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1. INTRODUCTION

CHAPTER IN A NUTSHELL
AIM

ROADMAP

This introductory chapter aims to describe how the train-the-trainers package fits the current
needs of SMEs, through the description of how organisational climate improvement’s
process can contribute to increase employees’ satisfaction.

Objective

Higher Profit &
Productivity

Problem

Low Satisfaction &
Performance

Solution

Positive Organisational
Climate (and its
dimensions)

Process

Diagnostic

Resources

Assessment
Tool

Action Plan
Design

Programme
Toolkit

OSTESA EU (and
its resources)

Evaluation &
Certification +
Reassessment

Implementation

Guide for general managers,
owners of SMEs, line
managers

Assessment
Tool

The ultimate objective of the companies is to increase profit and productivity rates.
To do so, better performances must happen among the employees’ level, to which is
correlated the level of satisfaction. To ignite employees’ motivation and sense of
ownership, managers (including owners, general managers, line managers and
human resources managers) must rely on – and apply – a framework, feedback, and
tools for reaping the advantages of a positive organisational climate.
The OSTESA EU project has origin from these premises in which the project
understand the needs previously mentioned and has as main objectives to improve
the organisational climate, motivation and engagement of employees in SMEs;
improve the capacity of employers and Human Resources (HR) managers to
understand the need to work on better organisational climate in enterprises;
increase the availability of the tools for improving an organisational climate through
developing competencies; improve the capacity of trainers and HR departments; as
well as to develop resources, designed over the eleven dimensions that compose the
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organisational climate, that can effectively support the improvement and evaluation
of these eleven dimensions, listed below.

Table 1 - Organisational climate dimensions covered by OSTESA EU

DIMENSION

DEFINITION

1. Communication

The free sharing of information throughout the organisation.

2. Rewards

The degree to which workers feel that they are being recognized
and rewarded for good work, and that such recognition is directly
and differentially related to levels of performance.

3. Recognition

The perception that member contributions to the organisation
are acknowledged.

4. Cohesion

The perception of togetherness or sharing within the
organisation setting, including the willingness of member to
provide material aid.

5. Support

The perception of the tolerance of member behaviour by
superiors, including the willingness to let members learn from
their mistakes without fear of reprisal; the feeling that workers
give each other support.

6. Clarity

The feeling that everyone knows what is expected of them and
that they understand how those expectations relate to the larger
goals and objectives of the organisation; a concern with clearly
defining the goals of the organisation.

7. Trust

The perception of freedom to communicate openly with
members at higher organisational levels and co-workers about
sensitive or personal issues with the expectation that the
integrity of such communications will not be violated.

8. Leadership

Members of the organisation (team) accept the leadership and
guidance of experts, if necessary team members can take
leadership roles and are supported by other workers.

9. Fairness

The perception that organisational practices are equitable and
non-arbitrary or capricious.

10. Efficiency

The degree of importance placed on worker efficiency and
productivity at work.

11. Employee welfare

The extent to which the organisation values and cares for
workers.
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Furthermore, the OSTESA EU resources consists of an organisational climate
assessment tool (OSTESA tool), a programme toolkit, and a guide for general
managers, owners of SMEs, line managers, on how to improve organisational climate
by changing leadership style. The organisational climate assessment tool (OSTESA
tool) is an ICT resource that measures several dimensions and provides relevant
feedback on the current organisational climate. The programme toolkit is a
comprehensive resource that includes training programmes, scenarios and materials
to create and improve the organisational climate. The guide for SMEs owners and
managers is an instructive resource for owners and managers that explores the
relation between leadership styles and positive organisational climate. These
resources can be explored by the expert though an integrative view within the trainthe-trainer package. This expert is a trainer/facilitator/consultant that acts as a
mediator of the change’s process while the internal interlocutor of the companies
(managers, line managers or HR managers) is the main agents of the change,
supported by these experts. The OSTESA EU resources can be used by the companies
to ignite a process of change based on four phases: diagnostic, action plan,
implementation and evaluation/certification.
The train-the-trainer package provides a comprehensive support to the experts on
how they should manoeuvre and apply this framework and respective tools close to
SMEs’ managers and human resources managers that are facing lower employees’
satisfaction and performance. While the expert plays as a mediator of the process of
change, the decision-maker/enabler (owner, HR manager and line manager) is the
person that leads and manages the process of change. Therefore, it’s needed a
trustworthy relation between these intervenient.
This package is addressed to trainers, facilitators and consultants that must maintain
an open and trust collaboration with the owner, manager, line-manager, HR
manager since the later will be those who will lead the process of organisational
climate change with the support of the experts. The decision-maker/enabler must
have a strategic role in the process of change and shall have a preponderant role and
deep interest in applying changes and engagement of participants (employees,
regardless of their hierarchical level/function in the company) in the process.
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2. KEY ACTOR’S PROFILE

CHAPTER IN A NUTSHELL
AIM

The intent of this chapter is to describe the profile of the different key actors/players of the
process of organisational climate change, namely, expert (trainer/facilitator/consultant),
decision-maker/enabler (owner, manager, line-manager and HR manager), and participants
(employees, regardless of their hierarchical level/function in the company).

ROADMAP

Facilitator

Decision-maker/ Enabler

Previous experience in training
delivery and/or consultancy (3
years)

Interest in the topics of the
project

Interpersonal relations,
communication and
interpretation skills

With current or future
opportunity to improve a
positive organisational climate

Deep knowledge about the
OSTESA EU resources

Strategic hierarchical
level/function in the company
allowing them to take and
sustain decisions related to
organisational change's
processes

Background (not compulsory
but preferably linked to HR or
Organisational Psychology)

Participants

Availability to participate in
the organisational climate
improvement process.

The role of the expert is to mediate the improvement’s process of organisational
climate dimensions within SMEs. The decision-maker/enabler (owner, manager, linemanager and HR manager), with the support of the expert, will lead the process of
organisational climate change to ignite employee’s motivation, satisfaction and
performance.
To make that happen, the expert must have at least three years with at least 300
hours of delivering training (preferred) and/or experience in the consultancy field,
preferably linked to human resources or organisational psychology areas. The expert
must demonstrate a deep knowledge about the OSTESA EU resources and at the
same time, demonstrate a great capacity for interpersonal relations – to build a
trusty and solid relation with the decision-maker/enabler. Communication and
interpretation skills are required.
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In the other hand, the decision-maker/enabler must have a genuine interest in the
topics/dimensions related to employees’ satisfaction and with a current or future
opportunity to improve an organisational climate. At the same time, this person
must carry a strategic hierarchical level/function in the company allowing him/her to
take and sustain decisions related to organisational climate change's processes.
Participants are employees of the companies or its departments regardless of their
hierarchical level/function in the company who accept to participate in the process
in case of request from the decision-maker/enabler.

Page | 8

TRAIN THE TRAINERS PACKAGE

3. RESOURCES

CHAPTER IN A NUTSHELL
AIM

In this chapter, the resources available to support the organizational climate’s improvement
process will be described and explained. They will further contribute to enhance employee’s
motivation, satisfaction and performance.

ROADMAP
Resources

OSTESA Organisational
Assessment Tool

Programme Toolkit

Colour Association Method
(CA-OSTESA)

Training Programmes

Standardized Assessment
Method
(S-OSTESA)

Training/ supporting
Materials

Guide for general managers,
owners of SMEs, line
managers how to improve
organisational climate by
changing leadership style

Training the Trainers,
Facilitators, Consultants
Event

3.1. Organisational Climate Assessment Tool
Organisational climate assessment tool – OSTESA tool – aims to support SME’s
owners, managers and line managers to increase employee’s motivation by
addressing effectively their performances.
A healthy climate increases employee motivation, catalysing more effective
performance. G. Litwin and R. Stringer first wrote up their ground-breaking research
on organisational climate in 1968. They demonstrated that certain leadership styles
produce a positive and stable organisational climate that makes an impact on
motivation and performance. Climate can be perceived as people’s perceptions of
the corporate environment: what it feels like to work in a place. To ignite employees’
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motivation and sense of ownership, managers must understand — and apply — a
framework, feedback, and some tools for reaping the advantages of a positive
organisational climate.
Key to this success is leadership that encourages a collaborative, synergetic, and
creative work environment. In a positive organisational climate, employees have the
confidence and stability they need to serve customers more effectively with more
innovative products. Positive organisational climate is not a goal unto itself. It is a
key link in a company’s ability to maintain and improve performance. Successful
leaders take pains to ignite a chain reaction that improves climate, increases
motivation, and enhances performance.
OSTESA tool is an online tool to measure and diagnose the organisational climate in
a company by defining areas needed to be improved. It’s a two-steps tool composed
of two parts (CA-OSTESA and S-OSTESA) which combines the Colour Association
Method (CA-OSTESA) and also the Standardized Assessment Method (S-OSTESA).
After the completion of the assessment, the decision-maker/enabler that created
the diagnostic will have access to an automated report with the results of the
assessment. The end-users of this tool are SMEs’ owners, managers, line-managers
and HR managers.
3.1.1. Colour Association Method: CA-OSTESA
What is it?
The Colour Association method (CA method), developed by M. Lűscher (1971), is a
combined projective technique using calibrated sets of words (“verbal modules”)
and a test of eight colours. This diagnostic is based on evaluating the importance of
preference and rejection of certain colours. The basic hypothesis is the reasoning
that colour preference is in a way dependent on certain personality variables,
situational states in the organism as well as objectively active agents. In other words,
the basis is that there is a relationship between physiological mechanisms and colour
structures, i.e. a specific colour relates to specific forms and stereotypes of
behaviours or individual experience.
The CA method measures not only what people think but also what they prefer
(hierarchy of values) and if they would in fact implement their attitudes in their
behaviour (and if so, how successfully and in what time frame). The principles of the
CA method and subsequent evaluation allow to analyse inner attitudes and
experiences which are not rationally controlled and influenced.
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How it works?
The CA method is the first step in assessing the organisational climate in the OSTESA
project, since this part of the assessment might be used if the expert is still not sure
which dimensions could be problematic in terms of organisational climate. The result
can help users to choose the dimensions for which they will use the second step in
the assessment process, which is Standardized Assessment Method. If the expert is
aware of the dimensions that need intervention, the CA method can be skipped.
Thus, the results on the CA method is assembled as a short and orientation tool that
consists of only 13 stimulus words – the 11 organisational dimensions
(Communication, Rewards, Recognition, Cohesion, Support, Clarity, Trust,
Leadership, Fairness, Efficiency, Employ welfare) plus “Me” and “My Company”.
There are 8 different colours, which are different in their measurable wavelengths
range. Its numerical designation is maintained during the test, which allows easier
recording of specific answers of analysed people to the stimulating word.
Apart from assessing the two preferential selections and one statistical preferential
choice, the user also matches each stimulating word with 3 colours, being forced to
choose regarding an order (it is not possible to select the same colour more than
once with one word). Due to it, per word it is possible to have 56 possible variations
(colour triads).

Figure 1: Sensor and perception field – colour selection

The diagnosis has 3 phases:
I.

Initial colour selection:
a. Look at the colours and let them work on you for a while
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II.

III.

b. Select the eight colour in order from the most pleasant to the least
enjoyable one
c. Once you have entered the complete selection, continue with
selecting colours for individual words
Select three colours to match the individual verbal stimulants:
a. Look at the colours and let them work on you for a while
b. Read the word out loud and repeat it again in your mind
c. Take a look at the colours and select three of them as quickly as
possible and immediately go to the newt word.
Final colour selection:
a. Look at the colours and let them work on you for a while
b. Select all the eight colours in the order of how they work on you at
the moment (it is not a hidden memory test - the selection may be
quite different, similar or the same)
c. As soon as you are finished, immediately end the program.

The whole application process takes between 5 and 10 minutes (including
instructions reading) depending on personal pace and the extent of the set of words.
The results are computer processed and are available immediately upon completion
of the test.
How to interpret the results?
The final results – presented in a final report – have two parts:
I.

The overall climate in the assessed group in relation to all 11 assessed
dimensions. Here the results are presented based on organisational climate
types as follows (with an associated description):

st

Figure 2: CA Method possible 1 results

Description of organisational climate types:
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Highly Proactive: The climate in the team is proactive and troubleless, they equally
accept given conditions and rules. The team generally acts and communicates in
friendly manners and is spontaneously active. The degree of influence on work
efficiency: High.
Conditional proactivity: The climate in the team is proactive and, in most cases,
untroubled, even though they tend to point out minor faults in working conditions
and demand their change, because they believe it will contribute to the overall
improvement. The degree of influence on work efficiency: Good.
Subordinate proactivity: The climate in the team is proactive. However, its members
frequently subordinately comply with once given, set and commonly promoted work
conditions and goals, which they have established or have adopted from the
management or other authority. This might prevent spontaneous propositions of
functional changes. The degree of influence on work efficiency: Good, slightly
decreasing.
Demanding: The team is significantly focused on paramount importance of good
working conditions which they require for good work performance. The degree of
influence on work efficiency: Decreasing, since the team dedicates part of their
effort to deal with working conditions.
Confrontational: The team perpetually manifest their own tenacious, petulant and
mutually contradictory “truths” both inwardly amongst themselves and outwardly
towards the other people. The degree of influence on work efficiency: Decreasing,
due to repeating confrontations.
Angry: The communication with the team takes place in adverse and highly tensed
work environment created both by outside parties and authorities that
uncompromisingly enforce compliance with all social, evaluative and performance
related rules. The degree of influence on work efficiency: Disturbing, since the
team’s priority is to deal with fundamental attitude discord between themselves and
the authority.
Defensive: The team constantly acts with strong defensive attitude and therefore
prevents group activities and also effectivity of their performance. The degree of
influence on work efficiency: Disturbing, since the team’s priority is to deal with
insufficient working conditions.
Counterproductive and inert: The team and its surroundings are mutually inert and
are unable to positively address each other in any way, since their value systems and
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orientations differ entirely. The team is constantly focused on indicating possible
risks, which is utterly ineffective unless it is part of their job. The degree of influence
on work efficiency: Counterproductive, due to unmatched values and goals.
II.

Illustration of influence of each individual dimension on the overall positive
climate in the assessed team. This part is based on correlations and the
higher the score, the bigger the impact of the dimension on positive climate.
Dimensions that are marked in red have the least impact on the overall
positive climate. It is thus recommended to focus on improvement of the
lowest scoring dimensions (figure 3).

nd

Figure 3: CA Method 2 results (example)

3.1.2. Standardized Assessment Method: S-OSTESA Method
What is it?
S-OSTESA method is used to measure organisational climate, which is defined as a
set of measurable properties of the work environment that influence the collective
perceptions of the people who work in, including their motivation and behaviour.
S-OSTESA method meets all conditions and requirements of professional
psychological tests as it is an objective, standardized, accurate, reliable and
normalized method.
How it works?
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The tool consists of 55 statements and allows to diagnose the 11 dimensions of
organisational climate: Communication, Rewards, Recognition, Cohesion, Support,
Clarity, Trust, Leadership, Fairness, Efficiency and Employee welfare. There are 5
assessment statements for each dimension. In the administration panel, the
manager can choose which dimensions of organisational climate should be assessed
(either in a company as a whole or in a department). The tool generates a link which
later is redirected to the employees to request their participation in the assessment.
The assessment is anonymous, and the manager does not have access to individual
responses of employees.
The user is instructed to answer based on a Likert scale, so that it is possible to
analyse to which extent the person agree/disagree with each statement. This is a 6point scale, namely: 1. Never | 2. Rarely | 3. Sometimes | 4. Often | 5. Very often |
6. Always

How to interpret the results?
The computer software calculates the results for particular dimensions based on
answers of respondents/members of the team and then it generates the report on
organisational climate in a company/department. The tool (S-Ostesa) is equipped
with general European norms per dimension and national norms per dimension with
division into three countries (Czech Republic, Poland and Portugal). The calculated
percentile norms allow to assess the organisational climate in the company in three
categories: low, medium and high.
The generated report consists of several parts (all of them exemplified below):
I.

Information on the general organisational climate (defined based on
responses of all employees taking part in the assessment):
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II.

Information on assessment results of the specific dimensions of
organisational climate selected by the manager and evaluated by employees:

Figure 5: General results per organisational climate dimension (example)

III.

Information on the distribution of answers provided by the respondents for
each item assessing the selected dimensions of organisational climate – two
different formats:

Figure 6: Evaluation per statement for each organisational climate dimension (example)

IV.

Tips for managers and experts on how to analyse the assessment results,
things to consider when giving feedback to the employees and suggestions
for improving organisational climate in a company.
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Figure 7: Specific results information on items assessing one particular dimension (example)

3.2. Programme Toolkit
The main aim of the programme toolkit is to improve the organisational climate
dimensions in a company through upgrading transversal competences of managers
(especially the leadership dimension), employees and mixed groups. Flexibility and
interactivity will be ensured by mean of an approach which is based on the delivery
of both theoretical and practical suggestions, in accordance with the 80:20 model
(80% practice/20% theory). This approach has been chosen as the consequence of
the belief that modern organisations are bound to attach a growing interest in
training approaches combining theory with on-the-field practice, disclosing
opportunities for co-working and peer-to-peer dynamics which reproduce the way of
interacting inside the organisational context.
The programme toolkit is composed of:
1) Training programmes per dimension of organisational climate elaborated
according to the model 80:20;
2) Training/supporting materials elaborated according to the model 80:20 to
provide trainings to improve organisational climate.
The programme toolkit includes the training programmes and materials for
managers and employees separately, as well as training programmes focused on
mixed groups. Some dimensions have been targeted just at managers and mixed
groups since they have been regarded as relevant just for these two target groups.
The average duration of training activities is 1 day and half, consisting of 3 working
sessions to be usually held in the time span of 1 month. The methodology is aimed at
providing a blended approach, mixing face-to-face with digital and individual
learning. Class-based training, as above-mentioned, will include activities and
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exercises among which stand out group dynamics, round tables and business case
studies.


Training programmes
o Training approach per dimension

Each organisational climate dimension includes an overview of theoretical and
practical materials that can be exploited for a training session devoted to the
selected dimensions, a general frame (useful to better understand aims), contents
and timing of the suggested training, and a selection of materials that are required
for effectively delivering the training sessions. Theoretical contributions have been
included without disregarding interactive and practical approaches; hence the
inclusion of four (4) activities, selected among open educational resources (OERs),
laboratories and business case studies, in compliance with the European Union 80:20
strategy, i.e., 80% practice and 20% theory.
o Training approach per target group
Training materials have been selected and included for each of the target groups
(managers, employees and mixed groups) with the premise that each one of them
present specific needs and requirements. Both theoretical and practical sessions
have been adapted to the specific profile of participants to ensure the highest level
of an effective training.





Macrostructures for managers



Macrostructures for employees



Macrostructures for mixed groups

Training/supporting materials

What kind of training materials can be found?
Training’s duration will vary from half-day to 1 day and half, according to the
selected dimension, and will be targeted at each specific target group (managers,
employees and mixed groups).
Training materials include a selection of the main literature sources available in the
respective matter and a theoretical overview about the selected dimension
including:
o Definition of the dimension (a definition that cross the main literary
sources);

Page | 18

TRAIN THE TRAINERS PACKAGE

o Its articulation at organisational level (supported by the main literary
sources);
o Connections between the dimension and the organisational climate
(supported by the main literary sources).
Moreover, training materials include a selection of activities that can be used for
ensuring a more involving training approach. Activities include:
o Open educational resources (OERs), such as web videos;
o Laboratories; group dynamics; round tables, among others;
o Business case studies, including teaching notes for their delivery
(provided in attachment).
There is also a slide set developed to support the delivery of the theoretical session.

How and when to use the supporting materials?
The above-mentioned training materials aim to support the delivery of face-to-face
and online training, regardless of the organisational climate dimension. Be aware
that each training material was designed to address a specific target group and so,
the need for adaptations might arise. These supporting materials are useful tools for
trainers and teachers that operate both in corporate and vocational contexts.
The improvement of organisational climate can be used as an additional service
provided by trainers, experts, guidance professionals, training providers. Despite
these training materials target SMEs, they can also apply to start-ups and small and
mid-size public organisms. Being said, adapt the dynamic of the practical exercises
for your audience and number of participants.

3.2.1. Training the Trainers, Facilitators, Consultants
All professionals that will deal with organisational climate’s improvement processes
in SME’s must engage in specific training. The training event aims to prepare
trainers, facilitators and consultants (described in chapter 2) for each phase of the
organisational climate’s improvement process through theoretical and practical
sessions. In total, around 40 hours of training would be needed for a successful
learning experience. The objectives of the training are:
1. Trainers, facilitators and consultants’ acknowledgement and development of
companies’ training need’s analysis based on scenarios;
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2. Trainers, facilitators and consultants’ planning, delivering and evaluation of
training sessions tailored to the needs of companies based on simulations;
3. Trainers, facilitators and consultants’ practical implementation of innovative
tools, programmes and training methods developed for the OSTESA EU
project in companies, i.e. Organisational Climate Assessment Tool, Training
Programme Toolkit, Guide for SMEs owners and managers.
Accordingly, it is suggested that the 40 hours training are divided as following: a)
Trainers, facilitators and consultants’ support to companies during the organisational
climate’s improvement process – 8 hours; b) Need’s assessment process and tools –
8 hours; c) Programme implementation and available resources – 16 hours; d)
Climate’s reassessment process and tools – 8 hours. The following table contains the
modules associated to each phase of the organisational climate’s improvement
process that must be addressed in the training:

01

02

Trainers’
Support
(8 hours)

Needs’
Assessment
(8 hours)













03

Programme

Implementation
(16 hours)




04

Climate’s
Reassessment
(8 hours)






MODULES
11 important dimensions of organisational climate (1 hour);
The organisational climate’s improvement process (2 hours);
The different roles in the organisational climate’s improvement
process (3 hours);
The expected support of trainers, facilitators and consultants in
the organisational climate’s improvement process (2 hours).
MODULES
The process of companies’ needs analysis (1 hour);
The organisational climate assessment methods and tool (2
hours);
Needs assessment report: how to read the results and translate
them into useful insights (2 hours);
From theory to practice: development of companies’ needs
assessment based in scenarios (3 hours).
MODULES
Designing training programmes tailored to companies’ needs (4
hours);
Exploring programme toolkits according to the target group (4
hours);
Exploring the guide for companies’ owners, managers or HR
managers (3 hours);
From theory to practice: development of training programmes
for companies based in scenarios (3 hours);
Simulation: delivering a face-to-face training session, including
practical activities (2 hours).
MODULES
The climate’s reassessment process (1 hour);
Comparing and analysing assessment reports (2 hours);
Measuring the impact of training programmes (2 hours);
From theory to practice: comparing assessment results and
translate them into useful insights (3 hours).
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The training for trainers, facilitators and consultants will follow the 80:20 teaching
model in which 20% of the training is composed by expositive content (theory) and
80% of the training will have practical activities. The agenda must be built according
to trainers, facilitators and consultants availability, i.e. 40 hours compressed in one
week or divided into several weeks. The training is structured to be delivered
whether during the day or after labour hours.
3.2.2. Guide for general managers, owners of SMEs, line managers how to
improve organizational climate by changing leadership style
The Guide for General Managers, Owners of SMEs, Line Managers on how to
Improve Organisational Climate by Changing Leadership Style describes how to
improve the organisational climate by changing the leadership style inside an
organisation.
The Guide includes a step-by-step process on how to achieve the improvement of
the organisational climate through developing a leadership style and it can be used
as a tool by employees, HR managers and experts in their daily work.
This is a Guide to be used and explored individually. After each chapter, there is a
notes section, where the learners will be able to reflect and take all the necessary
notes. The Guide includes the following content:
1. The organisational climate, its impact on business performance and its
dimensions;
2. Advice for owners/managing directors and employees/managers on how to
improve the perception of every element of the organisational climate;
3. Leadership styles, their impact on the organisational climate and steps to
change/improve it;
4. Organisational structure and its connection with the organisational climate;
5. Relationship between human resources and the organisational climate;
6. Case studies and exercises for developing an organisational climate-friendly
leadership style. The case-studies and exercises are self-learning material
that aim for individual reflection. This makes the material and the Guide very
efficient and flexible, as self-learning is neither location constrained nor timebound. Thus, the learners can engage in self-learning at their own pace and
time.
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4. SCENARIOS

CHAPTER IN A NUTSHELL
AIM

This chapter supplies the available scenarios to guide experts in the entire implementation phase
of the action plan, depending on the target group (Owners/Managers, Employees or Mixed
Groups).

ROADMAP
Process

Diagnostic

Action Plan Design

Implementation

Evaluation &
Certification

Reassessment

Scenarios

Scenario 1:
Owners/Managers

Scenario 2:
Employees

Scenario 3:
Mixed Groups

This chapter provides the three possible scenarios that the decision-maker, with the
support of the expert, will have available depending on the target group that they
want to intervene:
 Scenario 1: For Owners/Managers
 Scenario 2: For Employees
 Scenario 3: For Mixed Groups
In each scenario, it is provided a structured roadmap of intervention per
organisational climate dimension, addressing the different phases of the
intervention process and the inherent key points and materials/tools/resources. The
basis of the scenarios is:
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SCENARIO
(by target group)
Diagnostic
OSTESA
Assessment
Tool

Action Plan Design

Implementation

Programme Toolkit:
Content, Activities, Tools
Pedagogical Approach
& Resources

Evaluation &
Certification
Training Assessment

Learning Outcomes

Evaluation Dimensions
Certificates

Reassessment
OSTESA
Assessment
Tool

According to the results of the diagnostic analysis (through the OSTESA assessment
tool), the decision-maker/enabler, with the support of the expert, will design an
action plan according to the target group that needs intervention and the
organisational climate dimensions that need improvements. It is possible to analyse
the learning outcomes and the pedagogical approach per dimension and per target
group.
Concerning the implementation phase, in the scenarios it is summarized the content
and different activities, tools and resources available in the programme toolkit (also
per dimension and per target group).
Finally, it is also indicated the evaluation and certification process, as well as the
reference that a reassessment should occur by using once again the OSTESA
assessment tool. Through it, it is possible to compare the initial and final results and
have a more precise evaluation of the organisational progress that occurred.
The three scenarios are presented in ANNEX 7.6 – 7.8, respectively: Managers,
Employees
and
Mixed
Groups.

Page | 23

TRAIN THE TRAINERS PACKAGE

5. EVALUATION AND ASSESSMENT PROCEDURE AND TOOLS

CHAPTER IN A NUTSHELL

AIM

This part of the Train the Trainers Package intends to guide experts on the evaluation and
assessment procedure and tools that must be used for the Training the Trainers, Facilitators,
Consultants Event to prepare others to work with the project’s outputs or after the
implementation of the action plan in companies. Also, it is made the reference to the
reassessment phase that companies must have in order to evaluate the training impact on their
organisational climate.

ROADMAP
Evaluation

For experts: Training the Trainers,
Facilitators, Consultants Event

Reaction/satisfaction

Certification

For companies

Impact (Reassessment)

Learning

The evaluation and assessment procedure exists for both experts and companies: (1) for
experts, regarding the Training the Trainers, Facilitators, Consultants Event and (2) for
companies, as a reassessment moment which can be associated to a new diagnostic that
allows to identify the gains of the implemented intervention.
BRIEF DESCRIPTION
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5.1. Evaluation for experts
This evaluation process for experts is regarding the Training the Trainers, Facilitators,
Consultants event (sub-chapter 3.2.1). The aim is to evaluate their reaction/satisfaction
towards the event, as well as their learning outcomes through an individual simulation
session moment.

Evaluation dimensions and inherent assessment tools:
1. Reaction/satisfaction
The aim of analysing this dimension is to answer to the question “What trainers thought
and felt about the training event?”. This includes the evaluation of the content, training
materials used and project’s products - OSTESA Assessment Tool and Programme Toolkit.
The participants’ feedback is collected and analysed in order to improve (if necessary) the
content of these training events, teaching materials and guide trainers in delivering
trainings for experts.
In order to evaluate this dimension, it was developed the following assessment tools:






Evaluation Questionnaire for the Organisational Climate Assessment Tool: a
total of 6 (six) questions divided between Likert scale and open answer
questions. This questionnaire aims to evaluate the satisfaction regarding the
OSTESA assessment tool. See ANNEX 7.1.
Training the Trainers, Facilitators, Consultants Event Evaluation
Questionnaire: In order to assess the reaction of the trainers regarding the
training event, there is available an evaluation checklist (with a total of 13 yes
or no questions) and 8 more questions (between Likert scale, yes or no and
open answer questions). See ANNEX 7.2.
Evaluation Questionnaire for the Programme Toolkit: with a total of 10 (ten)
questions between Likert scale and open answer questions. See ANNEX 7.3.

2. Learning
The aim of analysing this dimension is to answer to the question “The training produced
an increase in knowledge of organisational climate and its dimensions and the capacity to
understand how to intervene inside an organisation?”. This includes understanding the
impact of organisational climate on employees’ motivation and satisfaction but also an
increase in capacity for organisational climate assessment and implementation of
interventions focused on improving organisational climate dimensions in a company.
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In order to evaluate this dimension, at the end of Training the Trainers, Facilitators,
Consultants Event there will be an individual simulation session moment, in which the
experts have to design and implement a company intervention, focused on improving
organisational climate dimensions in a presented imaginary company.
5.2. Evaluation for Companies
Even though companies will not have to pass through a formal evaluation process after
the organisational climate intervention in order to receive a certificate, there will be an
impact assessment, so that it is possible to assess the organisational changes that
occurred after the OSTESA training intervention.
Evaluation dimension and inherent assessment tool:
Impact
The aim of analysing this dimension is to answer to the question “The results from the
training produced organisational changes?”. This evaluation attempts to look at the
business results/organisational changes that occurred due to the training.
This assessment dimension must be done using as reference a post-evaluation (reevaluation). This can be implemented after three months, replicating the initial diagnostic
through the OSTESA Organisational Climate Assessment Tool. By making this evaluation,
the organisation will be able to compare the initial results with the new ones and to check
if organisational climate has improved since then.
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6. CERTIFICATION REQUIREMENTS AND CRITERIA

CHAPTER IN A NUTSHELL

AIM

The sixth chapter intends to provide the baseline and templates for the certification of
companies that engaged in the organisational climate’s improvement process as well as the
certification of trainers, facilitators and consultants that participated in the organisational
climate’s improvement training event.

ROADMAP
Evaluation

Certification

For trainers, facilitators and
consultants

AIM

Reassessment

For Companies

Criteria

Criteria

Certification

Certification

The certification step aims to state, formally, that the individuals (trainers, facilitators and
consultants) and organisations have successfully achieved the expected results under the
respective training programme.

6.1. Certification for trainers, facilitators and consultants
The certification of trainers, facilitators and consultants aim to state that those
professionals have attended 40 hours training on organisational climate’s improvement
process and that are certified in working with companies to what regards this matter.

Criteria to be certified
The certification will encompass the analysis of three dimensions: (1) the rate of
attendance, (2) active participation and engagement throughout the training and (3)
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performance at practical activities based in scenarios and simulation. The first dimension
will rely on the rate of trainers, facilitators and consultants’ presences in the training that
will prepare them to support companies in their organisational climate’s improvement by
comparing the modules attended with the total expected modules. The second dimension
will be evaluated based on the trainer’s perception of active participation and
engagement throughout the training programme by the learners (trainers, facilitators and
consultants that are attending the training), through a participation and engagement
assessment scale, as the following table demonstrate:

Participation and engagement assessment scale
1
(25%)

2
(50%)

3
(75%)

4
(100%)

Learner
never
contributes to the
training programme
by offering ideas and
asking questions.

Learner
rarely
contributes to the
training programme
by offering ideas and
asking questions.

Learner contributes
to
the
training
programme
by
offering ideas and
asking questions.

Learner proactively
contributes to the
training programme
by offering ideas and
asking questions.

The proportion of each of the three dimensions for the final evaluation of trainers,
facilitators and consultants are as below:




Rate of attendance: 10%
Active participation: 20%
Performance at practical activities: 70%

The participants of the organisational climate’s improvement training will then receive a
certificate in case they score above 50% in their training evaluation.
Certification template
The certificate will follow a template presented in the ANNEX 7.4.

6.2

Certification for Companies

The certification of companies intends to state that they have engaged in an OSTESA
organisational climate’s improvement process of certain organisational climate’s
dimensions.
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Criteria to be certified
All companies that participate in organisational climate’s improvement process will
receive a certificate for each of the organisational climate’s dimensions in which they
have intentionally engaged in an improvement process.
For example: if it is diagnosed that a certain company needs to improve its cohesion and
communication organisational climate’s dimensions and if a tailored training programme
is designed and delivered to them, then this company should receive two certificates: one
stating that they engaged in the organisational climate’s improvement dimension of
cohesion and another certificate stating that the company engaged in the organisational
climate’s improvement dimension of communication.
Companies’ engagement is seen as companies enrol in the need’s assessment phase
(although this phase is not mandatory because some companies already have internal
tools/procedures to assess their needs) and by designing and participating in a tailored
training programme according to the companies’ needs (mandatory phase to be
certified).
As soon as the programme implementation comes to an end, trainers, facilitators or
consultants providing support to companies must deliver the respective certificates to the
responsible person of the organisational climate’s improvement process within the
company. Trainers, facilitators and consultants must be certified professionals able to sign
and stamp these certificates or represent a certified training entity/centre.

Certification template
The certificate will follow a template presented in the ANNEX 7.5.
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7. ANNEXES
7.1. For experts - Evaluation Questionnaire for the Organisational Climate
Assessment Tool
INSTRUCTIONS
A. In each question, please circle your response to each item. Rate aspects of the tool on
a 1 to 5 scale:
1 - The lowest, unsatisfactory impression
3 - An adequate impression
5 - The highest, very good impression

1) Considering the Organisational Climate Assessment Tool as a whole, how would you
rate the experience?
1

2

3

4

5

2) How would you rate the Organisational Climate Assessment Tool:
2.1) in terms of its format and layout?
1

2

3

4

5

3

4

5

2.2) in terms of its contents?
1

2

2.3) in terms of its methodology and main characteristics (Colour Association Method
& Standardized Assessment Method)?
1

2

3

4

5

3

4

5

2.4) in terms of its usefulness?
1

2
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2.5) in terms of its interface (graphics)?
1

2

3

4

5

B. Please answer to the following open-ended questions.
1) Do you consider the tool and its platform easy to use and deliver to end-users?

2) Do you consider the User’s Guide of the Tool complete and adequate? Do you think
there is anything that should be improved or added to the guide’s structure?

3) What is most and least valuable about the methodology of the Organisational
Assessment Tool?

4) Do you have any other comments regarding the Organisational Assessment Tool?
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7.2. For experts - Training the Trainers, Facilitators, Consultants Event
Evaluation Questionnaire
A. Answer to the following checklist (yes/no).
CRITERIA
1.

YES

NO

Steps are broken down into easy and adequate instructions.
The content is targeted to the experience level of the learners and wellorganized.
The content of this training improves the competencies for
organisational success.

2.
3.
4.

Activities are built into the course to help transfer skills.
1/3 of the time is spent on the presentation of content/theoretical
approach.
2/3 of the time is spent on the application (i.e. practice) of content and
feedback.

5.
6.
7.

The course materials and exercises are designed to be job aids.

8.

Exercises simulate the tasks described in the modules.

9.

Adequate time is spent on difficult-to-learn tasks.

10.

The training course has been validated by technical experts and end
users.

11.

The trainers/presenters are competent to facilitate the training.

12.

The length of this training is sufficient for enhancing the learning
experience.

13.

The effectiveness of the training event has been evaluated.

B. Please mark with a X your response to the items. Rate aspects of the training on a 1 to
5 scale:
1 – Very unsatisfied | 2 - Unsatisfied | 3 – Indifferent | 4 – Satisfied | 5 – Very Satisfied
1) Considering the Training Event as a whole, how would you rate the experience?
1

2

3

4

5
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2) How satisfied were you with the following?
1

2

3

4

5

Training materials
Teaching methods
Workshop design and objectives
Activities of the training
Quality of experts
Results of the training
Ease of registration
Training venue
C) Please answer to the following questions.
1) For what reasons did you attend this training?

2) Was the training well organized and the trainer(s) delivering the workshop competent
enough?

3) Do you think this training will provide you with adequate information and knowledge
to work with the project’s outputs?
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4) Is there anything that you think should be improved or added to the Training’s
methodology?

5) Would you recommend this training to others?
 Yes

 No

6) Do you have any other comments regarding the Training Event?
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7.3. For experts - Evaluation Questionnaire for the Programme Toolkit
INSTRUCTIONS
A. Please circle your response to the items. Rate aspects of the Programme Toolkit on a 1
to 5 scale:
1 - The lowest, unsatisfactory impression
3 - An adequate impression
5 - The highest, very good impression

1) Considering the training programmes as a whole, how would you rate the experience?
1

2

3

4

5

2) Considering the training programmes as a whole, how would you rate it in terms of its
contents?
1

2

3

4

5

3) Considering the training programmes as a whole, how would you rate it in terms of the
teaching methods?
1

2

3

4

5

4) Considering the training programmes as a whole, how would you rate it in terms of the
training material?
1

2

3

4

5

B) Please score each module from 1 (unsatisfactory) to 5 (very good) regarding the
aspects suggested.
Clarity of the
information

Completeness of
the information

Usefulness of
the information

Usefulness of
the practical
exercises

Overall
Score

Communication
Rewards
Recognition
Cohesion
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Support
Clarity
Trust
Leadership
Fairness
Efficiency
Employee
welfare

C) Please answer to the following open answer questions.
1) Do you consider the approach per dimension and target group of the Programme
Toolkit to be effective? Does it provide to end-users all necessary knowledge to their
work or future activity?

2) Is there anything that you think should be improved or added to the training
programmes?

3) What are the aspects that you found least useful about the training modules?
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4) What are the aspects that you found more useful about the training modules?

5) Do you have any other comments regarding the training modules?

7.4. Certificate template for Experts
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7.5. Certificate template for Companies
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7.6.

Scenario 1 – Owners/Managers
SCENARIO 1
Owners/Managers

Diagnostic

Assessment Tool

Action Plan Design

Implementation

Evaluation & Certification

Target Group
Learning Outcomes

Programme Toolkit (Content,
Activities, Tools & Resources)

Training Assessment

Pedagogical Approach

Guide

Learning Outcomes:

1. Communication

 Better understanding of
communication strategies
as a key-factor for
improving organisational
climate.
 Comprehension of the
possible communication
styles that can be
fruitfully adopted within
organisational

Certificates

Assessment Tool

Content:
–
–
–

–

Evaluation Dimensions and
Definition
of inherent Tools:
communication
– Impact:
Types of organisational (1) Re-assessment through
communication
OSTESA
Organisational
The free sharing of Assessment Tool
communication
throughout
the
organisation
Individual
level
of
communication;

Reassessment
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boundaries.
– The relationship between
 Impact
of
different
communication and a
communication strategies
positive
organisational
on the organisational
climate
climate.
Activities:
Pedagogical Approach:
– Communication
– EU 80:20 model (80% for
practical activities and
20%
devoted
to
theoretical approach);
– Path of 3 sessions (classbased approach) lasting
each one half a day over
a period of 1 month.

challenges in a global
world
– Communication,
organisation
and
complexity
– Lab. “Blind designers”
– Case Study “Findus Italia”:
communication in M&A
operations
Tools & Resources:
Slides set (Power Point
Presentation)
providing
contents/theory, activities and
case studies for training
sessions

Page | 41

TRAIN THE TRAINERS PACKAGE

Learning Outcomes:

2. Rewards

 Understand the meaning
of motivation;
 Realise links between
motivation
and
performance;
 Understand
that
a
person has their needs
which have to be
satisfied in a certain
order;
 Realise key points of
remuneration
management;
 Understand the strategy
of remuneration;
 Revise
one’s
own
company remuneration
system and find possible
ways of its improvement.
Pedagogical Approach
– EU 80:20 model (80% for
practical activities and
20%
devoted
to

Content:
–
–
–
–
–

Evaluation Dimensions and
inherent Tools:

Motivation;
Maslow’s hierarchy of
– Impact:
needs;
(1) Re-assessment through
Herzberg theory;
OSTESA
Organisational
System of remuneration Assessment Tool
in companies;
Our
company
remuneration;

Activities:
a) Motivation
b) Remuneration
c) Our
company
remuneration system
d) Case Study
Tools & Resources:
Slides set (Power Point
Presentation)
providing
contents/theory, activities and
case studies for training
sessions
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theoretical approach);
– Training on a class-based
approach, expected to
last 1 day.
Learning Outcomes:

3. Recognition

Content:

Evaluation Dimensions and
inherent Tools:

 Able to give effective
– Feedback and criticism
feedback;
– The method SANDWICH
– Impact:
 Have some tools for
and THERMOMETER
(1) Re-assessment through
giving feedback;
– Constructive criticism
OSTESA
Organisational
 Know how to provide
– Principles of effective Assessment Tool
constructive criticism;
praise
 Be aware of principles
– Assertive compliment
how to provide effective
– Performance reviews
praise;
– How to increase one’s
 Be able to perform
self-esteem
appraisals as a way of Activities:
effective
managerial
a) Feedback and criticism
style;
b) Principles of effective
 Have some action plan
praise
for
increasing
selfc) Performance reviews
esteem.
d) How to increase selfPedagogical Approach
esteem
– EU 80:20 model (80% for Tools & Resources:
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practical activities and
20%
devoted
to
theoretical approach);
– Path of 3 sessions (classbased approach) lasting
in total one day and half.
Learning Outcomes:

4. Cohesion

Slides set (Power Point
Presentation)
providing
contents/theory, activities and
case studies for training
sessions
Content:

 Build
positive
work
relationships among all
employees, regardless of
the hierarchical structure
of their company
 Build strategies so as to
support their employees
in being aware of their
function, and what is
expected from them.
 Provide support to their
team throughout their
tasks and guide them in
situations
that
are
uncertain

–

Pedagogical Approach:

–

–
–

–
–

Evaluation Dimensions and
Introduction: definition inherent Tools:
of
Cohesion,
its
– Impact:
importance
in (1) Re-assessment through
contemporary
OSTESA
Organisational
workplace;
Assessment Tool
Key drivers to achieve
team cohesiveness;
Additional
good
practices
that
can
promote cohesion;
The 5 stages of cohesive
team development;
Cohesion: its impact on
the
organisational
climate of an SME;
Understanding cohesion
from the perspective of
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– EU 80:20 model (80% for
a manager and how to
practical activities and
promote team cohesion
20%
devoted
to
in the organisation;
theoretical approach);
Activities:
– Path of 2 sessions (classa) Video – Group Cohesion
based approach) with a
b) Team building activity:
total of 5,5 hours and
Share something positive!
that can take place over
c) Push/pull activity (conflict
the span of 1 month.
resolution)
d) Case Study – Teamwork
Takes to the Sky: the Case
of General Electric

5. Support

Tools & Resources:
Slides set (Power Point
Presentation)
providing
contents/theory, activities and
case studies for training
sessions
Learning Outcomes:
Content:
Evaluation Dimensions and
 Comprehend the extent
– Vertical
Support: inherent Tools:
to
which
Perceived organisational
– Impact:
supportive/blaming
support
(1) Re-assessment through
behaviours impacts the
– Horizontal
Support: OSTESA
Organisational
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organisation’s activity;
workplace peer support
Assessment Tool
 Ability to build and Activities:
nurture support (and
reduce blame-games) in a) Are you a blamer?
Roundtable
their organisation;
b) Building a bridge –
 Foster the feeling of
Group Dynamic
collective effort;
c) Group Reflections
 Convey the idea that
d) Case Study: The NGO
employees should have
“Healthy
Families”
liberty to learn from
improves
its
work
their mistakes;
climate
 Develop an open climate
of mutually granted Tools & Resources
support.
Slides set (Power Point
Presentation)
providing
Pedagogical Approach:
contents/theory, activities and
– EU 80:20 model (80% for case studies for training
practical activities and sessions
20%
devoted
to
theoretical approach);
– Path of 2 sessions (half a
day each one) over a
maximum period of a
month;
– Blended learning with
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face-to-face and online
materials/ activities.

Learning Outcomes:

6. Clarity

Content:

Evaluation Dimensions and
Introduction: Definition of inherent Tools:
organisational climate and
– Impact:
importance of clarity for (1) Re-assessment through
organisational climate.
OSTESA
Organisational
Mission, vision and values Assessment Tool
of organisation:
Clarity
in
defining
organisational goals
Setting
goals
for
employees:
Rules of clear assignment
of
tasks
among
employees
and
communication
of
expectations
regarding
the
goals
of
the
organisation

 Better
understanding –
clarity of goals as
dimension
of
organisational climate;
 Defining organisational –
goals;
 Setting
clear –
expectations and setting
goals for employees.
–
 Effective organisational
goals setting;
–
 Effective communication
of expectations and
organisational goals to
employees;
 Effective delegating tasks
to employees;
 Awareness
of Activities:
importance and clarity of
a) Leadership and clarity
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goals as dimension of
b) Mission, values and
organisational climate;
vision of organisation
 Reinforcement
of
c) First of all: clear goals
management approach
d) BE SMART
in establishing clear
e) Case study: All on your
expectations and goals
own
for employees.
Tools & Resources
Pedagogical Approach:
Slides set (Power Point
providing
– EU 80:20 model (80% for Presentation)
practical activities and contents/theory, activities and
20%
devoted
to case studies for training
sessions
theoretical approach);
– Blended learning: 6
hours of face-to-face
learning
(class-based
approach) + 2 hours of
online/
individual
learning.
Learning Outcomes:
7. Trust

 Comprehend the extent
to which trust impacts
their
organisation’s
activity;

Content:

Evaluation Dimensions and
inherent Tools:

– Trust within organisations
– Trust among peers and
– Impact:
co-workers
(1) Re-assessment through
OSTESA
Organisational
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 Build and nurture trust Activities:
Assessment Tool
(and reduce distrust) in
a) How to build trust in your
their organisation.
organisation – Roundtable
Pedagogical Approach:
b) Prisoners’ Dilemma
c) Can do company – Group
– EU 80:20 model (80% for
Dynamic
practical activities and
d) The building of employee
20%
devoted
to
distrust: a case study of
theoretical approach);
HP from 1995-2010
– Path of 2 sessions (half a
day each one) over a
maximum period of a
month;
– Blended learning with
face-to-face and online
materials/ activities.
Learning Outcomes:

8. Leadership

 Understand how to
master problem analysis
and decision making;
 Realise
how
to
communicate
in an
efficient
way
with
employees, how
to

Tools & Resources
Slides set (Power Point
Presentation)
providing
contents/theory, activities and
case studies for training
sessions
Content:

Evaluation Dimensions and
– Introduction: definition of inherent Tools:
Leadership skills and their
– Impact:
importance
in (1) Re-assessment through
contemporary workplace; OSTESA
Organisational
– Leadership Styles and Assessment Tool
theories
of
effective
leadership;
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develop/strengthen their
– The role of the Leader/
listening skills and how
Manager as an influencer,
to
recognize
team
conflict manager and
success;
negotiator;
 Comprehend
how
– The relationship between
leadership
have
a
leadership and a positive
positive
impact
on
organisational climate.
organisational
climate Activities:
and productivity.
a) Video – Learn How To
Pedagogical Approach:
Manage People And Be A
– EU 80:20 model (80% for
Better Leader
practical activities and
b) Leadership
Styles
20%
devoted
to
Questionnaire
theoretical approach);
c) Trait Leadership Diagram
– Path of 2 sessions (class- d) The Ethical Dilemma
based approach) with a
e) Case Study - Taking on the
total of 7 hours and that
Pepsi Challenge: The Case
can take place over the
of Indra Nooyi
span of 1 month.
Tools & Resources
Slides set (Power Point
Presentation)
providing
contents/theory, activities and
case studies for training
sessions
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Learning Outcomes:

9. Fairness

Content:

Evaluation Dimensions and
Fairness as dimension of inherent Tools:
organisational climate;
– Impact:
Fairness in tasks of (1) Re-assessment through
management
staff/ OSTESA
Organisational
employers;
Assessment Tool
Diagnosis of decision
style;
Concepts of decisionmaking process;
Engagement of employee
in
decision-making
process;
Mistakes in decisionmaking;
Emotion and fair decisionmaking;
Communication
of
decisions to employees.

 Understanding
–
importance of fairness as
dimension
of
–
organisational climate;
 Rules of fair decisionmaking;
–
 Fair decision-making in
organisation;
–
 Ability to analyse a
situation and choose the
–
proper solution;
 Ability to apply different
decision
making –
processes and planning
strategies;
–
 Ability to communicate
decisions to employees;
–
 Awareness
of
importance of fairness as Activities:
dimension
of
a) Fairness in our company
organisational climate;
b) Test: My decision making
 Reinforcement
of
style
management approach
c) Decision
making
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to foster the sense of
fairness
among
employees in decisionmaking process.
Pedagogical Approach:
– EU 80:20 model (80% for
practical activities and
20%
devoted
to
theoretical approach);
– 8 teaching hours, during
1 day: 6 hours of classbased approach (face-toface sessions) and 2
hours of online/ selfstudy.
Learning Outcomes:

10. Efficiency

 Creating a list of one’s
own motivators as the
key to a productivity;
 Tips how to handle
stress;
 Aware of one’s own
strengths
and

techniques
d) Group
vs
Individual
decision-making
e) Case study: This is how it
should be
Tools & Resources
Slides set (Power Point
Presentation)
providing
contents/theory, activities and
case studies for training
sessions

Content:

Evaluation Dimensions and
inherent Tools:

– Motivation
– Performance barriers and
– Impact:
stress
(1) Re-assessment through 10. Efficiency
– Self-management
OSTESA
Organisational
– Time management
Assessment Tool
– Personal
development
map.
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weaknesses and how to Activities:
use them in everyday
a) Motivation – successful
working situations;
people I know;
 Able to set goals and
b) What motivates me;
priorities effectively;
c) Performance barriers and
 Able to use principles of
stress;
time management in
d) Self-management;
managing one’s time;
e) Time management;
 Have a detailed personal
f) Personal
development
plan + action steps for
map
personal development.
Tools & Resources:
Pedagogical Approach:
Slides set (Power Point
– EU 80:20 model (80% for Presentation)
providing
practical activities and contents/theory, activities and
20%
devoted
to case studies for training
theoretical approach);
sessions
– The whole path of the
training programme is
expected to be 1 day and
half, delivered on a classbased approach.
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Learning Outcomes:

11. Employee welfare

Content:

Evaluation Dimensions and
Definition
of inherent Tools:
organisational welfare as
– Impact:
defined in the literacy;
Labour welfare policies (1) Re-assessment through
Organisational
within
industrialized OSTESA
societies:
a
flexible Assessment Tool
concept;
The main challenges
currently affecting the
welfare evolution: from
public
to
company
welfare;
11. Employee welfare
The perception of stress
as crucial dimension in
the definition of welfare
policies;
Training instruments and
tools aimed at improving
welfare at the workplace.

– Providing practical and
–
operative contents and
theories regarding the
meaning and evolution
–
of organisational welfare
policies, with a particular
focus on the overcoming
of traditional welfare
–
paradigms due to newly
appeared challenges as
public debt increase;
– Offering a wide array of
theories and case studies –
pointing out the deep
relationship
existing
between proper welfare
policies and a positive
–
organisational climate,
resulting
in
better
business opportunities Activities:
too.
capitalism,
– Delivering on-the-field a) Welfare
and
stimulating
welfare state and future
methodologies
for
trends
improving welfare and
b) Case Study “Findus Italia”:
wellbeing
at
the
How balancing business
workplace.
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Pedagogical Approach:
– EU 80:20 model (80% for
practical activities and
20%
devoted
to
theoretical approach);
– Path of 3 sessions (classbased approach), half a
day each one (1 day and
half in total), over a
period of a month.

and welfare priorities
c) Self-assessment
of
welfare conditions at the
workplace
d) Artistic Lab.
Tools & Resources:
Slides set (Power Point
Presentation)
providing
contents/theory, activities and
case studies for training
sessions
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7.7.

Scenario 2 - Employees
SCENARIO 2
Employees

Diagnostic

Assessment Tool

Action Plan Design

Implementation

Evaluation & Certification

Target Group
Learning Outcomes

Programme Toolkit (Content,
Activities, Tools & Resources)

Training Assessment

Pedagogical Approach

Guide

Learning Outcomes:

1. Communication

 Better understanding of
communication
strategies as a key-factor
for
improving
organisational climate,
both at vertical and
horizontal level;
 Comprehension of the
possible communication

Certificates

Content:
–
–
–
–

Reassessment

Assessment Tool

Evaluation Dimensions and
Definition
of inherent Tools:
communication
– Impact:
Types of organisational (1) Re-assessment through
communication
OSTESA
Organisational 1. Communication
Individual
level
of Assessment Tool
communication
The relationship between
communication and a
positive
organisational
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styles that can be
fruitfully adopted for
better managing the
relationship with the
executive levels of the
organisation and the
peer-to-peer relations;
 Learning how leveraging
communication
strategies to improve
personal
and
professional wellbeing at
the workplace;
 Comprehension
of
different communication
styles, their impacts and
their possible adoption
in different contexts.
Pedagogical Approach:
–

climate
Activities:
a) Communication
challenges in a global
world
b) Communication,
organisation
and
complexity
c) Lab. “Blind designers”
d) Case Study “Findus Italia”:
communication in M&A
operations
Tools & Resources:
Slides set (Power Point
Presentation)
providing
contents/theory, activities and
case studies for training
sessions

EU 80:20 model (80%
for practical activities
and 20% devoted to
theoretical approach);
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–

Path of 3 sessions
(class-based
approach) lasting each
one half a day over a
period of 1 month.

Learning Outcomes:

2. Rewards

Content:

Evaluation Dimensions and
inherent Tools:

 Understand
the – Motivation
meaning of motivation;
– Maslow’s hierarchy of
– Impact:
 Realise links between
needs
(1) Re-assessment through
motivation
and
– Herzberg theory
OSTESA
Organisational
performance;
– Remuneration
Assessment Tool
 Understand that a
– System of remuneration
person has their needs
in companies
which have to be
– Our
company
2. Rewards
satisfied in a certain
remuneration
order;
 Realise key points of Activities:
remuneration
a) Motivation
management;
b) Remuneration
 Understand
the
c) Our
company
strategy
of
remuneration system
remuneration;
d) Case study
 Revise
one’s
own
company remuneration Tools & Resources:
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system
and
find Slides set (Power Point
possible ways of its Presentation)
providing
improvement.
contents/theory, activities and
case studies for training
Pedagogical Approach:
sessions
– EU 80:20 model (80%
for practical activities
and 20% devoted to
theoretical approach);
– Path of 3 sessions
(class-based approach)
lasting in total 1 day.
Learning Outcomes:

3. Recognition

 Able to give effective
feedback;
 Have some tools for
giving feedback;
 Know how to provide
constructive criticism;
 Be aware of principles
how to provide effective
praise;
 Have some action plan
for
increasing
self-

Content:

Evaluation Dimensions and
inherent Tools:

– Feedback and criticism
– The method SANDWICH
– Impact:
and THERMOMETER
(1) Re-assessment through
– Constructive criticism
OSTESA
Organisational
– Principles of effective Assessment Tool
3. Recognition
praise
– Assertive compliment
– How to increase one’s
self-esteem
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esteem.
Pedagogical Approach:

Activities:
a) Feedback and criticism
b) Principles of effective
praise
c) How to increase selfesteem

– EU 80:20 model (80% for
practical activities and
20%
devoted
to
theoretical approach);
– Path of 3 sessions (class- Tools & Resources:
based approach) lasting Slides set (Power Point
in total 1 day.
Presentation)
providing
contents/theory, activities and
case studies for training
sessions
Learning Outcomes:
Content:
Evaluation Dimensions and
– Build
positive
work
– Introduction: definition inherent Tools:

4. Cohesion

–

relationships among all
their colleagues, as well
as the rest of the
working staff, regardless
of
the
hierarchical
structure
of
the
company;
Be aware of their
function, and what is
expected from them;

–
–

–

of
Cohesion,
its
– Impact:
importance
in (1) Re-assessment through
contemporary
OSTESA
Organisational
workplace
4. Cohesion
Assessment Tool
Key drivers to achieve
team cohesiveness
Additional
good
practices
that
can
promote cohesion
Cohesion: its impact on
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–
–

Be aware of the rest of
the team’s work focus;
Provide support to their
colleagues throughout
their tasks and offer any
help if necessary.

Pedagogical Approach:

5. Support

–

the
organisational
climate of an SME.
Activities
on
understanding cohesion
from the perspective of
an employee

Activities:

– EU 80:20 model (80% for
a) Video – Group Cohesion
practical activities and
b) Human Knot Game
20%
devoted
to
c) Activity – Learn more
theoretical approach);
about your team
– Path of 2 sessions (class- d) Case Study: Teamwork
based approach) with a
at IDEO – A successful
total of 4,5 hours and
team cohesion example
that can take place over Tools & Resources:
the span of 1 month.
Slides set (Power Point
Presentation)
providing
contents/theory, activities and
case studies for training
sessions
Learning Outcomes:
Content:
Evaluation Dimensions and
5. Support
 Understand the benefit of – Vertical
Support: inherent Tools:
a working environment

Perceived

organisational

– Impact:
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where:
support
(1) Re-assessment through
o peers are supportive – Horizontal
Support: OSTESA
Organisational
to each other;
Workplace peer support
Assessment Tool
o there is a perception Activities:
of belonging;
o people can rightfully a) Are you a blamer? –
Roundtable
claim to count on
b) Lego Models – Group
each other;
Dynamic
 Understand the benefits
c) Group reflections
of
a
supportive
d) Case study: The NGO
organisational climate for
“Healthy
Families”
the team’s efficiency and
improves
its
work
consequently
the
climate
satisfaction and wellbeing of its members.
Tools & Resources:
Slides set (Power Point
Pedagogical Approach
Presentation)
providing
– EU 80:20 model (80% for contents/theory, activities and
practical activities and case studies for training
20%
devoted
to sessions
theoretical approach);
– Path of 2 sessions (half a
day each one) over a
maximum period of a
month;
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– Blended learning with
face-to-face and online
materials/ activities.
Learning Outcomes

6. Clarity

Content:

Evaluation Dimensions and
Introduction: Definition of inherent Tools:
organisational climate and
– Impact:
the importance of clarity (1) Re-assessment through
for organisational climate. OSTESA
Organisational
Mission, vision and values Assessment Tool
of organisation: Employee
and
company
identification
Goals in professional
6. Clarity
work:
Acceptance
and
understanding duties of
employees
Communication
with
management
staff/employer
when
organisational goals are
being communicated.

 Better
understanding –
clarity of goals as
dimension
of
organisational climate;
 Setting
clear –
expectations and their
acceptance;
 Setting goals and their
understanding;
–
 Effective
and
clear
communication
with
–
management
staff/employer in terms
of expectations and
–
organisational goals;
 Acceptance of duties and
responsibilities;
 Awareness
of
importance and clarity of Activities:
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goals as dimension of
a) Employee and clarity
organisational climate;
b) My objectives and values
 Reinforcement of the
compared
to
the
attitude of openness for
company’s
objectives,
expectations
of
mission and vision
management
staff/
c) Good goals - SMART
employer regarding the Tools & Resources:
organisational goals.
Slides set (Power Point
Pedagogical Approach:
Presentation)
providing
– EU 80:20 model (80% for contents/theory, activities and
practical activities and case studies for training
20%
devoted
to sessions
theoretical approach);
– Blended learning: 3
hours of face-to-face
learning
(class-based
approach) + 1 hour of
online/individual
learning.
Learning Outcomes:
7. Trust

 Comprehend the extent
to which trust impacts
their daily work;

Content:

Evaluation Dimensions and
inherent Tools:

– Trust within organisations
– Trust among peers and
– Impact:
co-workers
(1) Re-assessment
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 Build and nurture trust Activities:
OSTESA
Organisational
(and reduce distrust) in
a) Why good leaders make Assessment Tool
their work teams.
you
feel
safe?
–
Pedagogical Approach:
roundtable
b) Prisoners’ dilemma
– EU 80:20 model (80% for
c) Can do company – group
practical activities and
dynamic
20%
devoted
to
d) The building of employee
theoretical approach);
distrust: a case study of
– Path of 2 sessions (half a
HP from 1995-2010
day each one) over a
maximum period of a
month;
– Blended learning with
face-to-face and online
materials/ activities.

8. Leadership

Tools & Resources:
Slides set (Power Point
Presentation)
providing
contents/theory, activities and
case studies for training
sessions
Learning Outcomes:
Content:
Evaluation Dimensions and
 Understand the traits of
– Introduction: definition of inherent Tools:
an effective leader
Leadership skills and their
– Impact:
 Comprehend how to
importance
in (1) Re-assessment through 8. Leadership
communicate
in an
contemporary workplace; OSTESA
Organisational
efficient way with their
– Leadership Styles;
Assessment Tool
leaders
– Characteristics
of
 Realise how to develop
effective leaders;
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and strengthen
leadership skills.
Pedagogical Approach:

their

– What to expect from a
leader?;
– The relationship between
leadership and a positive
organisational climate.

– EU 80:20 model (80% for
practical activities and
20%
devoted
to Activities:
theoretical approach);
a) Video – Why good leaders
– Path of 2 sessions (classmake you feel safe |
based approach) with a
Simon Sinek
total of 6 hours and that
b) Leadership
Quotes
can take place over the
Activity
span of 1 month.
c) Influential
Leaders
Activity
d) Case Study - Starbucks
Tools & Resources:

Slides set (Power Point
Presentation)
providing
contents/theory, activities and
case studies for training
sessions
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Learning Outcomes:

9. Efficiency

Content:

Evaluation Dimensions and
inherent Tools:

 Creating a list of one’s
– Motivation
own motivators as the – Performance barriers and
– Impact:
key to a productivity;
stress
(1) Re-assessment through
 Tips how to handle
– Self-management
OSTESA
Organisational
stress;
– Time management
Assessment Tool
 Aware of one’s own
– Personal
development
strengths
and
map
weaknesses and how to Activities:
use them in everyday
a) Motivation – successful
working situations;
people I know
 Able to set goals and
9. Efficiency
b) What motivates me
priorities effectively;
c) Performance barriers and
 Able to use principles of
stress
time management in
d) Self-management
managing one’s time;
e) Time management
 Have a detailed personal
f) Personal
development
plan + action steps for
map
personal development.
Tools & Resources:
Pedagogical Approach:
Slides set (Power Point
– EU 80:20 model (80% for
Presentation)
providing
practical activities and contents/theory, activities and
20%
devoted
to case studies for training
theoretical approach);
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– The whole path of the sessions
training programme is
expected to be 1 day and
half, delivered on a classbased approach.
Learning Outcomes:

10. Employee welfare

 Better understanding of
the importance of proper
welfare
policies
for
improving
the
organisational climate and
the
employees’
satisfaction level;
 Sharing and spreading of
useful and experimented
methodologies which can
bring a contribution to the
improvement of welfare
strategies and wellbeing
at the workplace.

Content:
–

–

–

–

Pedagogical Approach:
– EU 80:20 model (80% for
practical activities and

–

Evaluation Dimensions and
Definition
of inherent Tools:
organisational welfare as
– Impact:
defined in the literacy
(1) Re-assessment through
Labour welfare policies OSTESA
Organisational
within
industrialized Assessment Tool
societies:
a
flexible
concept
The main challenges
10. Employee welfare
currently affecting the
welfare evolution: from
public
to
company
welfare
The perception of stress
as crucial dimension in
the definition of welfare
policies
Training instruments and
tools aimed at improving
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20%
devoted
to
welfare at the workplace
theoretical approach);
Activities:
– Path of 3 sessions (class- a) Welfare
Capitalism,
based approach), half a
Welfare State and future
day each one (1 day and
trends;
half in total), over a
b) Case Study “Findus Italia:
period of a month;
how balancing business
and welfare priorities;
c) Self-assessment
of
welfare
of
welfare
conditions
at
the
workplace;
d) Artistic Lab.
Tools & Resources:
Slides set (Power Point
Presentation)
providing
contents/theory, activities and
case studies for training
sessions
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7.8.

Scenario 3 – Mixed Groups
SCENARIO 3
Mixed Groups
Diagnostic

Assessment Tool

Action Plan Design

Implementation

Evaluation & Certification

Target Group
Learning Outcomes

Programme Toolkit (Content,
Activities, Tools & Resources)

Training Assessment

Pedagogical Approach

Guide

Learning Outcomes:

1. Communication

 Better understanding of
communication strategies
as a key-factor for
improving
the
organisational
climate,
with a particular attention
to
the
relationship
between
different
organisational levels;
 Comprehension of the

Certificates

Content:
–
–
–
–

Reassessment

Assessment Tool

Evaluation
Dimensions
Definition
of and inherent Tools:
communication
– Impact:
Types of organisational (1) Re-assessment through
communication
OSTESA
Organisational
1. Communication
Individual
level
of Assessment Tool
communication
The relationship between
communication and a
positive
organisational
climate
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possible communication
styles that can be fruitfully
adopted
for
better
managing the relationship
between employees and
executive levels;
 Learning how leveraging
communication strategies
to improve personal and
professional wellbeing at
the workplace;
 Learning how to better
solve
problems
and
criticalities rising from not
proper
communication
strategies
between
different
organisational
levels.

Activities:
a) Communication challenges
in a global world
b) Communication,
organisation
and
complexity
c) Lab. “Blind designers”
d) Case Study “Findus Italia”:
communication in M&A
operations
Tools & Resources:
Slides set (Power Point
Presentation)
providing
contents/theory, activities and
case studies for training
sessions

Pedagogical Approach:
– EU 80:20 model (80% for
practical activities and 20%
devoted to theoretical
approach);
– Path of 3 sessions (class-
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based approach) lasting
each one half a day over a
period of 1 month.
Learning Outcomes:

2. Rewards

Content:

Evaluation
Dimensions
and inherent Tools:

 Understand the meaning of
– Motivation;
motivation;
– Maslow’s hierarchy of
– Impact:
 Realise
links
between
needs;
(1) Re-assessment through
motivation
and
– Herzberg theory;
OSTESA
Organisational
performance;
– Remuneration;
Assessment Tool
 Understand that a person
– System of remuneration
has their needs which have
in companies;
to be satisfied in a certain
– Our
company
order;
remuneration;
2. Rewards
 Realise key points of Activities:
remuneration management;
 Understand the strategy of a) Motivation
b) Remuneration
remuneration;
company
 Revise one’s own company c) Our
remuneration system
remuneration system and
d) Case Study
find possible ways of its
improvement.
Tools & Resources:
Slides set (Power Point
Pedagogical Approach:
Presentation)
providing
– EU 80:20 model (80% for
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practical activities and 20% contents/theory, activities and
devoted to theoretical case studies for training
approach);
sessions
– Path of 3 sessions (classbased approach) lasting in
total 1 day.
Learning Outcomes:

3. Recognition

Content:

Evaluation
Dimensions
and inherent Tools:

 Able to give effective – Feedback and criticism;
feedback;
– The method SANDWICH
– Impact:
 Have some tools for giving
and THERMOMETER;
(1) Re-assessment through
feedback;
– Constructive criticism:
OSTESA
Organisational
 Know how to provide
– Principles of effective Assessment Tool
constructive criticism;
praise:
 Be aware of principles how – Assertive compliment;
to provide effective praise;
– Performance reviews;
3. Recognition
 Be
able
to
perform
– How to increase one’s
appraisals as a way of
self-esteem.
effective managerial style;
Activities:
 Have some action plan for
a) Feedback and criticism;
increasing self-esteem.
b) Principles of effective
Pedagogical Approach:
praise;
– EU 80:20 model (80% for
c) Performance reviews;
practical activities and 20% d) How to increase self-
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esteem.

Tools & Resources:
Slides set (Power Point
Presentation)
providing
contents/theory, activities and
case studies for training
sessions
Learning Outcomes:
Content:
Evaluation
Dimensions
 Build
positive
working – Introduction: definition of and inherent Tools:
relationships
in
the
Cohesion, its importance
– Impact:
workplace
in
contemporary (1) Re-assessment through
 View the company as a
workplace;
OSTESA
Organisational
whole community instead
– Key drivers to achieve Assessment Tool
of
a
hierarchical
team cohesiveness;
administrative power
– Additional good practices
4. Cohesion
 Perform better in the
that
can
promote
workplace
cohesion;
– Cohesion: its impact on
Pedagogical Approach:
the organisational climate
– EU 80:20 model (80% for
of an SME;
practical activities and 20% – Understanding cohesion
devoted to theoretical
from the perspective of a
approach);
manager
and
an
– Path of 2 sessions (classemployee.
–

4. Cohesion

devoted to theoretical
approach);
Path of 3 sessions (classbased approach) lasting in
total one day and half
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based approach) with a Activities:
total of 6 hours and that
a) Group discussion on
can take place over the
the
relationship
span of 1 month.
between cohesion and
productivity
b) The Great Egg Drop
Activity
c) Team
cohesion
assessment tool
d) Case Study: DELL –
How teamwork can
motivate employees

5. Clarity

Tools & Resources:
Slides set (Power Point
Presentation)
providing
contents/theory, activities and
case studies for training
sessions
Learning Outcomes:
Content:
Evaluation
Dimensions
 Clarity
of
goals
as
– Strategic
goals
of and inherent Tools:
dimension of organisational
organisation;
– Impact:
5. Clarity
climate;
– Clarity in assigning duties (1) Re-assessment through
 Effective
and
clear
and responsibilities – OSTESA
Organisational
communication
of
tasks of management
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expectations, duties and
organisational goals;
 Awareness of importance
and clarity of goals as
dimension of organisational
climate.
Pedagogical Approach:
– EU 80:20 model (80% for
practical activities and 20%
devoted to theoretical
approach);
– Face-to-face training: 4
teaching hours (3 full
hours), recommended to be
executed after separate
training.

6. Leadership

staff/
employer
and Assessment Tool
employees;
– “Our road map” of
communication on duties
and
expectations
(metaplan).
Activities:
a) Clarity – what will be your
contribution?
b) Clarity in our company Our road map

Tools & Resources:
Slides set (Power Point
Presentation)
providing
contents/theory, activities and
case studies for training
sessions
Learning Outcomes:
Content:
Evaluation
Dimensions
– Understand
how to
– Introduction: definition of and inherent Tools:
master problem analysis
Leadership Skills, their
– Impact:
6. Leadership
and decision-making;
importance
in (1) Re-assessment through
– Comprehend how to
contemporary workplace OSTESA
Organisational
communicate
in
an
– Theories
and
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–

efficient
way
with
employees,
how
to
develop their listening
skills and how to
recognize team success;
Realise how leadership
skills can have a positive
impact on organisational
climate and productivity.

Pedagogical Approach:

–
–
–

–

characteristics of effective Assessment Tool
leadership
Elaborate on Leadership
Styles
What to expect from a
leader?
The role of the Leader/
Manager as an influencer,
conflict manager and
negotiator
The relationship between
leadership and a positive
organisational climate

– EU 80:20 model (80% for
practical activities and 20%
Activities:
devoted to theoretical
approach);
a) Video: Martin Luther King
– Path of 2 sessions (class– I have a dream speech
based approach) with a
b) The Leadership coat of
total of 6 hours and that
arms
can take place over the
c) Leadership value explorer
span of 1 month.
activity – Roadmap
d) Case Study: Two different
leaders
Tools & Resources:
Slides set (Power

Point
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7. Fairness

Presentation)
providing
contents/theory, activities and
case studies for training
sessions
Learning Outcomes:
Content:
Evaluation
Dimensions
 Understanding importance
– Decision-making process and inherent Tools:
of fairness as dimension of
fostering the sense of
– Impact:
organisational climate;
fairness of employees – (1) Re-assessment through
 Ability to create climate
tasks of management OSTESA
Organisational
fostering a sense of fairness
staff/employers
and Assessment Tool
among
employees
in
employees
decision-making processes;
– “Our
roadmap”
in
 Awareness of importance of
developing a sense of
fairness as dimension of
fairness in organisation
7. Fairness
organisational climate;
(metaplan)
 Openness to build a climate Activities:
of fairness in organisation.
a) All for fairness
Pedagogical Approach:
b) Fairness in our firm – our
– EU 80:20 model (80% for
roadmap
practical activities and 20% Tools & Resources:
devoted to theoretical Slides set (Power Point
approach);
Presentation)
providing
– A total of 4 teaching hours: contents/theory, activities and
3 hours of class-based
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approach
(face-to-face case studies
training) and 1 hour of sessions
individual online/ selfstudy;
– Recommended
to
be
implemented after separate
training for employers/
employees.
Learning Outcomes:

8. Efficiency

Content:

for

training

Evaluation
Dimensions
and inherent Tools:

 Creating a list of one’s own
– Motivation
motivators as the key to a
– Performance barriers and
– Impact:
productivity;
stress
(1) Re-assessment through
 Tips how to handle stress;
– Self-management
OSTESA
Organisational
 Aware of one’s own
– Time management
Assessment Tool
strengths and weaknesses
– Personal
development
and how to use them in
map
8. Efficiency
everyday
working Activities:
situations;
a) Motivation – successful
 Able to set goals and
people I know
priorities effectively;
b) What motivates me
 Able to use principles of
c) Performance barriers and
time
management
in
stress
managing one’s time;
d) Self-management
 Have a detailed personal
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plan + action steps for
personal development.
Pedagogical Approach
– EU 80:20 model (80% for
practical activities and 20%
devoted to theoretical
approach);
– The whole path of the
training
program
is
expected to be 1 day and
half, delivered on a classbased approach.
Learning Outcomes:

9. Employee
welfare

e) Time management
f) Personal
development
map
Tools & Resources:
Slides set (Power Point
Presentation)
providing
contents/theory, activities and
case studies for training
sessions

Content:

Evaluation
Dimensions
and inherent Tools:

 Creating a list of one’s own
– Motivation
motivators as the key to a
– Performance barriers and
– Impact:
productivity;
stress
(1) Re-assessment through
 Tips how to handle stress;
– Self-management
OSTESA
Organisational
 Aware of one’s own
– Time management
9. Employee welfare
Assessment Tool
strengths and weaknesses – Personal
development
and how to use them in
map
everyday
working
Activities:
situations;
a) Motivation – Successful
 Able to set goals and
people I know
priorities effectively;
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 Able to use principles of
time
management
in
managing one’s time;
 Have a detailed personal
plan + action steps for
personal development.
Pedagogical Approach
– EU 80:20 model (80% for
practical activities and 20%
devoted to theoretical
approach);
– The whole path of the
training
program
is
expected to be 1 day and
half, delivered on a classbased approach.

b) What motivates me
c) Performance barriers and
stress
d) Self-management
e) Time management
f) Personal
development
map
Tools & Resources:
Slides set (Power Point
Presentation)
providing
contents/theory, activities and
case studies for training
sessions
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