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1 INTRODUCTION  

This brochure was produced in the frame of the Project PLACET. Two of its main objectives are: to promote 

the potential of hosting a European trainee and to create support materials for the hosting companies.  

You will find more information about PLACET at http://www.placet.org/.  

With this document we intend to improve awareness on intercultural and intergenerational aspects implied 

when hosting a trainee by a company; this is especially important when the people working together come 

from different countries and backgrounds.  

 

http://www.placet.org/
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2. COMPANIES: THE HUMAN FACTOR 

The survival and the success of businesses nowadays is more and more related to the appropriate 

management of people:  the human factor gains importance notably on the labour market.  The companies 

need skilled, creative, autonomous and experienced people who are able to work together on common 

results and goals.  Managers still too often consider diversity as just a source of problems and conflicts. On 

the other hand diversity, in spite of the challenges it raises, can stimulate creativity, innovation and new 

approaches to problem solving, consisting therefore in a richness for the team.  

Moreover, in a World that is more and more global and interconnected,  when it comes to work and 

business, diversity is an unavoidable part of our professional life. 

How can young people improve their skills and become an  added value for the 

enterprises?  

One of the greatest chance young people have nowadays is to do an internship abroad, a job experience in 

a foreign country.  

This is a great opportunity because it allows them: 

 to be more competitive on the labour market; 

 to learn and improve a language different from their mother tongue; 

 to confront themselves with unfamiliar life styles; 

 to grow up as individuals; 

 to increase tolerance and flexibility; 

 to do things in a different and creative way; 
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 To share and acquire new working methods; 

 To contact with different ways of behaving and being in the work place. 

Still geared to a mere production and an engine of economic development, the companies become a new 

place of learning where the individuals have the opportunity to increase their awareness, verify their 

aptitudes and ambitions and acquire specific technical skills.  

This experience helps them to reconfirm their professional choices as well as to  sensitize their 

understanding of the relation of  supply and demand on the labour market. 

 

Why  should a company welcome students from abroad? 

Promoting the mobility of young people in Europe by encouraging them to undertake a training experience 

in a foreign country is an action which can bring benefits to both, young people and enterprises.  

It gives voice to the value of lifelong learning. 

 

Welcoming students from abroad  offers the possibility to: 

 meet and socialize with new people bringing along different mentality, habits and practices; 

 open up to different cultures and life styles; 

 enlarge and improve opportunities of learning; 

 exchange  theoretical knowledge and practical know-how; 

 expand  recruitment policy of staff; 

  think about a possible insertion of foreign personnel; 

  open up a business to new frontiers and opportunities; 
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 develop management skills in junior employees by giving them an intern to mentor and 

supervise; 

 improve the abilities in diversity management and the creation of an open-minded and 

harmonious work environment. 

Interns from abroad may bring energy and new perspective to companies by:  

 seeing things from another point of view; 

 comparing different ways of performing the same job; 

 doing analysis or research on new and  foreign markets; 

 improving work aspects and details that normal staff can’t take care of, due to lack of time; 

 updating techniques and technologies in companies as they came recently out of training 

and are therefore up-to-date with professional developments and fresh visions on “how to do 

the job”. 

 

“Having interns around keeps your regular staff on its toes. Your employees want to set a good example for 

the students. The interns will ask a lot of questions, and your employees want to be helpful, able to provide 

answers and share their knowledge and experience. Having an intern around puts everybody on a slightly 

higher plane of operation” (See references 1) 
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3 - CULTURAL DIVERSITY: a source of exchange, innovation and creativity 

 

Article 1 – Cultural diversity: the common heritage of humanity  

 

Culture takes diverse forms across time and space. This diversity is embodied in the uniqueness and plurality 

of the identities of the groups and societies making up humankind. As a source of exchange, innovation and 

creativity, cultural diversity is as necessary for humankind as biodiversity is for nature. In this sense, it is the 

common heritage of humanity and should be recognized and affirmed for the benefit of present and future 

generations. 

UNESCO Universal Declaration on Cultural Diversity 

 

 

How to get the best experience? 

“El artista hace de la diversidad la Unidad”  

(“The artist makes Unity out of diversity”) 

César Monterroso 

Hosting a foreign trainee requires some special attention related to intercultural aspects in order to take 

advantage of all the potential and positive aspects of the experience. 

We would like to give some useful hints to help the companies to: 

 stimulate an environment where diversity is considered a richness and can be exploited for 

developing maturity in the team and contribute to the company’s success; 
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 prevent misunderstandings and problematic situations; 

 prevent the application of prejudices and the confirmation of stereotypes and 

generalizations; 

 expect and praise the practise of sharing, changing, giving, testing, failing, exchanging 

experience. 

 

Some premises: culture and diversity. 

1. Culture is not only ethnic: when we talk about culture we refer to the set of behaviour, values, beliefs, 

knowledge and intellectual practices of a particular group: 

 when the group corresponds to the inhabitants of a country or region or belongs to a single 

ethnic group , we are talking about "ethnic" culture; 

 when we cross-compare a group we can determine culture by other elements like: 

generational (youth culture), political (right or left culture), religious (Christian or Islamic 

culture ) and so on. 

2. Diversity is not just cultural: we need to distinguish between what can be attributed to a specific culture 

and what can be explained as a personal trait or a certain social condition or situation. 

 

When we deal with a foreign person we tend to attribute any differences or any characteristic to his ethnic 

culture: being a foreigner is somehow the aspect that strikes us more (more than being young or old, rich 

or poor, student or worker, etc.). 

3. That could create misleading images and assign the characteristics of a single person to an entire 

nation or ethnic group. These misleading images are connected with the prejudices that we all have, riskful 

for their impact on behaviours and often at the basis of discriminations. 

This is the reason why it’s really important not to give anything for granted: 
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i.e: Is the Finnish trainee silent because he/she is shy or is it a Finnish characteristic? 

Are the German trainees precise because they are motivated and prepared or because accuracy and 

precision are deeply rooted in the German culture? 

      What are the real reasons for a certain behaviour? 

It is important to remember that each person is different and unique and that culture is a mix of 

variables that surely influence his/her behaviour, so please:  

 be curious and open-minded  about people; 

 be aware of the different ways of thinking; 

 start from cultural awareness: 

 How much are you able to recognize your own stereotypes and biases? 

 How well do you know your own cultural background? 

 be tolerant (“recognize and respect the opinions, practices or behaviour of others”); 

 at the same time set a clear communication so to prevent tolerance and respect to be used 

as an excuse to justify inappropriate behaviours; e.g. clarify using specific indications on what is 

expected in a certain context (in this way you’ll go over questions as “is that lack of punctuality 

linked to a cultural factor or is it a subjective lack of responsibility and professionalism?); 

 gain knowledge of cultural history and heritage; 

 be aware of the other’s perceptions. 

 (Source: Ref 2) 
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Managing Cultural Diversity  

Understand, communicate with, and effectively interact with foreign people at the workplace means to 

take into consideration some essential variations between cultures:  

1. Communication: 

 Voice’s tone: Does a high tone mean aggression or rudeness? Does a low tone mean shyness 

and discretion? 

 Distance between people and physical contact: how much is large or small distance between 

people related to intimacy?  

Depending on culture it is different what’s expected: shaking hands, kissing or hugging; e.g. 

some people could feel really uneasy, embarrassed or even harassed if forced to kiss, others 

could feel offended if you just shake hands. Should you just say Hi or should you stop to say 

Good morning and ask if everything is OK? 

 Gestures: are they comprehensible to a foreigner? Can they create misunderstandings? 

 Interruptions and comments: are they signals of attention and approval or of roughness and 

intrusiveness? 

 Silence: is it normal or an indication of embarrassment and discomfort? 

 Linguistic skills: is he/she impolite/rude or is it possible that the trainee doesn’t know how to 

express himself correctly? 

2. Team-work and individualism: Does the trainee like to work alone because he/she is shy or egoistic?  

Does the trainee like to work in a team because he/she is extroverted and engaging?  

Or is it also linked to the background culture, more individualistic or more social? 

In this sense please consider that the distance from family and friends, who are far during transnational 

internships, may affect people used to rely very much on them, so as the need of the team’s feedback  

and support (interacting e.g. with professional life and self-esteem). 
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Something connected to cultures and organisational cultures can also be the limit between personal 

and professional life. For instance, how much are we expected to tell about our lives, how is it expected 

for us to know and ask about others, how to know when we are interfering with people’s privacy. 

Those involved in this kind of projects, on both sides, have to be aware that it is not obvious that 

colleagues become friends and how long this process could take. 

 

3. Time:  how does the intern manage time? Does he/she understand the exact meaning of a deadline? Is 

he/she able to balance between work and social behaviour inside the company? And between work 

and private life?  

 

4. Calendars:   are there differences between the trainee’s and our holidays? 

 

These variations affect the workplace as each person is different and unique. Getting to know somebody 

requests time and an open minded attitude. If you remember it, you will get an enriching experience. 

“Every man is more than just himself; he also represents the unique, the very special and always significant 

and remarkable point at which the world's phenomena intersect, only once in this way, and never again. 

That is why every man's story is important, eternal, sacred; that is why every man, as long as he lives and 

fulfills the will of nature, is wondrous, and worthy of consideration.” 

― Hermann Hesse, Demian 

 

(See ref. 3)

http://www.goodreads.com/author/show/1113469.Hermann_Hesse
http://www.goodreads.com/work/quotes/5334697
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4 - MANAGING DIVERSITY: INTERGENERATIONAL COOPERATION 

Hosting a foreign young trainee requires some special attention also related to the intergenerational 

integration in the company. 

When it comes to intergenerational cooperation, the transfer of knowledge is usually understood as a 

unidirectional process where the novice learns from the experts’ tacit knowledge. 

It’s important to keep in mind that both aged/expert and young staff/novice have knowledge to share:  

 the first one owns an evident technical and practical knowledge due to the consolidated 

working experience,  

 the second can bring creativity, innovation and open-mindedness.  

The best environment for intergenerational integration and cooperation will be generated by a permanent 

dialogue between colleagues where older and younger work in the same team. 

 

How to create this environment?   

Through: 

 knowledge-friendly working conditions; 

 openness; 

 trust and freedom from prejudices; 

 personal interaction; 

 time and socialization; 

 a defined framework. 
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To obtain a successful result that can impact work quality, it’s necessary to manage and define the 

framework in which the learning process will take place. This includes: 

 the corporate culture;  

 the entire system of organization and personnel management.  

An unclear training strategy could lead to incomprehension and conflicts.  

This is also valid for small and medium-sized enterprises, where the training process and the knowledge 

exchange are facilitated by smaller organizational structures, which means more direct personal contact. 

  

What elements interfere with a good intergenerational dialogue?   

 Stereotypes; 

 value judgments;  

 prejudice; 

 discriminating attitudes. 

 A 2011 research performed in 28 different countries from Europe, Nord/South America and Far East has 

pointed out that age-based discrimination (ageism) is the most relevant cause of prejudice towards 

workers, followed by gender and ethnic discrimination. 

 

The indicators of a discriminating attitude can be various, i.e. : 

 we tend to consider a professional performance or a mistake made by a different-aged 

person as a probable stable characteristic of his personality; 

 tasks and responsibilities assignment are not planned according to the real competences 

but to the competences that we ascribe at each age in accordance to the stereotype; 
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Finally, the influence of the prejudice above the competences may cause to either encourage or 

demotivate the worker by providing (or not) training and update on specific topics, or offering a training of 

higher or lower quality.  

There is the risk that low expectations from the company bring about a low investment on the young 

trainee, so as on older workers, resulting in his/her demotivation. 

 

Methods and tools  

There are a lot of methods and tools that may be useful to implement the training management, and 

particularly the inter-generative transfer of expertise depending on the company’s aim: 

 

1. Job rotation, coaching, mentoring, promoting informal meetings and creating age-heterogeneous 

discussion forums: these methods promote the reduction of the prejudice and the optimization of the 

meeting process between different generations through veritable strategies, “bridges” between 

generations. Researches have proved the benefits of planning a work placement (for example in the 

business context), considering some actions that can reduce the probability that a generational conflict 

will emerge.   

 

2. Cooperative actions: the direct and prolonged contact amongst different generations may lead to a 

positive result, especially in the presence of certain conditions; such as engaging together in 

cooperative action, helping the recognition of each other's ability to reach a goal together.  

 

3. Mental simulation: not only direct contact, but also the “imagined contact" with people from another 

generation may reduce prejudice. It was demonstrated that benefits and better behaviours may be 

produced even by the mental simulation (assisted by an expert) of a contact before it really happens; 

the exercise consists in imagining  a person of a different age and later trying to figure out if his/her 

characteristics were based on realistic data or on stereotypes; that may: reveal new aspects, 

encourage the objectivity and the openness to a real and positive meeting.  
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The chosen method should promote: 

 learning from experience; 

 the novice’s development. 

The expert should not: 

 simply transfer his expertise to the novice;  

 make the learning process become a repetition of expertise models that can be quickly 

outdated. 

Beginners should receive adequate, prompt and explicit feedback when possible, in order to be aware of 

the reasons that lead them to either failure or success and so look for improvements.  

 

It is important also to consider that there is not only a technical and practical knowledge to be transmitted, 

but older and expert workers can also gather very valuable qualities like: 

 efficiency; 

 personal balance; 

 a mature mind; 

 problem solving ability.  
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CONTACTS 

 

TALK TO US: 

Feel free to give us a feedback on 

this brochure. For information, 

doubts, suggestions, please 

contact us. 

VISIT OUR WEBSITE: 

www.placet.org 
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