Wydaje sie, réwniez, iz ze wzgledu na nikty dyskurs publiczny w tym zakresie w Polsce, wiecej uwagi nalezy poswiecic¢
kwestiom zwigzanym z ptcig, tozsamoscig ptciowg, stereotypom zwigzanym z ptcig i rozumieniu podstawowych pojec z
tego zakresu. Podobny postulat dotyczy wielokulturowosci.

Z catg pewnoscig nalezy zaznajomi¢ uczestnikdw dogtebnie z modelami swiadomosci metapoznawczej, autorefleks;ji,
procesem budowania hipotez, modelem ANDERS czy modelem wartosci Schulza. Duzo uwagi nalezy poswieci¢ prak-
tycznemu przecwiczeniu ww. modeli. Nalezy mieé¢ na uwadze, iz ze wzgledu na niewielky ilos¢ szkolen dla tej grupy,
moze byc to pierwsza okazja, przy ktorej uczestnicy mogg podzieli¢ sie swoimi doswiadczeniami, problemami i barie-
rami napotykanymi w doradztwie. Nalezy umozliwi¢ uczestnikom wymiane przemyslen, doswiadczen i przyktadéw z
ich praktyki. W przypadku grup mieszanych, tj. w ktérych uczestnikami sg zardwno pracownicy administracji jak i pra-
cownicy organizacji pozarzgdowych, nalezy szczegdlnie starac sie, aby grupy te mogty sie ze sobg miesza¢, zachecajac
do dzielenia sie doswiadczeniami. Wydaje sie, iz mozna zrezygnowac z niektérych éwiczen zawartych w programie
szkolenia, np. ,w ptaszczu mojego zycia” czy ,kwiat” na rzecz symulacji procesu doradczego sktaniajgc uczestnikéw do
jak najczestszej autorefleks;ji i analizy stosowanych w ich pracy metod i narzedzi.
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lll. Analiza SWOT

Mocne strony

W Program porusza kwestie niemal nieistniejace dotychczas w
dyskursie o doradztwie zawodowym w PL

) Program jest jednym z pierwszych dostepnych materiatow
dla doradcéw zawodowych pracujacych w tym obszarze Szkole-
nie wyposaza uczestnikow w praktyczne, konkretne narzedzia,
ktore w krotkim czasie mogg doprowadzi¢ do poprawy jakosci

N Duio praktycznych ¢wiczen i pracy w grupach w program-
ie szkolenia

W Program zawiera modele i koncepcje stabo rozpowszechni-
one wérdd doradcéw zawodowych w PL

Szanse

Stabe strony

W Materialy szkoleniowe, bez dodatkowego opracowania
merytorycznego moga by¢ zbyt hermetyczne dla oséb, ktore
nie braly udziatu w szkoleniu prowadzonym przez autoréw
szkolenia

) Program szkolenia wymaga gruntownej uprzedniej wiedzy
nt. doradztwa zawodowego u osoby prowadzacej szkolenia/
badz chcacej doszkoli¢ si¢ samodzielnie

W Program dostosowany do doradztwa systemowego, ma-
jacego oparcie strukturalne i instytucjonalne w niemieckim
systemie

W Materialy szkoleniowe sa w jezyku angielskim

Zagrozenia




Formacion del proyecto Move On en géne-
ro y diversidad dirigida a profesionales de la
orientacion profesional - Resumen de la for-
macion y evaluacion de sus posibilidades de
transferencia al contexto espanol

Area de Empoderamiento sociopolitico, Fundaciod Surt

1. Descripcion de la formacion

En estas paginas se presenta un resumen y un analisis de las posibilidades de transferencia, adaptacion y aplicacién en
el contexto espaiol del programa de formacién “Move On” sobre género y diversidad en los contextos de orientacion
profesional de personas migradas.

El curso se dirige principalmente a profesionales de la orientacion laboral y profesional que trabajan con usuarias y
usuarios de origen no autéctono, pero puede ser de utilidad también para profesionales y voluntariado que trabaja con
este mismo colectivo en otros servicios no directamente relacionados con la insercién laboral. El objetivo de la forma-
ciéon es desarrollar y mejorar el conocimiento y las competencias en materia de diversidad, interculturalidad y género
en el marco de los procesos de orientacién profesional.

El curso se basa en la metodologia empleada por la entidad alemana Berami, con 30 afos de experiencia en la inte-
gracién de las personas migradas en el mercado laboral. En el marco del proyecto Move On, el curso se desarrollé en
la sede de esta organizacion en Frankfurt en febrero de 2017, con la asistencia de tres profesionales de cada una de
las siete entidades socias del proyecto, pertenecientes a seis paises europeos (Alemania, Grecia, Espafia, Italia, Reino
Unido y Polonia).

La formacion comprende 23 horas, distribuidas en 3 sesiones de un dia y una ultima media jornada de evaluacion.
Ademas, se propone una jornada de visita a centros de empleo del territorio. Se trata de una formacion tedrico-practi-
ca que tiene en cuenta tanto la transmisién de conocimiento como las actividades individuales y grupales, con diversas
técnicas, como role-playing, discusién, movimiento, etc.

Al término de cada sesidn, se invita a las y los participantes a recoger en un documento los resultados formativos de la
sesidn y cuestiones que quisieran tratar en sesiones sucesivas.

Sesion 1: Género y diversidad en la orientacion profesional

El primer mddulo de la formacidn esta dedicado a la presentacién de los conceptos de género y diversidad en el mar-
co de la orientacidn profesional. Este bloque se abre con una introduccidn a los factores individuales y estructurales
gue inciden en los procesos de orientacion profesional de las personas migradas y refugiadas. También se presenta el
modelo de orientacion laboral que se adopta en el curso, un enfoque sistémico en el cual la orientacién laboral es un
proceso de acompafiamiento de las personas usuarias en el que la/el profesional debe mantener una actitud reflexiva
sobre su actuacidn; este concepto se ampliard en sesiones sucesivas.
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En segundo lugar, se presenta el concepto tedrico de diversidad, en sus diversas dimensiones, y no sélo en lo cultural,
asi como nociones de género en el contexto de la orientacidn laboral. Las y los participantes consolidan los conceptos
en dos dinamicas grupales: la elaboracién y discusién de una “flor del poder”, un mapa visual de las distintas dimen-
siones de la diversidad y sus implicaciones en las desigualdades sociales, y el analisis del caso de una usuaria para
identificar los factores de género.

La primera jornada termina con la presentacion de los principios fundamentales de la orientacién laboral, una pro-
puesta de perfil de competencias de las y los profesionales, y un apunte sobre los procesos metacognitivos que se
desarrollan en el contexto de la orientacidn, un punto en el que se profundizara en las siguientes sesiones del curso.

Sesion 2: Comunicacion e hipotesis en las sesiones
de orientacion profesional

En el segundo dia de formacidn se aborda la perspectiva intercultural en la comunicacion, desde una perspectiva criti-
ca.

El concepto de interculturalidad se introduce a través de una dindmica de presentacién en la que las y los participantes
explican la historia que hay detras de sus nombres: cdmo eligieron sus progenitores su nombre, si sigue o no una tra-
dicién familiar, los distintos sistemas de apellidos en su contexto cultural, etc. Es una dindmica muy rica para ampliar la
mirada del contacto interpersonal, ya que permite reconocer la diversidad a través de la perspectiva biografica de los
individuos. La dindmica refleja las tensiones entre tradicién y cambio social en distintos territorios, y las coincidencias
en los cédigos culturales de territorios aparentemente muy distintos. También permite abordar las relaciones de géne-
ro implicitas en los sistemas de apellidos, a través de la organizacién familiar.

La sesidn prosigue con un andlisis tedrico del proceso de comunicacion en contextos interculturales, segun el modelo
Auernheimer, teniendo en cuenta las asimetrias de poder subyacentes, los cédigos culturales compartidos y las ima-
genes reciprocas del “otro”. En el marco de la relacién profesional con las personas usuarias, el encuentro entre los
sistemas de profesionales e usuarias puede llevar a desencuentros e “irritaciones”. Para asegurar una comunicacion
efectiva que permita superar estos desencuentros, se propone una metodologia de trabajo en la que el/la profesional
plantea explicitamente y analiza criticamente una serie de hipdtesis sobre la situacién de la persona usuaria. Estas
hipdtesis guian el proceso de orientacidn profesional y permiten a los y las profesionales tomar conciencia de sus pre-
suposiciones inconscientes y prejuiciadas, y revisarlas de forma critica a lo largo del proceso.

Para plantear estas hipdtesis, las participantes reciben una bateria de preguntas para plantear a las personas usuarias.
Los distintos formatos de formulacion de las preguntas (abiertas, escala, hipotéticas, etc.) permiten orientar los efectos
deseados en la usuaria y guiar la formulacion y verificacidn de hipdtesis por parte de la/el profesional.

Sesion 3: Reflexion sobre conceptos: personal y profesional

La sesidn se abre con una dindamica “rompehielos” muy efectiva para abordar la diversidad. Se reparte una fruta (por
ejemplo, una lima) entre las personas participantes y se las invita a describir las particularidades de este objeto. Despu-
és las participantes vuelven a dejar la lima en la caja y se les pide que la identifiquen, distinguiéndola de las demas. El
proceso permite desarrollar las competencias de observacion de lo particular en un objeto aparentemente genérico, y
experimentar un apego emocional a medida que se amplia la capacidad de percibir las diferencias.

El tema central de la sesidn se trabaja a partir de otra dindmica individual/grupal, “En los bolsillos del abrigo de mi
vida”, una reflexién biografica sobre los principales mensajes relacionados con la educacién, la formacién y el de-
sarrollo profesional recibidos en la infancia y adolescencia (en el contexto familiar, educativo, por los medios de co-
municacion, etc.). De este modo se reflexiona sobre la influencia de estos mensajes en la practica profesional como
orientadores/as.

El cuerpo tedrico de la sesion incluye la presentacién del modelo de Anders y sus seis principios de la orientacién pro-
fesional en contextos interculturales, y de un modelo metacognitivo para la toma de conciencia y reflexién continua de
las presuposiciones de las y los profesionales sobre el proceso de las personas usuarias. También se debate sobre los
valores, segin el modelo comunicativo de Schulz von Thun.

La sesién concluye con una reflexion (individual y a nivel de las organizaciones) sobre los principales principios de la
orientacidn profesional.
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Sesion 4: Evaluacion

La ultima sesidn es una sesion de evaluacion individual y grupal sobre la formacidn y sus posibilidades de transferencia
y adaptacion a la practica profesional diaria de las participantes y el funcionamiento de sus servicios y entidades.

Sesion adicional: visita a centros de empleo

En la realizacion de la formacidn en Frankfurt, el programa se complementd con una jornada de visita a centros de
empleo del territorio para conocer los servicios de orientacion laboral a personas migradas y los programas de igualdad
de oportunidades en el empleo para mujeres y hombres.

La presentacion del trabajo realizado en estos centros por profesionales especializados permite conocer de primera
mano las buenas practicas implementadas y los retos que plantea especialmente la atencién a numerosas personas
solicitantes de asilo en el contexto de la actual crisis de personas refugiadas en Europa, especialmente teniendo en
cuenta la responsabilidad asumida por Alemania en la gestion de esta crisis humanitaria.

También resulté de gran interés el contraste entre los servicios de informacion dirigidos principalmente a personas
migradas cualificadas, especialmente de origen comunitario (con Espafia como principal pais de origen), y los servicios
orientados a la orientacidn profesional e insercion laboral de personas solicitantes de asilo, con un circuito distinto
vinculado a la atencion social.

2. Andlisis de su tfransferencia al contexto espanol

Debido a diversos factores socioecondmicos, politicos y culturales, en Espafia existen diversas realidades en relacion
con las politicas de integracién de las personas migradas y resulta dificil hacer una valoracidon en conjunto de la posi-
ble adaptacidn del programa formativo a situaciones tan diversas. Sin embargo, en algunas comunidades auténomas,
notablemente Catalunya, Madrid, Euskadi y Andalucia, se han desarrollado iniciativas pioneras que integran el género
y la diversidad en los procesos de orientacién laboral y que han sido reconocidas como buenas practicas en foros na-
cionales e internacionales. Se trata de programas desarrollados en el marco de servicios municipales o autondmicos,
o bien a cargo de entidades del tercer sector. Pese a su valia metodoldgica, el impacto de estas iniciativas sigue siendo
limitado en términos cuantitativos, pues los servicios de empleo publicos no despliegan habitualmente acciones espe-
cificas que tengan en cuenta el género y la diversidad en la intervencion.

En este contexto, el programa formativo analizado, pese a tratarse de una formacién introductoria sobre género e
interculturalidad, podria transferirse preferentemente a aquellos espacios profesionales ya sensibilizados y con expe-
riencia en este ambito, no para incorporar nuevos conceptos, sino para contrastar enfoques tedricos y metodoldgicos,
enriquecer los procesos consolidados con nuevas perspectivas y plantear posibilidades de mejora en los servicios.

En los servicios no especializados y sin especial sensibilidad al género y la diversidad, consideramos que el curso podria
transferirse también, pero requeriria cierto proceso de adaptacion. En Catalunya, por ejemplo, existe ya una oferta
formativa sobre interculturalidad y género, y profesionales expertas/os en la materia, que imparten mddulos similares
a los incluidos en este programa formativo (diversidad/interculturalidad y género, procesos de acompafamiento en la
orientacidn, etc.). Por lo tanto, seria recomendable que la formacién impartida no fuera una transferencia directa de la
experiencia de Berami, sino que incorporara también la experiencia de las entidades expertas en Espaia, de forma que
el formato resultante fuera un espacio de intercambio para la transferencia mutua de modelos tedricos, metodologias
y experiencias practicas.

En este contexto, la principal innovacion del programa de formacidn, desde la perspectiva espafiola, es la inclusién de
las personas refugiadas en el colectivo destinatario. La experiencia de las entidades alemanas en este dmbito resulta
de gran interés para las y los profesionales de la orientacién profesional de Espaia y seria recomendable profundizar
en este aspecto concreto a la hora de transferir la formacion al territorio del Estado Espafiol.
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3. Andlisis DAFO de la transferencia al contexto espanol

Debilidades \ Amenazas

N Falta de materiales detallados que faciliten la aplicacién “V Existencia de programas formativos similares sobre di-

del programa. versidad/interculturalidad y género a cargo de entidades de
Espafia.

N Falta de bibliografia en espaiiol e inglés que recoja el mar-

co tedrico y metodoldgico de la formacion. “Incertidumbre politica sobre la continuidad de los pro-

gramas de integracion en algunos contextos, tendencia a la re-
N La transversalizacién del género en el enfoque intercultural striccion de las fronteras y limitacion de los recursos dedicados
adoptado no es siempre sistematica/explicita. a politicas de diversidad y de igualdad.

Fortalezas Oportunidades

W
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Move On - Migration & Gender: Vocational
and Educational counselling: sintesi del pro-
gramma formativo ed analisi di trasferibilita in
Italia

Sintesi del percorso

Il percorso formativo “Move On - Migration & Gender: Vocational and Educational counselling” [Migrazione & Genere
nell'orientamento formativo e professionale] e stato elaborato dall’organizzazione tedesca Berami e sperimentato, con
un gruppo di partecipanti di diversi Paesi Europei, nell'ambito dell’omonimo progetto Erasmus+ nel mese di Febbraio
2017. ll corso si e articolato su quattro giornate di formazione in aula ed uno dedicato a visite di studio presso alcuni
servizi locali dedicati a supportare persone straniere nel loro inserimento professionale in Germania.

In particolare, il programma del corso si & articolato come segue:

Prima giornata: il genere e la diversita nell’ orientamento professionale
Si sono approfonditi i fattori che influenzano il percorso di integrazione professionale, il concetto di diversita e ge-
nere e i principi di base del counselling in contesto interculturale.

Seconda giornata: la comunicazione e la formulazione diipotesi in una sezi-

one di counselling
La sessione si @ focalizzata sui diversi stili di comunicazione, sulla presentazione del modello Auernheimer di comu-
nicazione interculturale, su come sviluppare ipotesi e verificarle all’'interno di una sessione di orientamento.

La terza giornata e stata dedicate alle visite di studio a servizi di counselling
rivolti specificatamente a migranti e richiedenti asilo attivi a Francoforte.

Quarta giornata: riflessione sui valori personali dell’ orientatore.

La giornata é stata dedicata a dare agli operatori strumenti per riflettere sui propri valori personali e su come que-
sti si traducono nel proprio approccio all’orientamento. E’ stato inoltre presentato il Modello “ANDERS” che guida
nell’auto-riflessione.

L'ultima giornata € stata dedicata alla valutazione del corso.

Trasferibilita in Italia

Relativamente alla trasferibilita del percorso in Italia, riteniamo che il maggior ostacolo possa essere individuato nell’as-
senza, nel nostro Paese, di un profilo professionale codificato di “orientatore”. Infatti, nonostante diversi tentativi di
definizione di standard minimi a livello nazionale, attualmente quindi di fatto chiunque pud svolgere questa mansione.
Nella pratica chi si trova a ricoprire tali mansioni sono tendenzialmente gli operatori sociali (educatori professionali, as-
sistenti sociali, operatori sociali privi di alcuna qualifica specifica) impiegati all’interno di progetti e/o strutture di acco-
glienza per migranti. Fatta eccezione per le esperienze di servizi di orientamento rivolti nello specifico ai migranti svolti
all'interno dei Centri per I'lmpiego (realta che non compre comunque l'intero territorio nazionale) e alcune esperienze
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di agenzie private (quali ad esempio agenzie interinali), sulla quasi totalita del territorio, I'orientamento motivazionale
e professionale & demandato agli enti del privato sociale che si organizzano per rispondere in modo sempre piu fun-
zionale alle esigenze dei migranti. Tra l'altro questi ultimi vanno sempre pil considerati facenti parte di un fenomeno e
di un contesto che oggi € in continuo mutamento, pertanto si deve anche mettere in conto che tali servizi dovrebbero
risultare il piu dinamici e flessibili possibile in modo da mantenere costantemente in loro un’alta funzionalita.

Come conseguenza di cid che é stato descritto sopra, risulta difficile stabilire una soglia di competenze in ingresso
possedute da un potenziale partecipante al percorso formativo e cid potrebbe tradursi nell’esigenza di approfondire
maggiormente alcuni aspetti teorico / metodologici legati al percorso di counselling rispetto a quanto trattato nel per-
corso MOVE ON.

Con l'esclusione di questo elemento, tuttavia, riteniamo che il percorso formativo sia facilmente trasferibile nel nostro
contesto nazionale.

In primo luogo in quanto utilizza un approccio fortemente esperienziale e costruttivista, che quindi consente un buon
livello di adattabilita alle effettive competenze ed interessi dei partecipanti. Infatti questo percorso potrebbe essere an-
che implementato con un moduli relativi al Capacity Building, al fine di fornire ai servizi e agli operatori degli strumenti
utili alla ricerca di strategie che permettano di adattarsi ai target specifici e ai continui mutamenti del contesto in cui
essi stessi operano. Lapproccio esperienziale e costruttivista permette di dotarsi degli strumenti utili per trovare solu-
zioni che possano rispondere alle varie esigenze, piuttosto che fornire delle risposte “preconfezionate” che probabil-
mente risulterebbero poco applicabili a tutti i contesti se non ripensate e riadattate. In questo il percorso formativo di
Move On puo risultare realmente un approccio che puo superare confini territoriali e “barriere di qualifiche codificate”.

In secondo luogo, proprio perché I'approccio utilizzato nel percorso MOVE ON prescinde sostanzialmente dagli aspetti
normativi / organizzativi dei servizi — focalizzandosi invece sulla capacita dell’orientatore di riconoscere i propri assunti
relativi alla cultura e al genere e sull’essere in grado di metterli in discussione — si presta ad essere utilizzato nei piu
diversi contesti nazionali e di servizio.

Punti di forza Punti di debolezza

N Un approccio indipendente dai contesti nazionali dal <\ Gli aspetti teorici non sono approfonditi, quindi il corso
punto di vista normativo ed organizzativo che consente forte ~ potrebbe rivelarsi insufficiente per chi non ha una solida base
adattabilita teorica di riferimento nel counselling

) Disponibilita di materiali e risorse che favoriscono la repli- N inkaliala figura professionale dellorientatore non ¢ codifi-
cabilita del programma cata: potrebbe non risultare chiaro a chi questo corso si rivolge

) Ampio spazio dedicato ai lavori di gruppo e allapprendi-
mento attivo che consentono la personalizzazione dell'inter-
vento

M corso & sviluppato sulla base di una consolidata esperien-
za operativa

Minacce Opportunita




UNITED KINGDOM

Transferability analysis of the fraining course
into the UK context

The transferability of the Move On training course on gender and cultural sensitivity for career counsellors into the UK
context offers some promising Strengths and Opportunities but also some Weaknesses and Threats.

Some of its main strengths arise from the fact that the starting point for the development of this training programme
was an already existing training developed by berami, “Gender- und diversitysensible Bildungsberatung fiur Migran-
tinnen und Migranten”, which is a German organisation with over 30 years of experience working with migrants and
refugees. As such, this training was already successfully implemented in the German context and received support and
recognition from German public institutions. In addition, berami further developed and adapted the training content
to a multicultural audience to develop the Move On face-to-face pilot training. This means that to some extent the trai-
ning is already suitable to the highly multicultural UK context and multicultural teams of professionals which are likely
to be working in this area in the UK. Finally, it is also a strength that the programme has already been piloted with an
international audience as it was possible to have a truly intercultural exchange of practices and views and evaluate the
programme to better fit its purpose.

However, there are also weaknesses relating to its transferability. Given that the programme was specifically tailored to
an international group of professionals working on different EU countries, it necessarily avoided to go in depth in terms
of employment and anti-discrimination law, legislation considered here to be highly relevant to this type of training.
Thus, it would be important to take into account the specificities of the UK law in the area and integrate them into the
course. Similarly, its broad EU focus does not cater to the specific UK context in terms of policies and legislation around
migration and refugees which can be considerably different from other EU countries. Lastly, the training programme
preferred focus on the ‘positive’ concept of ‘diversity’ rather than ‘intersectionality’ may also at times underplay the
impact that systemic inequalities have on refugee and migrants as well as dynamics of power and privilege.

In terms of opportunities, since the programme was first piloted targeting an international audience, its contents have
already been translated into English. That said, this would considerably facilitate its usage in the UK, only requiring a
revision of its language and main concepts to make sure it is in line with those current used in the UK. In addition, the
fact that the original training included a visit to a job centre and an employment agency in Germany as well as a discus-
sion about their available support, this could be presented as an opportunity to incorporate a comparative analysis
with similar institutions and support available in the UK for that matter.

Finally, the transposition of this training to the UK context also present a few threats. The first one regards to the cur-
rent political climate which is of strong anti-migrants and refugees’ feeling, specially intensified after the Brexit referen-
dum results. This could be particularly challenging in terms of gathering support for such initiative and encountering
resistance among the sector as well as among prospective training participants. Secondly, the current and intensifying
government cuts to public services and welfare is also presented as threat, such cuts particularly threatens services
normally freely accessible to migrants and refugees to support them in their integration, including labour market inte-
gration.
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SWOT analysis of the transferability of the training
into the UK context

Strengths Weaknesses
N The programme has already been successfully implement- N Does not incorporate specific UK employment and an-
ed in the German context and received institutional support ti-discrimination law
N The content has already been adapted having in mind an N Doesn't cater to the specific UK context in terms of policies

international, multicultural audience which aligns to the mul-  and legislation around migration and refugees
ticultural population of the UK and professionals likely to be

working in the area of counselling ~ Focus given on the ‘positive’ concept of ‘diversity’ rather
than ‘intersectionality’ may at times underplay the impact of
N The programme has already been piloted with an interna-  systemic inequalities have on refugee and migrants and unbal-
tional audience as well as evaluated to fit its purpose anced dynamics of power and privilege

Opportunities Threats
A A

N N
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