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Introduction

Be Aware – Strengthening Competences to Face Sexual Harassment at the workplace
is a three-year project, funded by the European Commission, Erasmus+ Strategic
Partnerships for Vocational Education and Training (VET). It aims to reducing sexual
harassment at the workplace. Five partners from different countries (Austria, Bulgaria,
Lithuania, Spain and Turkey) are collaborating in this project, working together on the
development, promotion and mainstreaming of a VET-Training regarding the
implementation of a structure of respect within the organisation to be aware of sexual
harassment.

Be Aware suggests a systematic approach by providing different tools and methods to
improve the professional development of HR managers, VET trainers, teachers,
mediators and workers’ representatives. The project outcomes will improve their
capability to deal with the matter of sexual harassment at the workplace professionally.
After the VET trainings the participants will be so called Be Aware Mentors.

This Intellectual Output “Standards for a Be Aware VET training” includes three main
parts. After an introduction to the project itself a competency framework is provided.
This will allow to understand what behaviour is adequate for Be Aware Mentors, what
qualities and comeptences they should bring along and learn throughout the trining.
And it will provide and understanding of what can be summarized as organisational
learning.

The second part “General approach” will go further into terminology, power relations
and success factors. It concludes in an overview on the different partner organisations
and their understanding of interculturality.

The third part contains the different accreditation systems in all partnering countries,
including an overview on European and international level. Answering the question on
how VET trainings can be be certified.
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Description of the Project

Sexual harassment at the workplace is a form of discrimination that includes any
uninvited behavior, comments or conduct regarding sex, gender or sexual
orientation. Sexual harassment is a type of gender discrimination. According to The
International Labour Organization, quoting UN figures, in the EU between 40 and 50
per cent of women experience forms of sexual harassment at their workplace1. Sexual
harassment is an issue, that occurs transnationally and it affects all professions and
sectors. Even though not only women are sexually harassed it affects more women
than men.

As the workplace provides relationships of dependence it is often very hard for the
harassed employee to both stop the unwanted behavior and/or to report it.
Victims blame themselves or hope that the conduct will stop on its own. Sometimes
they also persuade themselves that it is not true or start thinking about what they
themselves did wrong.

This is especially the case if victims are in a hierarchically inferior position and thus do
not dare to talk about the issue. They try to deny the existence of the problem or fault
themselves for is occurrence. Fear of losing employment or feelings of shame make it
difficult to report the incidents.

In case of sexual harassment being reported, it is the responsibility of the employer to
act. But it can often be observed that either there is no employer complaint mechanism
or grievance system installed or superiors and workers’ representatives lack the
sensitivity and competence to deal with the matter. This usually stems from a lack of
or insufficient quality of training, as well as general feeling of ambiguity when dealing
with the topic. Thus, they often fail to act and do not fulfil their duty.

1

https://www.ilo.org/global/about-the-ilo/newsroom/features/WCMS_205996/lang--en/index.htm
(January 8, 2020)
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Prevention is the best tool to eliminate sexual harassment at the workplace. Employers
have to be encouraged to take steps necessary to prevent sexual harassment from
occurring.

The strategy of the majority of women in this situation is to avoid the aggressor or
ignore it. Only two out of ten reported it to the immediate manager or seek support
from colleagues.2 Very few went to unions or women's associations. The manager is
the aggressor in the vast majority of cases. In this sense, it is especially necessary to
promote initiatives and actions aimed at reducing this problem.

In accordance with the Report of Equal Opportunities Ombudsperson, who is
responsible for the monitoring of the implantation of this UN law, people often apply
with the questions how to recognize sexual harassment, how to collect the proves, how
to deal in a case of sexual harassment. Although, the Ombudsperson confirmed that
people try to avoid to apply with the issues of harassment, as they afraid the opinions
of their colleagues as well to lose their job. It is also is problem, that to prove the sexual
harassment is very hard.

Therefore, we identify the following needs:
à

The implementation of a quality training for workers’ representatives and
supervisors who might be addressed by victims.

à

The promotion of adequate prevention strategies within organisations.

à

To raise awareness and inform employees about the legal situation, their rights
and expected behaviour.

I accordance tho these needs in this project VET trainings are developed. The trainees
will, after completing the trainings, be so called Be Aware Mentors.

2

https://www.europarl.europa.eu/news/de/headlines/society/20180911STO13151/parlamentfordert-mehr-massnahmen-zur-bekampfung-von-sexueller-belastigung
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Profile of Competencies

When aiming at implementing strategies and intervention methods, to prevent and
professionaly react to sexual harassment at the workplace, a broad range of skills and
expertise is required. This document provides competency frameworks.

3.1

ECVET

Our training was developed according to the ECVET standards “European Credit
System for Vocational Education and Training”, which were adopted by the European
Parliament and the Council in 2018 in order to have a common approach in the
identification of learning outcomes in terms of quality standards. For the Be Aware
trainings defining learning outcomes according to the ECVET standards are seen as a
useful basis in several respects:

They improve the transparency of vocational training systems and clarify their output
for learners, employers, and other stakeholders.

The advantage is that learning

outcomes statements clarify what a learner is expected to know and be able to do and
understand having completed a learning sequence, a module, a programme or a
qualification.

Learning experiences that a person has acquired in different countries or at different
types of institutions can be better represented using the different tools of ECVET. This
in turn facilitates their transfer and recognition.
They also facilitate direct comparison of qualifications based on the knowledge, skills,
and competencies acquired.

ECVET is understood as an element of quality assurance in continuing education. In
addition, new opportunities for cooperation with other educational institutions could
arise.
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The Competency Framework

To develop quality standards for the Be Aware VET training the competency framework
provides a description of the minimum requirements of knowledge, skills and behaviour
the trainees need to bring along.

In general, the purpose of a competency framework is to promote consistent standards
of services, to guide resource allocation and to help developing trainings to meet true
needs.

For the development of the VET training the different dimensions of the training have
to be considered:
•

Learning Outcomes: Results of a training or education experience. May be
intended, peripheral or unindented.

•

Learning Objectives: What a learner should be able to pursue after
participating in a training.

•

Learning Goals: The goals of an individual learner.

•

Training Goals: The broader purpose for training from an organisational
perspective.

Due to the fact that in most EU countries the profession of being a mentor in
organisations (internally or externally) has no formal acknowledgement in terms of
national legislation, and no formal compulsory requirements to hold a specific
qualification, it is even more important to have an explicit competency framework. From
the perspective of organisational development, the mentor´s familiarity with modern
approaches to methods, techniques and didactics may enable them to a possible role
of “change agents” within the companies’ innovation processes when it comes to
sexual harassment at the workplace. (Kristiina Volmari, Seppo Helakorpi & Rasmus
Frimodt 2009)

In the following a general overview of competencies for VET trainings is given in order
to have a common understanding of the expectations of such a training. Afterwards
the competency framework for Be Aware standards of VET training is given in detail,
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which is the basis for the relevant competences elaborated in the next chapter. Finally,
there is a separate framework for the micropolitical competencies as the understanding
of this issue implies the capability to know power relations and its dynamics in depth.
They are of great significance for the topic of sexual harassment and therefore a
particular framework is given in order to gain the competence.

3.2.1 General competency framework for VET trainings in organisations
General Overview of competencies for VET trainings in organisations
Activities comprise

To successfully carry out the
activities, Mentors need to

Administrational level
•

Calculation of costs

•

Budgeting

process
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administrative
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planning
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evaluation
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process
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•
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continuous
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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.

Be Aware – Strengthening competences to face sexual harassment on the workplace

11

Agreement No. 2018-1-AT01-KA202-039286

•
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with

•
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•
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•
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Efficiently conduct and
take part in meetings

in

international
networks,
cooperation

and

projects
Table 1: General overview of competencies for VET trainings in organisations.jpg
(Kristiina Volmari, Seppo Helakorpi & Rasmus Frimodt 2009)

3.2.2 Competency framework for Be Aware standards VET trainings
The competency framework for Be Aware standards of VET trainings is divided into
personal competencies, inter-personal competencies, professional expertise and
organisational competence. They were selected in accordance to addressing the
development of a training, aiming to reduce the risk of sexual harassment at the
workplace and provide a professional handling if sexual harassement occurs at the
workplace. The mentioned competencies in every field are described in the next
chapter in detail.
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Personal
Competencies

Inter-Personal
Competencies

Professional
Expertise

Organisational
Competence

Ability to Self Reflection

Diversity

Gender Competence

Micropolitical
Competence

Communication Skills

Juridical Competence

Planning and
Development

Conflict
Management

Organisational
Awareness

Open Mindness /
Open Attitude

Empathy &
Professional Distance

Ability of Resource
Orientation

Figure 1: Competency Framework for Be Aware Standards of VET training.jpg
(Kristiina Volmari, Seppo Helakorpi & Rasmus Frimodt 2009; Hendrik Otten and Yael
Ohana 2009)

3.2.3 Micropolitical competency framework
According to the management and organisational researcher Oswald Neuberger,
micro-politics is “the portfolio of those daily (micro-) tactics with which power is built up
and applied in order to extend the room for manoeuvre and to defy external control.”
Micro-politics is described as strategically smart behaviour which applies power
dynamics to initiate positive changes. (see micro-political competency). The micropolitical competency model consists of four areas: Professional competence, activity
competence, social competence, and self-competence.
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MC
M
Figure 2: Micropolitical Competency Framework.jpg (Stefan Busse, Rolf Haubl, Heidi
Möller 2018)

The aspect of self-competence has a special role as it involves the integration of micropolitical actions into your own self-concept. These include perception and knowledge
of a person to understand oneself regarding characteristics, feelings, and behaviour.
This can be of central importance for women, as, e.g. a focus on success and climbing
the ladder as well as gaining power are often not part of female gender roles and
therefore have to be consciously brought into harmony with female integrity. This
requires active planning and influence as well as strategic management provided that
gender stereotypes have been dealt with in order to attain a level of constructive selfcompetence. In the case of professional competence this manifests itself as
competence in the topic matter and in methodology allowing to recognize micropolitical constellations, analyse these and convert them into methodological
instruments. Activity competence focuses on initiative, determination, and the decision
on the envisaged activity. Finally, social competence describes the ability to act in
accordance with social conditions and relationships in the context of a situation. Norms
and values are applied by individuals and influence the options open to you. These
must be taken into consideration and situationally suitable strategies should be found
as well as recognising prevailing rules so that these can be creatively handled. (Stefan
Busse, Rolf Haubl, Heidi Möller 2018)
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Relevant competencies

The competencies, which are described below in detail, have been selected
considering the specific requirements for the topic of sexual harassment at the
workplace and their potential to have an effect on an individual, organisational and
societal level. Apart from the implicitness that the selected person, be it a mentor,
workers’ representative, trainer or mediator, needs to have the commitment and
engagement for the subject, it has to be considered that competencies cannot be
gained within one day or within one course. It is a process, which needs time and
interest to develop the expected abilities. Therefore, the KAB model (KnowledgeAttitude-Behaviour) seems to be a good basis to have in the background, which is
explored in the next section. This chapter contains the competencies themselves
including a suggested method to practice and the approach towards it. This shall
guarantee a high level of quality management for the development of standards for Be
Aware VET training in terms of what, why and how.
3.3.1 The KAB model
The approach of this model contains three levels in learning process: Knowledge –
Attitude – Behaviour. This learning process can be also applied when a person has to
integrate or deepen the required competencies. KAP is commonly used in the field of
public health when changes in the behaviour of certain groups or the society as a whole
should be achieved and the experience has shown that is of long-lasting success. For
a better understanding, the approach of the KAP model shall be elaborated briefly:

Knowledge is here understood as the cognitive domain of learning and implies
knowledge and understanding. Within a domain, knowledge embodies all information
that a person possesses or accrues related to a particular field of study. Knowledge is
generally defined as comprising three forms: (1) declarative, or knowing what, (2)
procedural, or knowing how, and (3) conditional, or knowing when and why. There is
a strong predictor of new information acquisition from a variety of instructional contexts,
such as textbooks, the internet, and problem-solving environments and has been
consistently related to competence when processing new information from a related
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domain in a strategic and efficient manner. (P.G. Schrader and Kimberly A. Lawless
2004)

The concept of attitude offers multiple meanings. The literature reveals two separate
frameworks in which attitude is defined: behavioural and cognitive. A behavioural
sense can be seen as a mental and neural state of readiness conditioned by stimuli
directing an individual’s response to all objects with which it is related. Under certain
aspects attitudes are also subjective because they are viewed as the sum of all feelings
and dispositions toward a particular concept, idea, or action, which has to be taken in
consideration. (P.G. Schrader and Kimberly A. Lawless 2004)

After gaining knowledge and practicing attitude towards a certain topic behaviour is the
way in which a person, organism, or group responds to a certain set of conditions.
(P.G. Schrader and Kimberly A. Lawless 2004) Behaviour is the result of the two
aspects, knowledge and attitude, before and can be seen as wells as experienced by
others. In summary every competency has to be known in depth, to be developed as
an attitude and to be integrated in the behaviour of the person, if they want to be gained
successfully.
3.3.2 Personal Competencies
Ability to Self-Reflection
As a Be Aware Mentor, it is required to be aware that everyone has to act and react in
various roles. Situations can arise either in a planned or spontaneous manner – if
required by a person/people – and require different reactions depending on the other
person’s requirements. The various roles arise from the different styles of conducting
discussions. (Lindenmann et al. 2018)

The following table provides insight into the various styles of conducting discussions,
which arise due to the differing roles:
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Roles / Functions
Moderator
Structured

Mediator
guidance

Consultant

of Is a method of third-party There are various forms of

discussions

intervention

consultation
linked

which

to

are

different

objectives
Can

have

different Mediation

involves

objectives: Exchange or structuring
obtaining information.

the There

is

a

factual

and reference to specific topics

management of a conflict
discussion

between

at

least 2 involved parties
with the aim of finding
agreement and amicable
conflict resolution
Moderation

usually Mediation

precedes an order

precedes

an The

order

advisers

are

the

specialists for shaping the
process and the contents

It is also possible to take Mediation is a technique Proactive suggestions for
over moderation during used to resolve a conflict specialist

assessments

discussions and should be and improve a relationship are given
used as an aid in these between
aspects:
•

Ability

mediator
to

name process

The

controls

the

but

not

the

content.

specific topics
•

persons.

All involved parties
should

speak

equally
•

Following
discussion rules

•

In order to record
results
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It is possible to create a In order to mediate, the The
participative

unification principle

process
moderation,

of

all impartiality

parties involved can meet moderator
at eye level

fundamental

voluntary prerequisite is its voluntary

through participation
where
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and nature and independence
of

the

must

be

ensured at all times

The role is suitable for Application of the phase There

are

various

open exchanges and for model as well as mediative techniques and processes
amicable

conflict methods

in consultation

resolution
Table 2: Different roles and functions including the associated expectations
(Lindenmann et al. 2018)

As an appointed representative, the ability to reflect is necessary – on the one hand to
be aware of the role, and on the other to fulfil it. If there is a concern regarding sexual
harassment at the workplace and a resulting need for action, it is expected from that
person that they decide which role is required in the current discussion. Further on, it
also requires consciousness of the situation itself during discussions.

Method to practice self-reflection
In order to gain or strengthen the ability to self-reflect, it is helpful to take time before,
during, and after meetings to ask yourself questions to reach a perspective on a meta
level. At this point it is recommended to keep a logbook in order to consciously render
the process visible.

When choosing the questions, the following thoughts may be useful: Before a
meeting/preparation for a meeting: What specialist knowledge do I have? What
specialist knowledge do I have regarding the topic in question? What characterises my
position as a specialist? What is my job?
During the meeting: Do I lead the discussion? Who specifies the topic/contents? What
reactions do I perceive? Have I understood the facts sufficiently? Do I succeed in
ensuring that everyone has equal say? Was someone held back/preferred?
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After the meeting: Did I succeed in providing a suitable framework? What role did I
take on during the meeting? What can I do better next time? What do I need to know
more about? /What knowledge should I acquire so that I can handle comparable
situations differently in the future?
Open-Mindness/Open Attitude
People who handle the matters of Be Aware in an organisation require the competence
of an open approach. (Freitag 2015) A situation that is supported by a third party is
often uncomfortable for the involved parties. The fact that someone is there makes
them feel under pressure and they just want the situation to be over as quickly as
possible – this means there is a risk that a specific topic/aspect is not given enough
time. This can be counter-productive. If an open approach is adopted towards the other
party, then this can be constructively transmitted outwards. It requires an approach
that is relaxed, understanding, and positive so that matters can be handled effectively.
This is the only way that a genuine win-win situation arises for all parties. If a
matter/conflict is understandable for all, then those who are affected are able to act
and think, and are therefore able to be active and efficient in meetings and solutions
again. An open approach is seen as a development moment and opportunity, even in
conflicts. Conflicts and discussions mean that rules/systems and agreements are
called into question with the potential that new solutions are created as a result. It is
therefore inevitable that aggression and contradictions will be faced, and that these
are faced with openness and confidence even in demanding situations.

Method for Open-Mindness/Open Attitude
Title:

Model of the world

Number of persons: min. 2, one support or training member
Material:

Pen, paper (per 2 persons)

The instructor states terms that both people have to draw together with a pen. “House”,
“flower” – are simple cases as there is a clear idea of how to draw a house or a flower.
Draw something like a “dog”, “child”, “landscape” – then opinions are so far apart that
it's almost impossible to design one together.
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The exercise should show that everyone has their own reality with which we see the
world with all its animals, things, actions, etc. from a specific perspective. The method
should make clear that every person has their “own lens” through which he/she sees
the world and perceives reality – which is not the same for all of us.
The objective of the exercise is to make it clear that everybody has their own
perspective and that you should not and cannot assume in discussions or meetings
that everyone is speaking about the same content as themselves. The variety of
perception should be recognised and accepted as such.
(Trainer-Kit. Die wichtigsten Trainer-Theorien, ihre Anwendungen im Seminar und
Übungen für den Praxistransfer. 2018)
Empathy and professional distance
As a Be Aware Mentor there is a focus on understanding the individual needs and
interests of colleagues. This requires the ability to act and react with empathy so that
people open up. With the competence of empathy, in this case an “inner room” can be
created to understand all parties. As a Mentor the aim is not to determine who is right
and wrong – it is about switching back and forth to experience the various attitudes,
interests, and requirements and understand them. The neutral attitude also means
under these circumstances that no standpoint is taken and a certain distance is
maintained. The Mentor must not make the matter or the contents thereof their own.
An empathic approach and the ability to put yourself in the shoes of another person
are important to understand what is going on. Nevertheless, apart from empathy,
professional distance is also required. (Freitag 2015)
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Professional distance

Empathy

Directions of
development
Emotional attachment

Technocratic problem
solving

Figure 3: Directions of development in the context of empathy and professional
distance (Freitag 2015)

Ability of resource orientation
In order to advise, coach, train, or to act as a Be Aware Mentor, the ability is required
to show empathy to others as equals. In this function hierarchies should be
avoided/blended out/reflected. However, the notion of being equals can be jeopardised
within a company, and not just due to different positions. Differences in language and
expressive skills, status, gender, age, wealth, education level, and the ability to
abstract and reflect always lead to power imbalances, which a Be Aware Mentor must
always bear in mind so that they are able to balance them out. (Lindenmann et al.
2018) However, balancing them out alone is not sufficient to gain someone’s trust. It
requires an inner attitude that the person should be seen as a resource so that the
Mentor can provide constructive support. Differences in people enable us to learn
widely varying positions and perspectives.
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3.3.3 Inter - Personal Competencies
Diversity
The concept of diversity encompasses acceptance and respect. It means
understanding that each individual is unique, and recognizing our individual
differences. These can be along the dimensions of race, ethnicity, gender, sexual
orientation, socio-economic status, age, physical abilities, religious beliefs, political
beliefs, or other ideologies. It is the exploration of these differences in a safe, positive,
and nurturing environment. It is about understanding each other and moving beyond
simple tolerance to embracing and celebrating the rich dimensions of diversity
contained within each individual.

Diversity includes, therefore, knowing how to relate to those qualities and conditions
that are different from our own and outside the groups to which we belong, yet are
present in other individuals and groups. These include but are not limited to age,
ethnicity, class, gender, physical abilities/qualities, race, sexual orientation, as well as
religious status, gender expression, educational background, geographical location,
income, marital status, parental status, and work experiences. Finally, we
acknowledge that categories of difference are not always fixed but also can be fluid,
we respect individual rights to self-identification, and we recognize that no one culture
is intrinsically superior to another. (Queensborough Community College 2018)

Inclusion is the competency to take measures to implement an open, tolerant and
accepting environment and atmosphere for everybody, in particular focused on gender,
age, ethnic background.

It implies the attitude that the system can be changed so people can be included and
feel comfortable. The system should be adjusted to the needs of the individual.
An organisation has rules, regulations and policies, which the Be Aware Mentor has to
respect. There might be procedures the Mentor has to adapt as every other member
of the staff.

Method for diversity
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Title:

Barnga (Cardgame, game of priviliges)

Time required:

60 – 90 minutes depending on the size of the group

Setting:

In a Team (minimum of 12 people)

Materials:

Pokercards, rulesheets

26

Description: In Barnga, participants experience the shock of realizing that despite
many similarities, people of differing cultures perceive things differently or play by
different rules. Players learn that they must understand and reconcile these differences
if they want to function effectively in a cross-cultural group.
Participants play a simple card game in small groups, where conflicts begin to occur
as participants move from group to group. This simulates real cross-cultural
encounters, where people initially believe they share the same understanding of the
basic rules. In discovering that the rules are different, players undergo a mini culture
shock similar to actual experience when entering a different culture. Difficulties are
magnified by the fact that players may not speak to each other but can communicate
only through gestures or pictures. Participants are not forewarned that each is playing
by different rules; in struggling to understand why other players don’t seem to be
playing correctly, they gain insight into the dynamics of cross-cultural encounters.

Materials Required
•

Decks of cards (uses only cards Ace – 7). 1 Deck for each table.

•

Card game playing space.

•

Copies of the rules. 1 copy for each person at each respective table.

Setup
Setup up multiple tables/groups so that each table has roughly the same number of
people. Each table will get a deck of cards and a copy of the rules for each person at
the table. Be sure to give the table the same ruleset (each table has a different variation
of the rules).

Announce a tournament
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After they seem to grasp the basic concepts remove the rules from the tables and
begin a tournament. Choose one table as the “Top table” and one next to it as the
“Bottom table”. The objective of the tournament is to win your way to the top.
Announce the special tournament rule: Absolutely no talking. No sign language. No
mouthing. Only gestures. Give students time to play a game. Ask each table to
determine a winner and a loser. Keep going until you have done at least 2 rotations.
Then allow a round of talking. Then start the debriefing.

Basic Rules set
Deal Dealer is the tallest person in group. Shuffle cards and deal face-down, one at a
time around the group. Some will get fewer cards than others. Start Player to dealer's
left starts by playing any card. Each person around the group plays a card in turn. This
is one trick. Following Suit The first card played in a trick can be any suit. Each player
must play a card of the same suit if one is in his hand. If he has no card of that suit,
only then can he play a card of a different suit. Ace The Ace is the highest / lowest card
in each suit. Trump The club / diamond / heart / spade suit is trump. If you have no
cards of the original suit played, you can play a trump card and win the trick. Even a 2
of trump will beat a 7 of the original suit.
Winning Tricks The highest card played wins the trick. The winner of the trick gathers
all the cards and places them face down in front of him/herself.
A Round The winner of a trick plays the first card of the next trick. As soon as one
player is out of cards, the Round is finished.
A Game The dealer collects all cards, shuffles, and deals for another round. THREE
rounds make one game. At the end of the game, the winner is the person that collected
the most tricks. (Thiagarajan 2011)

Debriefing Questions
What feelings did you experience while playing this game?
What behaviours did you notice in Yourself? In Others?
How does this game relate to real life?
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Conflict management
In order to react properly in conflicts and also to be able to manage them, solid
background knowledge is required of how conflicts actually arise. The levels of conflict
escalation, according to Glasl, or the various conflict types, e.g. the Riemann model,
help us understand certain processes and how to counteract them.

Understanding conflicts is also useful when chosing a suitable method on how to cope
with them. In some cases advice is helpfulg in others mediation is necessary, etc. The
decision, as well as the reaction of the involved parties, are decisive for the success of
an intervention.

Figure 4: 9 Levels of Conflict Escalation.JPG (Pavlik Franz 2019)
In the case of the stepped model, according to Glasl, coaching and moderation should
only be applied up to level three in conflict escalation. Mediation, conflict moderation,
or arbitration are recommended for levels four to six. Everything beyond this must be
rectified by the courts or the court of arbitration. (Pavlik Franz 2019)
3.3.4 Professional Experience
Gender Competence
Be Aware Mentors must be aware that attitudes and behaviours by men and women
are associated with social definitions in day-to-day activities in their private and
professional lives. Organisations are also influenced by gender stereotypes, as well as
the associated societal ascriptions and gender relationships. Not only are they
influenced by these stereotypes, they will be part of the re-production and
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implementation of gender stereotypes. This happens through the creation of deeply
embedded structures which may occasionally be discriminatory in some way.
Gender competence covers specialist knowledge of social constructs of gender roles
and unequal gender relationships. Also gender compentence has the ability to
recognise these and react accordingly. Ideally this then leads to the change of
discriminatory structures and to new opportunities of development. The knowledge of
gender policy strategies, as well as the ability to apply instruments and processes to
realise equality and equal opportunity, is necessary.
Acquiring this skill means the Be Aware Mentor can consider various reflection levels:
•

The micro-level, covering the individual development history of the employee
and the self-image, the communication and interaction influenced by it,
individual willingness to take on gender-typical or gender-atypical roles

•

The meso-level, including the importance of gender and gender dynamics in
the relevant teams, departments, organisational areas, and organisations.

•

The macro-level, includeing the influence of the socio-political environment,
prevailing rules and systems, and the relevant prevalent attitudes to equal
opportunities.

•

The meta-reflection level: This level also applies to the Be Aware Mentor’s
self-reflection regarding gender as well as reflection of the relevant influences
stemming from socialisation and history (living conditions and opportunities for
action, values, philosophies, knowledge, and discourse).
(Stefan Busse, Rolf Haubl, Heidi Möller 2018)

Method to practice Gender Competence
One step forward
Time required:

60 – 90 minutes depending on the size of the group

Setting:

in a group

Materials:

Questions, role cards

Description:
The participants stand next to each other in a row.
•

Everyone gets a role card, which they need to look at by themselves without
showing the others or speaking about it. The participants put themselves in the
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role‘s shoes. To support the empathy the participants should close their eyes
and answer in secret following questions:
How was your childhood?
How does your daily routine look like in Austria?
Where do you live?
What do you do in your leasure time?
•

Announce that there will be a few questions asked. Every time a participant can
answer a question with “yes” they step forward. If they answer with “no”, they
need to stay in the same spot. Point out that the answer to the questions are
subjective estimates and it is not only about factual correctness.

•

Ask all the role questions. The participants should take a step forward or stay in
their spot without discussing their role.

•

As soon as all questions are asked the participants need to stay in their spot for
the 1st evaluation.

Roles:
à

A 75-year-old retiree, which is still fit enough to regularly go on a long journey
on a cruise ship

à

A 35-year-old woman working as a housekeeper, Syrian refugee, married, 2
children

à

A 19-year-old lesbian punk, liveing on the streets, Austrian3 family of origin

à

A 20-year-old pregnant woman in maternity protection, Austrian, HIV-positive,
single

à

An 18-year-old young woman, which graduated the school leaving examination
with very good grades, Austrian family of origin

à

A 27-year-old woman with Senegalese origin, who studied law in Senegal but
cleans office buildings now living in Austria

à

A 53-year-old lawyer, married, 2 children, Austrian family of origin.

à

An 18-year-old student at a gymnasial high school, her parents financing her
piano and sailing lessons

3

Depening on where this method is used, the suggested roles shall be adapted to the respective
country. E.g. if played in Greece, “Austrian” shall be changed to “Greek”.
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Questions regarding the roles:
•

Are you able to perform your preferred job, now and in the future, without any
problems?

•

Can you expect to be served in a friendly and attentive way?

•

Can you go to every disco?

•

Can you expect a fair treatment by the police, while trying to report a robbery?

•

Can you assume that you are not the first one, who gets harassed, when there
is a group of provoking teenagers on the bus?

•

Can you live your religion openly and without any problems?

•

Can you hold your partner’s hand in public in Austria, without having to be afraid
of getting comments about it?

•

Can you vote?

•

Can you enrol your next child in the kindergarten of the city?

1st Evaluation
à

Invite the participants to reflect their own position: Where do they stand right
now and how does it feel? Where are the others?

à

Ask the participants in every row some questions:
How do you feel in your role?
How is it to be that far in the front? How is it to make no progress and get
nowhere?
When did the participants, which made steps forward pretty often,
noticed that others do not move as much as themselves?

à

Afterwards everyone presents their individual role.

à

At this point it needs to be pointed out that in reality the people with more
privileged positions take it for granted and do not realise the others,
whereas the people in marginalised positions feel their disadvantages
every day.

2nd Evaluation
For further evaluation it is important for the participants to set aside their assigned
roles. Furthermore, this part of the evaluation should be discussed in a circle.
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General questions
How did you manage the exercise?
Were you able to empathize with your role in this situation?
Were you able to imagine their life circumstances? What was unclear or where
did you feel unsure?
How simple or hard was it to assess if you can take a step forward or not?
Which questions did you keep in mind?

Pictures and stereotypes of the individual roles
Where did you get your information about the life situation of your role from?
Why do we know more about certain roles and nothing about others?

Devolution of the social reality
What restricted your actions in the certain roles?
Is the exercise realistic regarding society?
Which opportunities do the different groups or individuals have to change your
situation?

Devolution of the own situation
Where would they stand, if they would have done the exercise being themselves
instead of assigned roles?
How can you handle the own privileges in a responsible and constructive was?
Or how do you face the own disadvantages?

Organisational Awareness
The skill to understand the emotion of others is part of social awareness. Apart from
empathy (see also “Empathy and professional distance” in 4.2.2), it is essential to have
organisational awareness. Goleman defines organisational awareness as an “ability to
read the current of emotions and political realities in groups.” (Goleman, Daniel &
Cherniss, Cary 2001) This means one is able to understand the principles behind the
organisation and its structure. Organisational awareness also means understanding
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both points of view, the organisation’s and the individual’s view, always assuming that
the person has their best in mind.

Method to practice Organisation Awareness
Victim-Creator-Model
Time required:

60 minutes depending on the size of the group

Setting:

Individual, in a group or in a plenum

Materials:

Notepads or corkboard with moderation cards

Description:
The “Victim-Creator-Model” offers references for constructive behaviour in changing
situations. Participants extend their scope of action and concentrate in managing
challenging situations on their own resources. The ability of changing perspectives
gets induced.

Context
•

Control of changing processes

•

Counselling techniques

•

Self-motivation

•

Leading

•

Communication

•

Conflict

•

Employee motivation

Range of concernment
This category involves all incidents, which have a direct effect on the life of the victim,
but are not directly changeable by the victim itself.

Range of influence
All behavioural patterns a victim can perform, when the person takes action by
themselves, provoke somebody else or is aware of neglecting something is
representing the range of influence.
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Concept of a victim
When concentrating on the aspects of the range of concernment the victim especially
notices circumstances, which cannot be changed. Noticing the own scopes of action
is getting reduced and own impulses of action are less pursued. The passivity of the
victim increases by focussing more on the range of concernment.

Concept of a creator
It is different with the aspects of awareness and behaviour of victims in the range of
influence. In this case the awareness is focusing on the available scope of actions
within the range of influence. This is how stimulus emerge, which allow the victim to
influence and react constructive in a changing environment. This concentration on
awareness and behaviour of the own opportunities and resources leads to a selfenforcing process: The more the victim focusses on their own acting in the perspective
of the own range of influence, the more the victim creates the environment actively and
pro-actively. Also the stronger the actual range of influence develops. Humans
following the creator concept, show a clear superior principle of action or procedure,
which can be split into 3 steps:
à

Love it: An employee is approves with their work situation.

à

Change it: If an employee is subject to negative and obstructive effects
regarding the fulfilment of tasks by colleagues or a supervisor, the person tries
to improve by conversations, a behavioural change or involvement of a third
person within the own range of influence.

à

Leave it: If the employee does not succeed to evoke some change into better
within the range of influence in the long-term, the person is also up for leaving
the company or the department.
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Figure 5: Victim-creator-model.jpg (Stefanie Große Boes, Tanja Kaseric 2006)

Implementation
There are different kinds to go deeper and do specific exercises regarding the “victimcreator-model”. It can be presented as an independent model or a meta-model in the
field of time management, stress seminars etc. it depends on the context of the
implementation. Deeper exercises are for instance “my range of influence”, conflict,
stress etc.
(Stefanie Große Boes, Tanja Kaseric 2006)
3.3.5 Organisational Competencies
Micropolitical Competence
Training and advising from the micro-political perspective mean to always consider the
importance of power, interests, and individual objectives (see power relations and the
impact of hierarchies). The following questions can be raised to evaluate structures of
power in an organisation:
à

How does the employee perceive the company and department culture
(misogynistic or more dismissive?

à

What is the ratio of men and women in their work sector (majority-minority)?

à

How are in-house offers and customs regarding job/life balance (a culture of
being present at the office, or flexible working hours)?
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Are there role models within the company who are supportive?

(Stefan Busse, Rolf Haubl, Heidi Möller 2018)

Method to practice Micropolitical Competence
Time required:

10 minutes

Setting:

Group or team

Description:

Participants show their superiority or inferiority via their body

language. Participants go around the room with energising music in the background.
Half show the typical body language of superiors or those who consider themselves as
such. The other half demonstrate behaviour of inferiors or those who let themselves
treat as such. This is done in three rounds of around two minutes. After a minute of
each round, participants change roles after the instructor gives a signal.
à

First round: Superiors hold their head and chin high; inferiors lower their head
and their glance.

à

Second round: Superiors turn out their feet and take large strides. Inferiors turn
their feet in and take small steps.

à

Third round: In addition to the body language of the first two rounds, superiors
do not get out of the way of inferiors if they are in each other’s path. They also
risk physical contact if the inferiors do not get out of the way. Inferiors get out of
the way to avoid it.

Questions for evaluation
What did you see in yourself and in others in each role?
How was the role switch experienced in every round?
What everyday experiences are there regarding this topic?
What can be learned from it?

Opportunities and risks
A simple, but intensive exercise on the topic of “superiority and inferiority” and “effect
of body language”. Many participants note that very emotional memories come back
to them. After this exercise there can be great willingness to ponder personal
weaknesses on this topic – in either role. If participants exaggerate, especially in phase
3, and start barging into each other then it’s not a danger, indeed it makes the
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experiences even richer. Exaggerations in the superior role show how uninhibited the
position of the superior can be.

The method is eminently suitable for Be Aware Mentors to experience micro-political
relationships and dynamics with the result that empathy is strengthening. (Bernd
Weidemann 2006)

Planning and Development
Planning and development might not seem to be a very import competency for Be
Aware Mentors on first sight, but as the development of the Mentor is as import as the
development of the staff and the structure of the organisation it is essential to mention
this competency. To be able to develop measures it is essential to have a plan. The
Mentor needs to be open for new approaches to deal with new situations and problems.
In the next step the Mentor will create ideas and approaches. These approaches
should have the reason for development of structural change within the individual, the
organisation and society. If wanting to develop change, the Mentor should recognise
the existing relationships and the structures and find ways for a change within the
minds of an individual and the organisation as a whole.

3.4

Critical Attributes and Behaviours of a Be Aware Mentor

There are several critical attributes which a Mentor, concerned with the issue of sexual
harassment at the workplace, has to possess. The VET training will concentrate on
these attributes to ensure that the person has the ideal tools to work with. Yet, to keep
in mind from a systemic organisational viewpoint, a Be Aware Mentor is always
embedded in the relations of the system they work in. And it requires a continuous
reflection of behaviour and circumstances. In the following section the most important
ones are elaborated:
3.4.1 Organisational Talent
The Mentor seeks to support the creation of an environment where people are aware
of sexual harassment, interact respectfully and a philosophy, based on mutual
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acceptance at the workplace, is practiced. This goal requires the Mentor to be an
interlocutor in between many levels. There is a list of Dos and Don’ts, which can be
extended, based on the needs of the employees. Just to give some examples, there
are some recommendations which behaviour to intensify and which to avoid:

Dos

Don’ts

Take time to listen

Be ironic

Understand different perspectives

Trivialize

Response in adequate time

Interpret

Use suitable language

Judge

Ask questions

Give advice

3.4.2 Discretion
The persons working with Mentors, supervisors and the persons asking for guidance
or help on the issue of sexual harassment must confide the expert in various situations
and under different conditions. Employees, who have been confronted with sexual
harassment or have been insulted need discretion in order to guarantee a successful
counselling process.
3.4.3 Quality Cycle
To ensure that the quality of the VET training is guaranteed, the outputs are evaluated
and the impact is as big as possible some measures to improve are important. The
following measures can help to implement prevention strategies and intervention on a
sustainable level:

1. Planning
2. Implementation
3. Assessment
4. Feedback
5. Evaluation of the results
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All of those measures are good to include in a VET training. The trainee needs to get
the chance to develop and the organisation has the claim to get good trained experts
of Be Aware.

Every step of the training includes measures to assess the development of the skills.
The assessment is necessary to ensure that all contents are learnt. The feedback
provides the trainee the chance to develop and catch up if contents are not
remembered. The evaluation of the results gives the Be Aware Mentor an overview
about the collective knowledge and where to look for a deeper level of knowledge.
These measures have to be planned as well as the Be Aware Mentor has to provide
useful material, tools and methods for the trainees to learn as much as possible. The
methods must be chosen in an appropriate way - adjusted by chance or changed if the
group needs another approach.

4

General approach of the Be Aware VET training

Current gender research offers a variety of options of theoretical approaches to cover
the topic. The theory of “constructive approaches” appears to be expedient for the
general approach of the Be Aware VET training as it is also the foundation for the
current understanding of intersectionality. Constructivist approaches examine the
paths in which social reality and gender are constructed as social phenomena. This
construction of reality is understood as a process which is produced and reproduced
by the actions of people during interactions, as well as through interpretations of
actions. Gender relationships are dynamic and therefor changing as a result. The most
famous quote comes from Simone de Beauvoir “One is not born, but rather becomes,
a woman“. In these approaches gender is no longer the (biological) aspect of a person,
but the social practice. (Stefan Busse, Rolf Haubl, Heidi Möller 2018)
4.1

Terminology

Before addressing the general Be Aware approach an understanding of where sexual
harassment is situated, terminology wise, seems important. The following passage
should enable readers to understand what sexual harassment is, where it is situated,
both in research and in distinction to other terminology. Also, this first section will
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underline the aspect of intersectionality, when sexual harassment is discussed. In its
roots sexual harassment is a women’s issue, as a woman is sexually harassed
because she is a woman (see Fitzgerald & Cortina in press, p. 3).

This first passage will point out how sexual harassment needs to be understood as
being about systems of power (cf. chapter power relations). And how strategies to raise
awareness, reduce risks of sexual harassment and, if sexual harassment occurs,
professionally take action, need to be looked at in the context of power. Also, it is
important to understand, that sexual harassment has nothing to do with romance,
desire or sexuality itself.

4.1.1 Discrimination
Discrimination can be divided in two main areas, access and treatment discrimination.
Whereas access discrimination referes to inequal access to jobs or positions,
treatment disrimination relates to the inequality of procedures in organisations. (Raver,
J.L. & Nishii, L.H. 2010)

Figure 6: Types of discrimination.jpg (Raver, J.L. & Nishii, L.H. 2010)
4.1.2 Harassment
Harassment can be based on various identity group characteristics: e.g. race, gender,
disability, religion, national origin, sexual orientation. (Raver, J.L. & Nishii, L.H. 2010)
Targets of harassment often experience multiple forms of mistreatment, e.g. gender
and ethic. From an intersectional standpoint everybody inhabits multiple social
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locations. These base on gender, race, class etc. and their levels of privileges and
power vary, which will be further explored in chapter intersectional approach .
(Fitzgerald, L.F. & Cortina, L.M)

Sexual harassment, in research commonly referred to as “gender harassment”, can
furthermore be differentiated in:
•

Sexual/gender harassment

•

Unwanted sexual behavior

•

Sexual coercion

Fitzgerald & Cortina divide them in “come-ons” (unwanted sexual behavior and sexual
coercion) and “put-downs”. The researchers suggest to “use the term sexual
harassment to refer to a pattern of experience, not a legal finding of fact. Sexually
harassing experiences are outnumbering the legal cases that are filed.” (Fitzgerald,
L.F. & Cortina, L.M) Out of the three differentiated types mentioned above, sexual
harassment is most widespread. As it does not seek an actual sexual act, but rather
an insult, a downgrading or despicable attitude towards others, gender harassment is
more precise than sexual harassment. (Fitzgerald, L.F. & Cortina, L.M). This form of
harassment has nothing to do with romance or desire and sexuality per se but only
with gender. Sexual harassment is fundamentally about gendered systems of power.
(Fitzgerald, L.F. & Cortina, L.M)

4.2

Power relations and root causes of sexual harassment

Power structures arise in every organisation, and these create constellations of
interests, conflicts, and resistance. An organisational policy is required to reflect these
appropriately. That’s because people within organisations don’t tend to act in an
objective manner, but in a more socio-rational way. An organisational policy should
distinguish between micro-policy and macro-policy. Various interests and objectives of
individual people and groups arise on a day-to-day basis within organisations which
affect all interactions. The extent to which these interests can be realized depends on
the relevant power potentials. Gender and other dimensions of inequality such as skin
colour, sexual orientation, origin, language, or religion have an effect in the contest of
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this specific organisational “domestic policy”. This can be useful on all levels with
greatly varying objectives: At a macro level it may involve realistically planning a
gender equality policy across the company and identifying strategic coalition partners
in various sectors. On a middle level it may involve integrating various parties in
company sectors and departments based on suitable project planning with this
strategic analysis as a foundation before successfully implementing steps in specific
contexts. At a micro level, the objective may be to be successful as a protagonist in
organisational change, such as a gender equality and diversity representative or as a
Be Aware Mentor.

Generally, a difference is drawn between structural and personal power. The former
consists of formal authority arising from the position as it lies within the organisation.
Personal sources of power, on the other hand, are based on professional
competences, strategic actions, or on personality features. (Stefan Busse, Rolf Haubl,
Heidi Möller 2018)

Sexual harassment is fundamentally about gendered systems of power. As power
takes many forms: organisationally, socially, gender related, psychologically and
physically. Not only women are sexually harassed but if a woman is harassed, she is
always harassed because she is a woman. Within organisations the climate
(Fitzgerald, L.F. & Cortina, L.M) is the factor that will determine if sexual harassment
will occur or not. If inappropriate behavior is strictly communicated as not tolerated by
the management, it will less likely occur. The phenomenon of sexual harassment was
first understood as individual problems of certain men who suffered from psychological
problems. Or alternatively only came from certain groups, such as blue collar men who
were likely acing inappropriately and “rough” (Fitzgerald, L.F. & Cortina, L.M). Both
assumptions were not correct. Not the individual but the (organisational) system is the
predictor of sexual harassment. One aspect is the gender ratio. The more balanced it
is within an organisation, the lower the risk for sexual harassment to occur.
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Key factors of the General Be Aware Approach

The following chapter will provide genuine insight in what it takes to prevent sexual
harassement at the workplace or, if it does occur, what can be done to handle the issue
professionally.

McDonald et al. (2014) developed “a framework of effective prevention and response
strategies at workplace sexual harassment”. They outline two dimensions: functions
and timing and describe six features in regard to prevention policies. In their research
they bring together key effects that make sexual/gender harassment trainings in
organisations efficient, these include four main principles. This framework brings
together main research outcomes and merges them to one – state of the art – outcome
and provides the ideal theoretical basis for the General Be Aware Approach.
4.3.1 Timing and types of preventive strategies and interventions in
organisations
•

Primary preventions: they take place before any harm is done, aiming to prevent
any initial injustice.

•

Secondary preventions: take place immediately after an event has occurred.

•

Tertiary preventions: these are the long-term strategies aiming to cope with any
continuing consequences of the issues.

To efficiently minimize the risk of sexual harassment at the workplace, organisations
have to develop and implement prevention strategies for all three timings.

Primary prevention strategies
Primary prevention strategies seek to prevent violence, reduce risk factors and their
development within organisations and to dismantle determinants of violence. Primary
prevention strategies to minimize sexual harassment at the workplace rely on two
aspects: policy and training. (McDonald, P., Charlesworth, S. & Graham, T. 2014)

Prevention policies, as described by McDonald et al. (2014, p. 4), outline six aspects
that are relevant:
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1. Policies have to provide a clear understanding of what is misconduct in the
organisation. All members of an organisation need to fully understand what
constitutes misbehavior. This includes the senior management. Coming from
an organisational change perspective, this suggests understanding harassment
as a “community concern” which increases an effective development and
implementation. By looking at harassment as a community issue the ambiguity
of it is emphasized. This will allow people to more easily address (mis)behavior,
even in “grey area” situations. In contrast, policies which are implemented top
down, show less results.
2. Policies require to be visible and should include clear norms of how to behave.
These should be commonly known and communicated. Ideally organisations
have visible statements about how harassment will not be tolerated.
3. Effective policies should include procedures and protection measurements.
This shows to be rather complex as communication may focus rather on
organisation’s images than on complainants who might fear retaliation.
4. Policies should be embedded in an overall approach towards (gender) equality,
provided and communicated by high-level management. Management
strategies should address the prevention of all kinds of injustice within the
organisation.
5. Policies should include “a statement of intent to enforce seriously and promptly,
and clear specification of the penalties for violation” (McDonald et al. 2014, p.
4). McDonald et a. cite research suggesting the certainty of punishment may
have more effects than harsher punishment. The author outlines one main
reason of non-reporting is the assumption that the harasser will not be held
accountable and no further actions will be taken within the organisation.
6. Organisations, if wanting to reduce harassment, need to commit to broader
(gender) equality goals. This could be by providing explicit opportunities for
women, especially in male-dominated work contexts. And the author refers to
“taking power differentials into account” (McDonald, P., Charlesworth, S. &
Graham, T. 2014) (McDonald et al. 2014, p. 5).

Prevention training
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Trainings, embedded in prevention strategies, are most successful if they are carried
out regularly and are attended by staff at all sites, throughout all hierarchical levels.
They should not be attended only by certain groups and their participation should not
be voluntary. Harassment training should also be part of induction and orientation
programs of organisations, so employees are trained right from the start. (McDonald,
P., Charlesworth, S. & Graham, T. 2014)

Furthermore McDonald, bringing together the most relevant research outcomes,
describes four relevant principles for the development of the training and the training
content itself:

1. Training “should be developed from information gathered from organisational
assessments” (McDonald, P., Charlesworth, S. & Graham, T. 2014). Not every
organisation has the same risk factors. Organisations vary in the situations in
which sexual harassment might occur. Assessing overall how women are
represented in an organisation is relevant. Additionally, periodic assessing
through surveys is recommended.
2. Training “should raise awareness and clarify misconceptions about what
constitutes [sexual harassment …] while highlighting and reinforcing acceptable
behavioral norms”. Methods, coming from modeling and rehearsal, to do so are
case studies and role playing, which allow participants to “practice interpersonal
skills in challenging situations” (ib.). A training should really emphasize on
clarifying on which behavior is acceptable and which is not and should clarify
potential misconceptions. With the technique “role negotiating” managers and
co-workers should get an understanding of what is expected from them and
their behavior in various situations. “The use of modeling and rehearsal in
training is thought to develop not only resolution-handling skills but also
sensitivity to behaviors that might be interpreted as [sexual harassment]”.
3. Training for managers should involve “conflict management, including the
managing of emotions and facilitation techniques”. This aims to provide
managers with skills that allow them to approach their staff empathically, will
improve their active listening competences and provides them with resources
to act appropriately when addressed with complaints. (see ib.)
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4. Trainings should address the organisational culture with regards to how
behavior is accepted. McDonald et al. point out “organisational environments
that are hierarchical, especially those where cultural norms are associated with
sexual bravado and posturing and where the denigration of feminine behaviors
is sanctioned” render sexual harassment. (McDonald, P., Charlesworth, S. &
Graham, T. 2014)

The following overview summarizes the overall framework of prevention strategies:

Figure 7: Prevention strategies framework (McDonald, P., Charlesworth, S. & Graham,
T. 2014)
Secondary intervention
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This describes the – ideally “mature, expert, timely, sensitive and transparent”
(McDonald, P., Charlesworth, S. & Graham, T. 2014) process that takes place if sexual
harassment has already occurred.

Ideally,
•

multiple reporting channels are available,

•

appropriate manager responses to complaints are ensured,

•

investigations take place promptly,

•

sanctions are applied,

•

mediation is involved (see McDonald et al. 2014, p.7).

Tertiary intervention
These aim to prevent further sexual harassment and victimization. McDonald (2014)
describes that there is rarely any research on long term intervention strategies. The
author relies on Oppenheimer’s (2004) suggestion to proactively have a “longer-term
follow up with both the complainant and the respondent” (McDonald, P., Charlesworth,
S. & Graham, T. 2014)
4.3.2 Intercultural approach
More organisations are entering the global market and are working in an intercultural
environment, with intercultural teams. Even if a company is only based in one country,
it may have clients, colleagues, contractors or suppliers from elsewhere. This makes
it important to be aware of cultural differences, especially in communication and body
language. Developing Cultural intelligence and showing respect for other cultures
could help to grow the business and develop relationships. Interpreting a message
solely on body language without knowing the culture and analyzing the context, could
lead to misunderstanding. Cultures might differ in the way they use their body language
in communication and gestures may be the example of this difference. The main
differences in the Body language are the eye contact, the gestures and the body
distance (proxemics).
Eye contact
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We often ask ourselves how and how long to make eye contact. For example, in most
“western” cultures, the stable and intense eye contact can be understood a sign of
interest, respect and honesty; however, it could be interpreted as offensive and
aggressive in many Asian, African, and Latin American countries. There might be different
perceptions of hierarchy and avoiding eye contact can be a sign of respect for bosses and
elders. In some parts of the world, children might not look at an adult who is speaking to
them, and nor will employees to their bosses. However, all this may differ according to
age, gender, education and profession of the people involved. If we divide the regions
on how intense the eye contact is maintained, we could see, that in western Europe
and the USA an intense eye contact might be considered as showing interest and is
understood as something positive. In Latin America or Africa the same eye contact
could be considered as a challenge or aggression. In the Middle East it could be
considered as inappropriate, especially exchanged between men and women.
Gestures
We use gestures to illustrate what we are saying. Even in Europe we can find many
differences. For instance, the nodding or head movements. If you work with Bulgarians you
can get frustrated during a conversation – everything goes well, but the Bulgarian person
is moving their head sideways, showing what you understand as “no”. Well actually your
partner agrees, just be aware that in Bulgaria nodding means “no” and shaking head
sideways means ”yes”. Everyday gestures may vary as interpretation and have different
meanings for other areas of the world. For example, it can be understood as something
offensive if a person eats with their left hand or offers a gift with their left hand. In some
places a "thumbs up" gesture is also considered rude.
Hand gestures can mean very different things; the ‘OK’ sign in Greece, Spain or Brazil has
very offensive meaning. In Turkey, it’s meant to be an insult towards gay people. A
“thumbs” up in America and European cultures is an indicator of a job well done, however
in Greece or the Middle East, it can be interpreted as a middle finger.
Body distance
Latin America, Southern Europe and most Middle Eastern countries belong to the
cultures with intense body contact – they tend to stand close when speaking and make
physical contact more often. In most of the Arab countries, men hold hands and great
each other with touching cheeks/kisses on the cheeks, but would never do the same with
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a woman. An innocent hug made headlines around the world in 2009 when America's
first lady, Michelle Obama, broke royal protocol on a visit to Britain by hugging the
Queen. (Ali Ahmad 2009) The people of Northern Europe and North America stand
quite close when speaking and will touch on occasion. There is very little physical
contact beyond a handshake with people who are not familiar with each other. The Far
East cultures stand at a greater distance and generally avoid physical contact. In
Thailand and Laos, it is taboo to touch anyone’s head, even children’s.
Values
Cultural values influence behavior in specific contexts. They can help you gain deeper
insight into body language, words, and voice. To understand somebody’s reaction, is
needed to reflect on beliefs and values. The motivation in a specific situation changes
behavior as well - people may behave in a particular way because of their expectation
or due to a certain image they want to project.

A research by Adrian Holliday from Canterbury Christ Church University shows, “an
individual’s cultural identity is made up of community, group and family values, beliefs
and practices that:

•

are important to them

•

influence their behaviours and preferences

•

contribute to their sense of identity and belonging.” (Adrian Holiday 2018)

What we can see from this study is the factor that values and therefor behavior
origins from various apects. It is not the country per se that makes behavior, it is the
family situation, the beliefs the surrounding that makes up a person. If someone
origins of country A it makes a huge difference what social background the person
has. Paul Mecheril in his research has shown that an engineer from India will have
more in common with an engineer in Germany than with a person waiting tables in
India.

Another deep study of cultural dimensions was made by Hofstede. There are six pairs
of values researched:
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•

Power distance long or short

•

Individualism vs. collectivism

•

Masculinity vs. Femininity

•

Uncertainty avoidance

•

Long term orientation vs. short term orientation

•

Indulgence vs. restraint (Hofstede 2019)
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A very famous model within the intercultural field is the Lewis Model, which was
developed in the 1990s and articulated in Richard Lewis’s book “When Cultures
Collide” (1996). Lewis, after visiting 135 countries and working in more than 20 of them,
came to the conclusion that humans can be divided into three clear categories, based
not on nationality or religion but on BEHAVIOUR. He named his typologies Linearactive, Multi-active and Reactive.

The Linear-active group is easily identified. It comprises: the English-speaking world –
North America, Britain, Australia and New Zealand, and Northern Europe, including
Scandinavia and Germanic countries.

The Reactive group is located in all major countries in Asia, except the Indian subcontinent, which is hybrid.

The Multi-actives are more scattered: Southern Europe, Mediterranean countries,
South America, sub-Saharan Africa, Arab and other cultures in the Middle East, India
and Pakistan and most of the Slavs. Though these cultures are wildly diverse,
geographically and in their religions, beliefs and values, they can be categorised as a
group, as behaviourally they follow the same pattern with the following traits and
commonalities: emotion, talkativeness, rhetoric, drama, eloquence, persuasion,
expressive body language, importance of religion or creed, primacy of family bonds,
low trust societies, unpunctuality, variable work ethic, volatility, inadequate planning,
capacity for compassion, collectivism, relationship-orientation, situational truth, dislike
of officialdom, tactility, sociability, nepotism, excitability, changeability, sense of
history, unease with strict discipline. (The Crossculture 2015)
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Figure 8: The Lewis Model.jpg (The Crossculture 2015)
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Table 3: Three typologies of the Lewis Model.jpg (The Crossculture 2015)
4.3.3 Intersectional approach
By

taking

sexual

harassment

into

focus

it

is

important

to

understand

harassment/sexual harassment is based on multiple dimensions of difference. The
theory of intersectionality today offers to describe analytic approaches which
simultaneously consider the consequences and meaning of multiple categories of
identity, difference and disadvantage. (Elizabeth Cole 2009) As humans inhabit
multiple social locations (based on gender, race, class) (Fitzgerald, L.F. & Cortina, L.M)
their access to power and privileges varies.

The historic concept of intersectionality goes back to a group of black feminists who
had brought up the first expressions of intersectionality. The women argued that to
them it was not easy to differentiate whether they were oppressed being women, black
or because of their class. (Elizabeth Cole 2009). In the years to come it was clear that
the intersections between the categories were not addressed in social movements.
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The term intersectionality goes back to the legal scholar and critical race theorist
Kimberle Crenshaw. In the early 1980s more and more attention was drawn to the
understanding that one can never only look at gender itself without looking at its
intersection with other social locations. (see Cole 2009)

Cole (2009) suggests asking three questions:

1. Who is included within this category? Hereby the question attends to
diversity within social categories; it questions how categories depend on each
other for meaning.
2. What role does inequality play? This will point out how social categories
demonstrate hierarchies of privilege and power.
3. Where are the similarities? This shall look more deeply into possible common
features that may in the first place seem as something totally different.
4.3.4 Intergenerational approach
Distinctions have been used to characterize some of the changes throughout the life
course. One set of distinctions relates to the term ‘generations’ and ‘cohort’. The term
‘generation’ is both suggestive and vague, having at least three different meanings:

1. A generation represents placement within family lineage. Individuals within a
lineage are influenced by multiple roles that are shaped by norms of
expectations, obligation and reciprocity.
2. At the macro-social level, the term is used to refer to age groups: cohorts of
people born at approximately the same time who experience the same historical
changes during the same stage of life.
3. A third meaning is that of ‘historical generations’. Karl Mannheim (1952) linked
the process of the formation of succeeding generations to social change and
argued that those who live through a period of rapid social change (e.g. the
Depression Generation) develop a distinct ‘historical-social conscience’ or
collective identity which influences their attitudes and behaviors and
distinguishes them from previous generations. As a result, age cohorts that
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have left, at every stage, a mark on both its members and on the society through
which they passed.

Intergenerational approach
à

aims to bring people together in purposeful, mutually beneficial activities

à

promotes greater understanding and respect between generations

à

contributes towards building more cohesive teams

à

is inclusive and builds on the positive resources that the young and old have to
offer each other and those around them

à

4.4

is an effective way to address a number of issues such as
§

building active communities

§

promoting citizenship

§

regenerating

§

addressing inequality

Intercultural approach within the partner countries

The following content shall provide insight in the understanding of the intercultural
approaches in the different partnering countries for the Be Aware Erasmus+ project.
All partners were asked thre questions and they answered from an experience point of

view. The following answers are not scientific answers, still they provide a context of
understanding. Countries in alphabetical order.

4.4.1 Austria
In Austria it is the same case as in other countries. Employees who face sexual
harassment at work, very often do not report what happened to them. Often it is
feelings of shame, or the concept of not thinking a report will change anything, lead to
this conclusion of sexually harassed employees. What we learned from the focus
groups: harassed employees very often only want for the situation to change and for
the harassing to stop. It is not punishment that they seek.
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We could not find any research on how cultural aspects influence the the reaction of
people hearing about sexual harassment at the workplace.

One interesting thing about “distance”: in Austria, just in like most other countries there
is not one way to do things, look at things, interpret things. What is interesting, there
are regions where an informal “you” is commonly used in public space whereas other
regions rely more on the formal way of addressing others. This of course varies when
looking at a professional/work related context. Therefor we can very much agree with
the theoretical approach by Paul Mecheril and others, as described previously.

4.4.2 Bulgaria
1. In case of sexual harassment at the workplace – how would people react in your
country from a cultural perspective when they get to know it? (...would they talk
openly, would they deny, would they be silent....)

There is limited data available in Bulgaria on violence at the workplace. The
National Statistical Institute publishes data on criminal violence, based on data
provided by the Ministry of Interior. The absence of data on psychological
violence and sexual harassment, results from a lack of reporting and lack of
priority to data collectionon the issue. This is due to the fact that people don’t
think that it is harassment, people don’t want to express this. The economic
crisis has led to increase in violence and made women believe they have no
choice but to accept these circumstances or risk losing their jobs. It is true that
this problem is still hidden and uncomfortable for dissociation in the community.

2. If someone from abroad would move to your country which information would
you provide her or him especially at the beginning? What do you think would be
good to know?
à

You will discover a beautiful country, with an exuberant nature, pristine
beaches, gorgeous mountains, and centenary traditions, but the most important
is the Bulgarian people, that behind what can look like serious faces, if you are
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nice to them, most of the times they will pay you back with a smile and their
friendship.
à

This may sound like a bit of obvious advice, but your passport is the most
important document outside of your country, and it is necessary to emigrate.
Remember that citizens of the member countries of the European Union can
travel within the block only with their identity document, but if you want to
emigrate you need to have a valid passport. You can only leave your country
with a valid passport, also you have to keep an eye in the validity of your
passport, in Bulgaria, you can’t get a residence card with a duration longer than
the expiry date of your passport. Bulgaria is not yet part of the Schengen Area
but, nonetheless, have a visa policy that is based on the Schengen system.

à

Medical insurance is a very important issue, especially when it comes to a longterm or permanent stay in Bulgaria. All foreigners residing or staying in Bulgaria
for a long term (over 3 months) should be advised that it is necessary to make
a medical insurance in Bulgaria if they haven’t got one from their home country
that covers medical risks in Bulgaria. In Bulgaria it is compulsory to pay for
medical insurance to the state – this means that all people working on labor
contracts or are self-employed pay medical insurance to the state. This is also
valid for foreigners who start work in Bulgaria – they will have identity numbers
of foreigners and can pay health insurance to the state or prove they have
medical insurance in their home country, which the Bulgarian authorities may
accept as valid in Bulgaria. However, nowadays most of the people also have
additional medical insurance with medical organizations, which covers various
medical services, consultations with doctors, hospital treatment, regular medical
checks, etc. This is organized as a monthly payment for the term of the contract
and is usually organized through the employer. However, individuals, including
foreigners can also make contracts with such medical organizations.

à

The currency of Bulgaria is called Lev, and the symbol is BGN. When you arrive
in Bulgaria there are plenty places where you can change your home currency,
if you have Euro, US Dollars or any other European currency, you won’t have
any problem to get it exchanged at a competitive rate. We recommend you to
use banks, and keep in mind they may ask you for your passport and sign a
receipt for the transaction. Hotels and many shops may also accept your credit
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card, but we recommend having Bulgarian leva with you if you will want to buy
from small shops. The ATM machines are broadly available across the country
and normally their menu has the option for the English language since you won’t
be able to understand the Bulgarian alphabet.
à

It is interesting to know that they are many free Wi-Fi hotspots. Remember that
since 2017, roaming charges between the European countries were removed,
and most of the European mobile operators will provide their clients with some
MB to spend when abroad, anyway if you don’t have mobile Internet, turn on
the Wi-Fi on your mobile phone and look for a free connection – there are many
free hotspots in most of the big cities.

à

This is a very important one, people nod for “No” and shake their head for “Yes”.
Seems confusing? The most confusing part is that some people do the exact
opposite. So if someone is shaking their head to express their answer to a
question – you better ask “Was it a yes or a no?”.

à

This country is not very used to having foreign visitors yet. In the city centre of
Sofia (capital city) you won’t have trouble to find people who speak English, but
in the residential area, most people don’t. It’s the same on the countryside, too.
So don’t take it personal when people frown and walk away from you when they
find out you don’t speak Bulgarian.

à

In Bulgaria you can use the number 112. It can be dialed to reach emergency
services - medical, fire and police - from anywhere in Europe. This PanEuropean emergency number 112 can be called from any telephone (landline,
pay phone or mobile cellular phone). Calls are free. It can be used for any lifethreatening

situation,

including:

Serious

medical

problems

(accident,

unconscious person, severe injuries, chest pain, seizure); Any type of fire
(house, car); Life-threatening situations (crimes).

3. How would you describe the body distance in your country (between women –
men, women – women, men – men in general)

The handshake is the usual form of greeting people in Bulgaria. Bulgarians greet with
a handshake both in the beginning and at the end of a business meeting. When you
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enter a room, you should greet everyone with a firm handshake. If you have a well
established relationship with a person a hug or a kiss on both cheeks is accepted but
only between women. The embrace is common among teenagers if they are male
friends, while women do the same, as well as make the motion of kissing on each
cheek.

Men and women always shake each other's hand upon meeting. Eye contact in
Bulgaria is important when you are talking to someone (the sex doesn’t matter), but
women should be careful with making eye contact with strangers, as it might signal
interest of a romantic nature. Staring at anyone in public is not excepted as normal. In
most western cultures, moving one's head up and down is understood as an
expression of agreement, while moving it from side to side conveys disagreement.
However, this nonverbal communication is not universal. You should be careful when
nodding to mean "yes" and shaking your head when you mean "no" in Bulgaria, as this
is one of the places where the meanings of these gestures are the opposite.

4.4.3 Lithuania
1. In case of sexual harassment at the workplace – how would people react in your
country from a cultural perspective when they get to know it? (...would they talk
openly, would they deny, would they be silent....)

It is common that victims don’t give complaints because if there is a lack of evidence,
they might feel ashamed to tell the situation publicly. The topic of sexual harassment
is quite new in Lithuania in general, so it is not common yet to report any potential
sexual harassment cases for the law enforcement. As well, some people don’t know
institutions where they could get help on sexual harassment experience. For example,
women not always choose to report about the sexual harassment because of the
shame, discrimination or lack of evidence. It is hard to tell what is sexual harassment
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because of the existing stereotype that it is acceptable for men to show attention for
women in a flirting or seducing way. Most of the victims do not seek help and do not
report sexual harassment not only because of the difficulty of identifying the
phenomenon but also because of the complexity of the complaint process itself and
the lack of support in the environment4. Men have poorer recognition of verbal and
mixed (verbal and non-verbal) sexual harassment than women5. The tendency of men
to perceive situations of sexual harassment as less threatening may be related to the
inferior recognition of the phenomenon, therefore low indicators of male sexual
harassment experience do not necessarily reflect the real situation38. It is often hard to
tell whether the behaviour already is a sexual harassment or not. Thus, most likely
people would remain silent in a case of sexual harassment because many of them
would assume that their complaint won’t be taken seriously and there is a lack of
information on whom exactly approach in such situation. Sexual harassment in
Lithuania is still a net of shame and stereotypes, which is why people would not feel
secure enough to talk openly about it.

2. If someone from abroad would move to your country which information would
you provide her or him especially at the beginning? What do you think would be
good to know?

There is no such significantly exceptional information to know for a foreign person. It
highly depends on which country the person is coming from themself, as there might
be differences between specific distinct cultures and no differences between others.
Though, it would be useful to know that very intimate physical and verbal contact with
new people is not so tolerable as Lithuanians would appreciate some distance between
newcomers (both physically and verbally). This can change while getting to know each
other better, but as for the beginning the advice would be to remain politely distanced
(e.g. not to touch, hug other people unexpectedly and against their agreement). It
wouldn’t be appropriate to openly flirt at the workplace with others and express sexual

4

Čeponytė, M., Matulaitienė-Ž., K. 2018. „Seksualinio priekabiavimo problemos sprendimo
galimybės Lietuvoje ir pasaulyje“. Literatūros apžvalgos. Visuomenės sveikata, 1(80), p. 29-37.
5
Čeponytė, M. 2017. „Seksistinių nuostatų reikšmė seksualinio priekabiavimo atpažinimui“.
Informacijos mokslia, p. 61-80.
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intentions towards them if they do not appreciate it. Thus, the main advice would be
the polite distance and modesty, though it varies depending on place, people, etc.

3. How would you describe the body distance in your country (between women –
men, women – women, men – men in general)

The body contact acceptance depends on the situation. Any physical touch is not
acceptable if one of the persons does not want that or if it has any potential of sexual
harassment. While communicating generally it is accepted to stand so that the tips of
the fingers of your outstretched arm just barely touches the other person. Distance can
be even greater when speaking or dealing with strangers. It is best to carefully observe
each person’s degree of comfort with touching and their preference for personal space.
The situation is different when you stand in line in the store or bank, people could be
standing very close to each other. The same situation is if you take public
transportation: people are very close to each other. While talking, men and women
generally do not touch, but someone patting you on the shoulder could happen.
Although Lithuanians do not have very strong sense of space it is best to observe each
person’s degree of comfort.
4.4.4 Spain
1. In case of sexual harassement at the workplace – how would people react in
your country from a cultural perspective when they get to know it? (...would they
talk openly, would they deny, would they be silent....)

Sexual harassment is still a bit of taboo or a hush-hush situation. According to a report
elaborated in 2015 by the European Foundation for the Improvement of Working
Conditions (Eurofound), revealed that only 8% of harassment at work is reported in our
country. The situation has improved over the years, and awareness has spread,
however there is still people blaming the victim and raising questions as to the victims
behaviour and so, most people decide not to talk about it and keep silent. There is also
the fear of losing their jobs that make victims of sexual harassment to keep silent about
these situations.
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2. If someone from abroad would move to your country which information would
you provide her or him especially at the beginning? What do you think would be
good to know?

The first thing to inform someone from abroad working in Spain is about the sexual
harassment policies at their workplace. In Spain, companies with more than 250
workers need to have a plan against harassment at work. Another important issue to
inform them about would be that there are associations and labour unions where they
can go to ask for help if they are being harassed, and a lot of resources they can make
use of if they ever feel uncomfortable with their working environment.

3. How would you describe the body distance in your country (between women –
men, women – women, men – men in general)

Spain tends to be a close-distance country. Spaniards have a close body distance
culture. Between women and between women and men it is the common norm to give
one or two kisses when they meet. Between men it is common to just shake hands. In
general, Spaniards have a "touchy" culture, giving hugs and generally expressing a lot
through hands and body closeness. This can make foreigners feel a little bit
uncomfortable.
4.4.5 Turkey
1. In case of sexual harassment at the workplace – how would people react in your
country from a cultural perspective when they get to know it? (...would they talk
openly, would they deny, would they be silent....)
In Turkey, except the cases resulting in death or serious injury, non-fatal sexual
harassment cases in the workplace, ranging from physical violence to sexual
harassment at the workplace are often hidden and aren’t reported. According to the
results of field researches carried out in Turkey, when sexual harassment at the
workplace is occurred, the victims’ attitudes are more likely; keep silent, react to the
harasser, share with friends, inform the manager, apply to judicial authorities. But in
most of cases, the victims tend not to report and put up with because they think that
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they can be misunderstood or excluded by their colleagues and managers. The victims
think that they can be accused of the harassment and feel humiliated, when they share
the case with their colleagues or managers. Moreover, they are afraid of encountering
difficulties at the workplace after they share the case with their colleagues or
managers. Sexual harassment in the workplace is often hidden due to lack of reporting
and because of the victims who have out of date cultural values and believe that the
case should hide from other people as is the case with domestic violence.
2. If someone from abroad would move to your country which information would
you provide her or him especially at the beginning? What do you think would be
good to know?

Turkey is the mix of Oriental and Western influences, so the etiquette and manners in
Turkey makes the country unique that determine the culture as sociable and relations
between persons of different generations and genders. According to these manners, if
people are not close friends or relatives then it is obligation to behave with the elders
with respect and courtesy especially in public. As for the Turkish greeting customs,
friends or close relatives of the same sex may hold hands or greet each other with
kisses on the cheek or give hug – in any other cases it is not allowed. Men shake each
other’s hands as Europeans but in some cases, men need to wait for a sign from the
women to shake her hand due to religious reasons and formal etiquette in Turkish
culture has great importance determining the most important forms of social
interaction. But generally, the relations among Turkish people can be considered as
close and so friendly by the foreigners.

Although in general term, there are standards about the region surrounding a person
which they regard as psychologically theirs (intimate, personal, social and public
distance), mostly the people in Turkey try not to create this distance, they might put
some space and they might not feel that they are really connected with people who
they are in communication with. Turkish culture’s interpersonal space patterns are
different from some European countries. Although in European countries, there are
definitive rules and demand about body distance, personal space among Turkish
participants tends to be quite small and this may be quite disturbing for foreigners. The
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generally accepted sufficient amount of space when speaking with acquaintances and
colleagues is an arm’s length. When it comes to family and close friends though, this
personal space becomes considerably smaller and a certain amount of touching
occurs. However, interpersonal space can vary from person to person in regards to
his/her educational, social and cultural background.

3. How would you describe the body distance in your country (between women –
men, women – women, men – men in general)

Among Men -When two men meet for the first time, they shake hands and sustain
direct eye contact. A reasonably firm handshake would be appropriate. Among close
friends and family members, hugs or gentle pats on the back are quite common. Other
men may kiss each other on both cheeks as well. You may also see men greeting each
other by making their temples touch, a greeting among people supporting one of the
political parties. Colleagues in business often do not engage in the Turkish kiss.
Among Women - For initial encounters, a light handshake is commonplace. However,
if the women know each other quite well, they usually kiss each cheek of the other
woman while giving a light hug.
Among men and women- This is a little less set in stone. The best advice is to take
your cue from the other person. If their hand is offered, respond with a simple
handshake. If their cheek is offered, then place a kiss on each cheek. If you are not
offered their hand or cheek, then just nod and/or say merhaba (hello) politely. It is
possible that a person’s religion prohibits them from touching a member of the opposite
sex.

5

National Certification and Accreditation system

The chapter provides first of all general information about certification and accreditation
systems at European and international level in regards to the Be Aware Training.
Subsequently a detailed description of the national certification and accreditation
system of all project partners in alphabetical order by country name follows.
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General information

Certification is the evaluation of conformity and has in most cases the requirements
stated in standards. Organisational management certification, product certification,
process certification and personnel certification are the most common certification
bodies.

In Europe the EFQM Excellence Model (European Foundation for Quality
Management) allows organisations to evaluate their current performance to identify
strengths and areas they would like to improve. It provides an overarching framework
to guide continuous improvement projects or large transformation programmes and
ensure they deliver tangible results. (EFQM 2019)

On a global level the International Organisation for Standardization is the relevant
institution to certify trainings on an international level. Its purpose is to facilitate and
support national and international trade and commerce by developing standards that
people everywhere would recognize and respect. In case of the Be Aware Training, if
it would be accredited on an ISO level, the most suitable one would be ISO
29990:2010, which is a quality management system standard for providers of
education and training services including universities. (TÜV SÜD 2019)

With a

certification according to ISO 29990, the learning process gets placed in the focus of
the management system. According to defined processes that are organized
transparently for the customers the quality is guaranteed. The certificate according to
ISO 29990 is an objective proof of the performance. (TÜV Austria 2019)

5.2

National Certification System and Accreditation systems

5.2.1 Austria
The most suitable certification for the Be Aware Training in Austria is Ö-Cert, which is
a nationwide framework of quality for adult education providers, regulated by law
(contract between the Federal Ministry of Education, Science and Research and all 9
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provinces). It addresses institutions of further education, which conduct a certain offer
in Austria on a regular basis. Institutions of further education obtain the Ö-Cert due to
the accomplishment of certain basic conditions like general, organisational and offerrelated basic conditions as well as conditions regarding ethnic and democratic
principles and regarding quality, which are provided in detail for download. In addition,
providers have to fulfil the Ö-Cert-basic-requirements and have to provide a Quality
Management System (QMS) as per list of Ö-Cert.

The reason to consider Ö-Cert is due to the fact that adult education in Austria has
expanded. The practice field is marked by considerable heterogeneity and diversity
with regard to providers and provision. Depending on the definition of "adult education",
between 1.800 and 3.000 providers are active in the marketplace. Comparing
education provision, therefore, is difficult, and transparency for customers as well as
public authorities often proves unsatisfactory. Eligibility for public subsidy is complex.
Adult education providers need to have a QMS in place in order for the learners to
receive grants. Moreover, besides international certificates such as ISO or EFQM and
specific QMS like LQW, also four federation states provide an external quality
assessment. In consequence, providers being active in more than one federation state,
had to obtain up to three or more quality management certificates.

The benefits of Ö-Cert for customers or learners as well public authorities is
transparency as they see immediately who is a quality provider. Another advantage is
the simplified administration, because providers do not have to pay for and pass more
than one quality assessment and one certificate is sufficient. There are only
administration costs of EUR 100,--. Furthermore, there is access to financial support
for customers or learners. Through the nationwide recognition, Ö-Cert facilitates the
allocation of public grants – even if the course takes place in a different federation
state. Last it is strengthening the profession as Ö-Cert contributes to the quality and
professionalization of adult education in Austria.
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In summary, providers have to fulfil the following requirements:
à

General basic requirements concerning corporate mission and responsibility
e.g.: provider has to agree on the definitions of Life Long Learning (LLL),
meaning of adult education.

à

Basic requirements concerning the organisational structure e.g.: their main task
must be adult education, the provider has to be in business for three years, the
educational managers must have a corresponding education and practice and
so on.

à

Basic requirements concerning the course offer e.g.: the offers must be open to
the public, not accepted are offers, which are solely orientated in leisure
activities. If a provider is mainly working in the field of therapy or consulting or
the offers are primarily esoteric it's not possible to get Ö-Cert.

à

Basic requirements concerning ethical principles and democracy e.g.: provider
has to agree on the human rights.

à

Basic requirements concerning quality.

à

Provider must submit a Q-Certificate according to the Ö-Cert-list.

Online-applications are processed by the Ö-Cert office and accredited by the
committee of independent experts. Ö-Cert does not carry out external audits. After
having received Ö-Cert, providers will be listed on the Ö-Cert-Website, which enables
them to be named as quality providers.

In Austria there three main organisations, which are able to deliver the certification for
the Be Aware training: The Austrian Federation of Trade Union, Quality Austria and
System Cert.

The Austrian Federation of Trade Union (Österreichischer Gewerkschaftsbund, ÖGB)
is the only Austrian organisation representing the interests of employees based on
voluntary membership and is responsible for the protection and enforcement of
workers’ rights in Austria. It is non-partisan although in its efforts to achieve its goals,
it does influence politics and has a major function in the development of new laws: it
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initiates the drafting of bills and provides political reviews of and comments on bills
submitted by other bodies which are then incorporated in the decision-making process.

Trade union members are entitled to legal advice and legal representation in court as
well as many other benefits. They profit from the host of collective agreements
negotiated by the ÖGB trade unions at industry level. This dense network of collective
agreement, which benefits all blue- and white-collar workers in Austria, regulates, i.e.,
working hours, holiday and Christmas bonuses, overtime compensation, etc. Annual
wage and salary increases are also covered by collective agreements. Activities
carried out at company and industry levels are reserved mostly to trade unions which
negotiate wage increases, assist works council members in elections, legal issues and
other concerns. They want to create a fair work environment including good working
conditions and a fair income regulated by law and collectively agreed as well as
working relations shall be legally enforceable and binding and a strong
codetermination. Their vision is a society which is ruled by freedom, social justice as
well as equal opportunities and equal treatment of genders and the attention to a
healthy environment.
The Person itself is paramount in a social state and a common Europe.

According to the Austrian right of association, the Austrian Federation of Trade Union
has the legal status of a juridical person. The structure of the Trade Union runs parallel
to that of the national structure of the Austrian Republic. The organisational structure
is based on four levels:
à

national level - one central organisation with its headquarters in Vienna

à

regional level - eight regional offices (according to the nine regions in Austria;
but there's no regional office in Vienna)

à

district level - district offices

à

local level - local bodies

According to the legal status of the Austrian Federation of Trade Union it is qualified
and justified to give those certain certificates to the clients and organisations. (The
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Austrian Federation of Trade Union 2019) For Be Aware there is an existing
collaboration and agreement that they will provide the certification.

Quality Austria is an Austrian contact for the Integrated Management System, based
on quality, environmental and OH&S (occupational health and safety) management,
and the topic of business quality. They are committed to optimize the success of
customers and partners enabled by services and consistent further development of
management systems.
They offer system and product certification, verification and validation, training and
certification of persons as well as the Austrian Quality Seal.

SystemCERT is a certification body for products, management systems and personal
certification, accredited by the Austrian ministry. Certification schemes, under the
aspect of personnel certification, contain so far the fields of quality management, safety
management, leadership, trainers, the construction sector.
5.2.2 Bulgaria
LAW ON VOCATIONAL EDUCATION AND TRAINING

Art. 9 para. (7) Professional knowledge, skills and competences can also be acquired
through non-formal learning and informal learning. According to the Bulgarian
legislation "Non-formal education" is training organized by institutions outside the
vocational education and training system: The Vocational Education and Training Act
(VET). This is the only law that has the right to recognize non-formal and informal
learning without explicitly treating the concept of validation.

1. Non-formal education as part of the education system. Method for acquiring a
professional qualification.
The Vocational Education and Training Act regulates the general requirements for
the organization of the system of vocational education and training and defines the
conditions and procedures for acquiring vocational qualifications. According to this law,
vocational education provides for the acquisition of secondary education and
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vocational qualifications and may also be pursued through on-the-job training (dual
training system). The law regulates the completion, certification and recognition of
vocational education and training, as well as the content of vocational education and
training. The Act regulates the vocational education and vocational training of students
in special educational needs and/or chronic diseases, of students from homes for
children without parental care and with deviant behavior. The Vocational Education
and Training Act regulates both vocational training in the formal education system and
vocational education and training outside this system, ie non-formal vocational
education and training for adults, incl. in the workplace, whether provided by
government institutions or non-governmental organizations. Amendments to the 2014
Act introduced a system for the validation of non-formal and informal learning, dual
education and training in protected professions related to the development of the
economy at the regional level, as well as regulating the terms and conditions for
accumulation and transfer of credits in vocational education and vocational training.

2. Non-formal education as a capacity-building system outside the education
system.
Non-formal education is one that is not regulated by laws and regulations. It can be
implemented both within and outside institutionalized schools. Non-formal education
covers all age groups. The content, forms, methods, educational technologies are
defined in a dialogue between the one who leads the training and the one who learns.
No official document is received and no rights are guaranteed to the person after
finishing the non-formal education. In most cases, even if a completed course
document is issued, it is not equivalent to the documents issued in formal education
and its recognition depends on the desire of the employer.

5.2.3 Lithuania
Lithuania does not have a specific accreditation system for non-formal adult education.
There are quite many opportunities to accredit vocational education programs, both
formal and non-formal; a lot of attention is given for pedagogical and study related
programs or non-formal children education and its accreditation, whereas non-formal
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adult education does not have a concrete accreditation procedure and institutions
providing it.

Nevertheless, Lithuanian context does not require accreditation for non-formal adult
education programs in order to be taught and prosecuted. According to the law of nonformal adult education of Lithuania, “Non-formal adult education programs may be
prepared and implemented by Lithuanian non-formal education institutions, as well as
general education, vocational training, higher education institutions that have
established non-formal adult education units (divisions, groups, etc.), other legal and
natural persons who under the procedure established by the Government or an
institution authorized by it, have the right to engage in non-formal adult education”
(1998).

In order to implement Be Aware training in Lithuania, the program will be registered in
Qualification improvement programs and event’s registry under the guidance of
Ministry of education, science and sport. Registry places all approved and reviewed
programs or institutions in a web called AIKOS, which is an open information,
counseling and guidance system whose main purpose is to provide information on
learning opportunities in Lithuania. After the program is approved to appear in AIKOS,
one can get an extract showing this program’s recognition and applicability.

Other than that, to ensure the quality of the program, one can reach out to institutions
providing evaluation according to EQM (European Quality Mark), for example the
Lithuanian association of adult education, which provides services of evaluating one’s
programs according to EQM. EQM is a quality assurance label for all non-formal
learning providers in Europe. It is a quality system that enables and invites non-formal
learning providers to evaluate their activities and services. The EQM provides an
opportunity to evaluate how effectively an organization understands quality training,
the systems it develops, and the activities it takes to deliver quality training at a training
institution.
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5.2.4 Spain
The requirements to obtain a Professional Certification are established in
Royal Decree 34/2008, of 18 January 2008, which regulates Professional
Certificates, and particularly in the regulations that governs each Professional
Certificate.

Generally, the professional/educator/teacher must meet the following
requirements:
à

Training: It is required that they have completed university studies
(regardless of the professional area), whether they have a diploma, a
degree, a bachelor's degree or similar. Higher-level VET studies
related to the subject that the teacher-to-be will be teaching are also
admitted.

à

Experience: Teachers must have a minimum of 1 year's accredited
experience in the area to be taught.

In Spain, Universities also offer courses that credit people to taught in adult
education. The UNED Postgraduate Programme offers courses that lead to an
accreditation degree. The access requirements are as follows:
à

To be in possession of a degree, diploma, technical engineer or
technical architect.

à

Students must present a curriculum vitae of professional experience
that guarantees their ability to follow the course with good results and
have access to the university according to the current regulations.

à

The student who wishes to register in any course of the Postgraduate
Programme without meeting the requirements for admission may do
so, although, in the event of passing it, he or she will not be entitled
to his or her own Degree, but to a Certificate of Achievement.

In order to become a trainer of the Vocational Training System for Employment
in Spain, the interested person has to meet the following requirements:
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Academic qualification: To provide training in some courses it is
necessary to provide a specific academic qualification that will vary
according to the subject matter of the training action. In other cases,
you will simply need to provide an academic qualification attesting to
a certain level of study.

à

Professional experience: The person must have at least one year of
professional experience in an area that corresponds to the training to
be given. For this, they must submit:
o If they are a salaried employee: A Certificate from the General
Treasury of Social Security, a certificate from the Institute of the
Navy or the mutual insurance company they are affiliated to, and
work contracts, or a certificate of experience from the company.
If the company's documentation cannot be submitted due to
external causes, a responsible statement must be made that
records the jobs the person held, the professional category,
working hours and functions performed.
o If they are self-employed or working on your own account: a
certificate from the General Treasury of Social Security, the
Institute of the Navy or the mutual insurance company to which
they are affiliated and a declaration of responsibility with a
description of the activity carried out and its duration.
o Volunteers and interns: the person must present a certification
from the organization specifically stating the activities and
functions carried out in the company.

à

Teaching competence: There are two ways of accrediting teaching
competence, on the one hand, by proving more than 600 hours of
experience in the last ten years in vocational training for employment,
or by holding one of the qualifications listed below:
o Certificate of Occupational Trainer Professionalism (old training).
o Certificate of Teaching Professionalism in Vocational Training for
Employment (SSCE0110).
o University degree in Pedagogy, Psychopedagogy or Teaching in
any of its forms.
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o Degree in Pedagogy or Psychology Certificate of Pedagogical
Aptitude (CAP) or professional title Didactic Specialization and
Certificate of Pedagogical Qualification.
o Master's Degree in Teacher Training.
5.2.5 Turkey
Adult education in Turkey contains all types of learning activities that aim to develop
the individual, social and employment skills and competencies aimed at the person
who is at any stage of formal education system or has been separated or graduated
from this stage, within the scope of lifelong learning concept (Regulation on Lifelong
Learning Institutions / 2018).
Except on the job training activities all kinds of education and training activities to be
implemented by other public institutions or private institutions are carried out in
cooperation with institutions affiliated to the Ministry of National Education in
accordance with the provisions of the Prime Ministry Circular No. 2007/17 ( mainly by
the Ministry of National Education, other related Ministries such as the Ministry of
Agriculture and Rural Affairs, Ministry of Health, Ministry of Women and Family,
Ministry of Industry and Trade and formal and semi-formal institutions, local
administrations, universities, civil societies and non-governmental organisations).
Besides being responsible for the provision of adult education programs, the Ministry
of National Education (MoNE) also coordinates the cooperation between institutions at
national and local level and inspects the running of their programs. The Ministry of
Education provides adult education services through the General Directorate of
Apprenticeship and Non-formal Education which is the main governmental unit for
adult education.
In addition, under Ministry of Family, Labour and Social Services, General Directorate
for Turkish Employment Agency maintains their programs and prepares national
occupational standards and national qualifications. Turkish partner, Samsun Aile,
Çalışma ve Sosyal Hizmetler İl Müdürlüğü (Samsun Provincial Directorate of Provincial
Family, Labour and Social Services) is authorized to supply certificates to the
participants to be attended Be Aware trainings.
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Partners

Frauen im Brennpunkt – Austria

Gender Alternative Foundation – Bulgaria

Magenta Consultoria S.L.U. – Spain

Samsun Aile ve Sosyal Politikalar II Müdürlügü – Turkey

Social Innovation Fund – Lithuania
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