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INTRODUCTION
„Next Move” is a comprehensive educational programme encompassing personal
development and social activity of young people entering the labour market, which
is a response to the problem of limited level of entrepreneurship among young
Europeans, which leads to incompetence to adapt to modern labour market, to making
ill-considered choices of educational and professional path, to accepting work below
ambitions and qualifications and, finally, to a high level of unemployment. The
partnership, established by three institutions of different nature of activity (Poland, Spain
and Greece), has come to a conclusion that cooperation between the private and nongovernmental sectors, which allows to create "entrepreneurial ecosystem", is a good
basis for creating suitable conditions. Thanks to gathered experience, cooperation has
worked to prevent drop-outs and promote entrepreneurship as well as social
entrepreneurship education among young people.
However, the main goal of this international cooperation is to increase professional
potential of coaches and employees of HR departments by working with innovative
development program which enables young people aged 18-26 to acquire practical
knowledge and soft skills necessary to take up and maintain their first job on the local or
international market.
Below you will find tips on creating and running your own course, based on
comprehensive "Next Move" program, developed as a part of the Erasmus+ Programme;
a handful of inspirations for you and other coaches, specialists’ trainers as well as HR
specialists and professional tutors who’d like to conduct or have already started
conducting classes with young people. Even if, for some reason, you cannot start
a separate course, you can use e-Guide to diversify your meetings with young people.
Choose topics, exercises and tips that are particularly interesting and useful for you in
working with young people. Perhaps there are trainers, HR employees in your
organization who are interested in conducting entrepreneurship courses.

Having a complete base at your disposal, you can successfully conduct a coherent course!
You are provided with e-Manual – compendium of knowledge, consisting of two modules:
A. Motivation, recruitment, case study – here you will find necessary tips for your
coaching work, human resources issues and advice on how to implement change and
start working with young employees.
B. 30 scenarios of classes: innovative methods and tools used in non-formal education for
personal development of young people – based on the best practices developed and on
new, undertaken for the first time. E–Manual is practical, focused on preparing you to
convey clear message and help young people prepare to enter the labour market and
develop soft skills.
Each module contains descriptions of the exercises. It complements the instructions for
the exercise with operational tips. We encourage you to carefully read out loud the
instructions as well as the description of the exercise to participants.
That should result in deeper understanding of the specificity of the exercise, better group
management, answering questions and doubts, intervening in the group's work.
An important aspect is that e-Manual in module B, apart from scenarios, includes 2
innovative diagnostic tools created by us for you to use while working with young people
who learn how to independently and effectively move around labour market.

1st tool "start" – use before starting activities, in order to diagnose
participants’ level of competences in 5 key areas of module B, to
analyse the results and to select priorities for a given group, which will
increase their level of knowledge and competences.
2nd tool "motivation" – this test allows to diagnose 3 areas for further,
individual development for each participant. After analysing the results,
you will be able to recommend further learning in 3 out of 5 areas
available in "Your move" mobile application.
Didactic concept that we provide can be copied and modified, which
allows it to be used also in academic, secondary and vocational
education as well as a part of trainings, improving qualifications or
enriching young people of different ages with new soft and
interpersonal competences.
„Next Move” program can become an interesting pretext for creating
long-term cooperation of people and institutions that have so far
operated in various fields with separate groups of recipients.
By combining potential of your experience and competences, you have
a chance to become a favourite spot on the map for local community of
young people, looking for interesting solutions for development of their
own entrepreneurship. Good luck!

ALL MATERIALS
DEVELOPED IN THE
PROJECT
(IN 4 LANGUAGES)
CAN BE FOUND ON
THE WEBSITE:
NEXTMOVE.WELLSOL.EU

MOTIVATION
RECRUITMENT
CASE STUDIES
COACHING TIPS

HOW TO MOTIVATE THE TEAM?
Having a motivated team provides great outcomes for the company
and the work relationships between employees and employers.
Motivation provides employee with a greater understanding of
his/her purpose and what drives him/her in work.
The ability to harness that purpose or drive in order to inspire and
align a team is something that an HR executive or a trainer should do.
It is important to have the ability to influence without authority.
Problem-solving approaches can be applied to personal or
professional challenges when an employee is motivated. Explore what
drives you and how to locate meaning in your work. Set your personal
learning goal for the program and be the motivated example for the
rest of the employees.
•
•
•
•
•

MOTIVATION

Hire people with a good attitude
Create an environment with a sense of safety
Pay attention and show that you care
Show your team genuine appreciation
Connect with your team on a deep level

In a more explicit way, it is crucial to include simple ways in work life
in order to keep your employees motivated and empowered. One of
the most important factors that help the work flow is the recognition
of the work that is done.
After all, if any employee puts a lot of effort in his/her work, does
his/her best to provide and achieve goals, why wouldn’t he/she want
to be recognized? Be careful: It is not important only to promote and
congratulate on exceptional produced results but also for all the time
and effort someone puts.

It's not just important to recognize great work. How you recognize
your team's contributions has a significant impact. Employee
recognition shouldn’t just an annual bonus at the end of the year-it
should be meaningfully and frequently given.
It is also significant for the HR expert to be aware of the tasks and the
needed time for them. There are many projects that just drag on and
on, and seem to never end. It can be really demoralizing to be stuck,
which is why seeing visible progress feels so good. It's also a clear
indicator that our work is making a difference.
As a coordinator, they have to see and share the big picture of each
project and where it could lead in the future. A large part of
understanding the purpose behind the work of the team is seeing
how it fits into the larger picture. An HR expert can help boost
motivation in the workplace by ensuring that the team understands
how each of their efforts impacts the organization, customers, and
the community.
Completing a task usually provides a small sense of accomplishment,
but knowing how that work helped others is the real antidote to
disengagement.

Provide clarity
In order to be motivated about work, it’s crucial that everyone
actually understand what the goals and objectives are. For many
employees, that understanding starts with transparency, and ends
with clarity. Without clarity, transparency begins to lose its
effectiveness and motivational power. He/she should make sure that
he is giving everyone a very clear and concise mission they can get
motivated about in the first place, because it's nearly impossible to
invest genuine motivation into something you're unaware of, or
confused about. Clarity is the first thing that should be ensured in any
project.
Envision and share positive outcomes
It's easier to achieve success when you can envision it. Professionals
of all types, from athletes to musicians and CEOs, all practice this
technique to improve their motivation. Luckily, if an HR expert is
providing a clear objective, he/she is already more than halfway
there. He/she has to help and assist the team understand what it
would mean to achieve that objective. When someone makes real
progress toward that objective or outcome, he/she share that
progress as a source of motivation for everyone.
Provide a sense of security- Psychological theory suggests that there
is a hierarchy of basic needs that people require before they can be
motivated to reach their full potential. Security falls right beneath
physiological needs like food and water. And of course, encourage
teamwork- Teamwork is one of the greatest motivators out there.
Knowing that colleagues have your back and are is an amazing feeling,
inspiring to keep up with the work. When his/her motivation dips,
teammates are right there, rooting for each member of the team as
he/she completes the next project.

CREATE A WORTHY CV
Different organizations have varying needs when it comes to selecting
candidates to interview for their roles. As a potential candidate, any
cv has to show prospective to the employers on why they should
proceed into hiring.

The basic elements that make up a resume are the following:
• Your name and contact details, with that being your name and
surname, your professional job title and your contact information,
namely your phone number and email address.

Highlighting specific skill sets and tailor the CV to the role that
someone is applying for is a great idea. There are many different skills
that employers look for such as budgeting, communication,
motivation, problems solving and even relationship managing. All of
these skills can help become a highly sought-after candidate who
possesses all of the relevant skills that employers want and need.

• Your personal profile and personal statement your career
objectives.

The main goal should be the CV not to fall to the bottom of the pile.
The job seeker should make sure it grabs the attention of employers
and ensure that it gives you the best chance of being invited to
interview.

• Your work experience and employment history where your write
your job position title, the name of the entity and the period your
worked there. You may also add details such as your duties and tools
you used there. It is common to be arranged from the older at the
bottom to the new ones on top.

• The main capabilities that you possess is the next sector whether is
soft of hard skills, certifications, endorsements, awards, or just a list
of your work skills and tool experience.

• Your education which is the most relevant when you start your
career. You can refer to your degrees the institution you attended and
any relevant assignments or projects you implemented.
• Your extracurricular activities.

EXTRACURICULAR ACTIVITIES
Improving your CV is not done only by adding work related
experience. Extracurricular activities can provide a considerable boost
to your job applications. Talent acquisition specialists often look for
these avocations because they signify a candidate who strives to be
better, is open to pick up new projects and to pursue new
experiences.
There are however some hobbies that signify distinctly better
characteristics for a person. By pursuing them not only you find a way
to fill your past time, but you also boost your public image and by
extend your CV.

Starting some on your own indicates that you are not afraid to take a
step and do something innovative. Whether it is organizing events or
starting a business it will show that a person can take initiatives, has
self-motivation and teamwork skills if a team is formed. Moreover, it
suggests that a person has managerial skills and can handle its own
roles and responsibilities.
Politics is a very beneficial sector as it can hone your leadership skills
as well as your campaigning skills. Just like art and culture sector, it
will bring you in contact with important people. Dedication is a
significant trait that someone need to possess in order to get into
politics so even if you don’t have it, you’ll are going to gain it.

Volunteering in charitable institutions and animals shelters in not only
a humane act but it helps you acquire many valuable skills. Most
institutions have their own structure, and this can help to learn how
to understand an entity is organized.
By working part-time in art and culture industries can prove to be
interesting. It also gives you the opportunity to come in touch with
important people who are related or appreciate the wider field of art.
Industry leaders, politicians, and people of science are often present
at these events. So, it’s also an opportunity for networking.
Last but not least being involved directly with learning activities such
as taking programming or foreign language classes has an obvious
benefit. Adding work skills in your arsenal is always a plus not only for
your career path but also for your social life by interacting with other
like-minded peers.

SOCIAL MEDIA AND THE JOB HUNT
SOCIAL MEDIA PRESENCE FOR CV
The first and most important step for claiming a job is the creation of
a complete professional profile as well as its effective launch. This is
why we choose in this article, to give a series of tips and key elements
to the new job applicants, for the smart self-management of their
image as well as for the formation of a substantial employee profile.
Employers today aren’t limited to a CV, handshake or interview as
their first impression of you. 65% of recruiters admit they use social
networks to screen the professionalism of a candidate.
CLEAN YOUR E-REPUTATION
Let’s move on. Employers today aren’t limited to a CV, handshake or
interview as their first impression of you. It’s becoming more
common that they go deeper, and it’s never been easier to do so.
It’s in an employer’s best interest to determine if your personality is a
cultural fit for the business beyond what’s on paper. Googling yourself
is a great first step to see what a recruiter might find and to start
cleaning up your online presence.
BE YOUR OWN JOB SEARCH BOSS
If you’ve ever embarked on a job search, you know things can get
really chaotic, really quickly. To remain focused and achieve a
favorable outcome, you’ll need to learn how to manage your job
search. Follow these basic steps to help you get started.

1. Manage your time wisely.
Time is of the essence, and you definitely don’t want to drag your feet
and risk losing out on a great opportunity. Work on the job search
during your most productive hours. Block off three hours every day to
pe-ruse job boards, bookmark job postings that interest you, and
respond to emails from potential employers. Actively searching for a
job is basically a full-time job in and of itself, so it’s important that you
establish a routine and stick to it.
2. Track your applications on a spreadsheet.
You’d be surprised how often candidates accidentally apply to the
same job twice. If you lose track of your submitted applications and
accidentally apply to the same job twice, you might be perceived as
disorganized by whoever screens the applications. Use a spreadsheet
to keep track of all your job applications and avoid embarrassing
blunders like this. Include title, company name, location, link to
posting, date ap-plied, follow-up dates, interview dates and
application status.
3. Set daily goals for yourself.
In order to improve any aspect of your life, you need to set goals.
Whether you’re working, in school or unemployed, the goals you set
for your job search will vary1.

________________________
1Adecco, „Job Seekers Tips”

USEFUL TIPS FOR JOB APPLICANTS
• Protect your privacy: Be careful not to provide more information
than necessary. Use the Privacy Policy to your advantage. Be wary of
providing too much personal information. If you’d prefer to be more
casual on a platform, ensure you’re fully leveraging the privacy
settings.
• Beware of your Social Media posts: Immediately remove photos,
videos or posts that damage your image. Social Media provide tools
that ensure you are protected from unwanted posts or tags, saving
you from unpleasant surprises. Remove any pictures, posts,
comments or anything else that could damage your reputation. On
Facebook you can also restrict who’s allowed to tag you in photos so
you won’t be surprised.
• Stay away from unwanted "friends" on Social Media: We insist on
increasing the control of the personal pages you maintain on Social
Media because they can be negative elements for your image. Avoid
or remove online "friends" that can create the wrong image for you.
• Sort out your online profile: remove pages you have not interacted
with for a long time or pages that do not represent your current
profile. This gives the impression of a neat web image. Tidy up your
profiles by removing page likes or apps on Facebook you haven’t
interacted with in a long time, or no longer care to. If it’s not relevant
to who you are today or if you can't speak to it, remove it.

• Scroll through a few pages of your Google search to ensure you’ve
adjusted any profiles you have access to.
• Do not forget! Be prepared for a check on any networking platform
where you maintain a personal profile by the Human Resources
Manager.
• Improve your LinkedIn profile
• LinkedIn is a contemporary and very common tool for the
presentation of a complete professional profile, in the form of
“extended” Curriculum Vitae. So, the presentation of your profile on
the specific platform plays a key role. Here are some tips to help you
get it right!

LINKEDIN PRESENCE
Tips on how to improve your linkedin account
• Use a clear profile picture: A color picture, where the smile of
success dominates, gives a pleasant feeling and helps the Employer to
remember you more easily in your next meeting.
• Write your full details in a clear and simple way: Any title or element
that makes it difficult to memorize your name is best to be avoided.
• Highlight your professional aspirations, prospects and
achievements: Through your posts on the LinkedIn Timeline, make
sure you promote yourself properly by giving a typical sample of your
personal writing style. Use the appropriate media to prove anything
you are proud of.
• Job references: Make sure you have relevant references from
people you have worked with successfully in the past. They always act
as an effective means in your effort to promote yourself as the most
suitable for the job.
• These are some of the selected tips that we wanted to give to
young people-job seekers, in the hope that we contribute to their
own effort for recognition in the professional field. After all, it is our
duty to provide support at all possible levels and appropriate
counselling to our young people, being fighters in the modern job
arena.

HOW TO KNOW WHEN MOTIVATION IS RUNNING OUT?
If you can identify at which stage your teen’s motivation breaks down,
you can better know how to intervene.
In psychology there are three fundamental stages of motivation:
• activation – the actual decision a person will make to begin
a specific type of behavior.
• persistence – the factor in which a person will continue moving
forward with a specific and set goal, even when hurdles are thrown in
their way.
• intensity – how much concentration, focus, and energy is put into
the pursuit of a specific goal.
Again, motivation is defined as, “a cause or reason to act, an inner
urge that moves or prompts a person to action.” If you want to
motivate a teen or young adult, you can either increase the reasons
to act or decrease the reasons to not act in each of these stages. In
order to increase reasons to act, it is helpful to know what is causing
the lack of motivation.2

________________________
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OPTIONS TO AID ACADEMIC UNDERACHIEVERS
Mentoring
If a person is having a hard time adjusting, a good first step in helping
him or her is academic mentoring/tutoring. Some students who have
done well in grade school and high school are not used to having to
study and work hard later to maintain good grades. Enrolling in
tutoring or mentoring sessions will help with any deficits in his or her
studying habits, learning style, organizational skills, and note-taking
strategies.
Counseling
If there are suspicions that her/his academic performance is likely due
to an unresolved psychological or emotional struggle, he or she may
not feel comfortable talking about it. And that’s okay. However, these
issues need to be addressed to avoid further disruptions in his or her
academic development. A guidance counselor or physician may be a
good starting point since he or she is likely familiar with your child. If
they suspect that someone needs further assistance, they will be able
to point in the direction of a credible educational consultant or
mental health professional.

PRODUCTIVITY TIPS
Three basics of productivity
All workers and workdays are unique. With fewer companies and
employees adhering to a traditional 9-to-5 day, the differences in our
workdays are becoming more pronounced. But putting those
differences aside, three overarching ideas apply to all our productivity
tips:
• Trust the small increments. You can’t expect to change years of
working habits overnight. Small changes in how you work can
gradually add up to big changes in productivity. Try one tip to start,
and keep adding more as you find the strategies that work best for
you.
• Be accountable. Whether it’s weekly check-ins with a co-worker or
setting your own deadlines and announcing them to others, having to
answer to someone else can often force you to get the job done.
• Forgive yourself. You are human: Accept that you are sometimes
going to slip up, become distracted and have a bad day. It’s more
important to move on than to dwell on your mistakes. 3

________________________
3 The New York Times, How to Make the Most of Your Workday,
by Phyllis Korkki

How to keep your productivity high
•
Make a good plan
•
Have a written task list
•
Break projects into tasks
•
Prioritize
•
Know your peak times and strength
•
Batch similar tasks
•
Find a productive environment
•
Use templates to help you with design
•
Make better use of your breaks
•
Write ideas down for later
•
Use automated tools to save time
•
Create a morning routine/ritual

TIME MANAGEMENT FOR MULTITASKERS
If you’re trying to do three things at once, you’re often accomplishing
very little. We all have a limited amount of cognitive bandwidth — the
number of thoughts and memories we can hold in our minds at any
given time. Your brain may delude itself into thinking that it has more
capacity than it really does, but it’s really working extra hard to
handle multiple thoughts at once when you are switching back and
forth between tasks. Your ability to get things done depends on how
well you can focus on one task at a time, whether it’s for five minutes
or an hour.
When you multitask, you tend to make more mistakes. When you
toggle back and forth between tasks, the neural networks of your
brain must backtrack to figure out where they left off and then
reconfigure, Dr. Miller said. That extra activity causes you to slow
down, and errors become more likely.

To the best of your ability, set up a work environment that encourages
the performing of one task at a time. It’s probably not realistic to
think that we can block off hours at a time for a single task, but even
committing to monotask for five minutes can yield productivity
benefits.

HOW TO MONOTASK
• Remove temptation: Actively resist the urge to check unrelated
social media while you are working on a task. Some workers may need
to go so far as to install anti-distraction programs like SelfControl,
Freedom, StayFocusd and Anti-Social, which block access to the most
addictive parts of the internet for specified periods.
• Work on just one screen: Put away your cellphone and turn off your
second monitor.

Trying to multitask also impedes creativity, he said. Truly innovative
thinking arises when we allow our brains to follow a logical path of
associated thoughts and ideas, and this is more likely when we can
focus on a single mental pathway for an extended period.

• Move: If you find yourself losing focus – reading the same sentence
over and over or if your mind continually wanders off topic – get up
and briefly walk around, Dr. Miller said. A brief walk around your
office can lift your mood, reduce hunger and help you refocus.

The brain is like a muscle: It becomes stronger with use, Dr. Miller
said. As with physical exercise, the more we strengthen our mental
connections by focusing on one task to the exclusion of all others, the
better we can perform.

• Work in intervals: Set a timer for five or 10 minutes and commit to
focusing on your assignment for that amount of time. Then allow
yourself a minute of distraction, as long as you get back on your task
for another five or 10 minutes.

The tendency to become distracted is primal, so forgive yourself if you
do. It arose in our earliest days as humans, when we needed to
respond instantly to lions, tigers and other predators that threatened
us, said Dr. Miller. Every sensory input was deeply interesting, and our
response to it was sometimes a matter of life or death.
Our brain has not let go of this ancient survival mechanism; we still
crave that informational tap on the shoulder, he said.
Fortunately, the more we work on focusing on one task at a time and
ignoring distractions, the more we exercise the prefrontal cortex – the
more evolved part of our brains. Then it becomes easier to focus.

HOW TO ESTABLISH A ROUTINE TO SUCCESS
YOUR GOALS
STEPS:
• Separate your life into categories (health, work etc.) and write down
goals for each category
Ask yourself: What needs to be changed? What needs more time?
• Spend 24 hours tracking everything you do in 30 minutes intervals
Ask yourself: Where are you wasting time?
• Pick behaviors that you need to change in order to reach your goals

TIPS ON SETTING TIME BOUNDARIES

• Be consistent, implement daily-weekly and monthly goals to keep
you on track

• Peg a time limit to each task- Limiting the time and the resources
put for each task will help limiting risks, while making you more
efficient.
• Know your limits and learn to say “NO” if you are not sure that you
can handle the task
• Target to be 10 minutes earlier in each meeting- It will build your
image as a well-organized person.
• Timebox your activities
• Set reminders 15 minutes before
• Leave buffer time in-between tasks for rest
• Track the time you are spending for each task
• Do not fuss about unimportant details
• Prioritize before beginning anything in the day

• Brainstorm actions you can take to reach your goals, break them
down into smaller steps
• Exercise your discipline muscle, visualize your end goal, keep a
journal
Something happened and you lost track? It is okay, go back to step one
and you will be back in track in no time. Remember, a successful
routine is always under development.

HOW TO ATTRACT A GOOD EMPLOYEE
Employers and HR specialists face major challenges when they
consider the increasing difficulty of finding skilled people, a younger
workforce with different attitudes about work, and a growing
population of older workers heading toward retirement.
Recent studies show that many HR executives state the single greatest
challenge they have in managing the workforce is their organization's
inability to recruit and retain good employees and managers.
Recruitment is one of the most important things to get right for an
entity or a business. However, as crucial as it is, it is also one of the
hardest. With the economy being unstable, the amount of job seekers
around Europe keeps rising, as the competition as well. As an HR
specialist, it is very important to ensure that the company that you
are representing is attracting the best candidates.
To make sure that your company attracts the perfect employees, you
have to provide for them before they provide for you. It is safe to say
that if you provide a Positive Working Environment, you will most
likely attract the best employees for the open positions.

RECRUITMENT

GOOD JOB OFFERING PROFILE
An HR Specialist or an employer should:
• Provide a good salary, following the work-load and the duties.
• Monitor the entity’s reputation on the internet.
• Define your company culture and what it represents. Promote the
strong points of the company, identity the most important skills and
values of the company.

• Provide a clear career path to your candidates. Having clear
opportunities for promotion is an important factor for job
satisfaction. An employee with a clear and fulfilling career path is
most likely to excel in the business industry, where he/she could
progress. Provide opportunities for promotion.
• Show the Corporate Social Responsibility side of the company, the
humane part of the entity.
• Build an employee-focused culture.
• Involve employees in recruiting, hear their needs so the candidate
can offer solutions.
• Flexible work hours, with the aim to increase the productivity.
• On site benefits such as gym, café or break spots.
• Company pension and health insurance, make your employee feel
valued.
• Inclusive development reviews, showing your employees
performance will be awarded regularly.

FOUR MISTAKES TO AVOID
IN THE RECRUITMENT STAGE
In recruitment, the company’s reputation matters. An HR department
should always remember, a little empathy goes a long way. They are
the ones that they should show candidates respect and it’s likely the
positive impact that the interviewer will make when the job seeker
leaves the company.
Not greeting candidates respectfully.
An HR expert should make sure to be polite, offer some water and
make the candidate feel calm for the process. First impressions count,
especially when it comes to a company. An HR executive should
provide the safety to the job seekers and make sure that they know
he/she is there for them and will do the best.
Letting your preconceptions blind you.
Implicit bias is real, especially when it comes to business world. One
the one hand, it’s a natural part of human nature. When an HR expert
reads a resume, he/she makes some conclusions, before the
candidate sets foot in the office (or zoom call these days). On the
other hand, he/she should never let preconceptions blind to hidden
gems in the early stages. He/she should always listen carefully to a
candidate’s responses. He/she should check body language and nonverbal signals in the line of questioning too. The HR expert should
make sure not to let prejudgments cloud his/her thinking; it could
mean that they miss out on some great candidates who just need a
little coaching. Or worse, it could mean that he/she send an
unsuitable candidate off to a client simply because they looked good
on paper.

Breaking follow-up promises.
At the end of an interview, it’s standard practice to promise to inform
the candidate about next steps and tell them that the company will
reach out to them soon. All too often though, candidates complain
that the recruitment consultant never contacts them again and they
are left hanging. An HR expert should provide with answers or critic
on the interview. It’s good to be realistic about the time needed and
the promises that an HR expert make and how you word the next
steps. Especially if this is a really good candidate, the HR expert
should take the time to inform them. The candidate might not be
right for the position at this moment, but they may be an amazing fit
for a future job; a good recruiter does not burn their bridges with
great candidates by letting them down.
Not replying to emails from candidates in a timely manner.
An HR department should always send a quick update as time allows,
restating that they will contact them with any news. Remember they
are human and probably quite anxious to hear.

HOW TO BE A GOOD MANAGER
One of the main reasons employees quit is the relationship with their
first-line supervisor. The fact is many supervisors and managers are
unaware how their actions and decisions affect employee turnover.
A critical aspect of an effective retention strategy is manager training.

Properly trained managers play a major role in an effective
recruitment and retention strategy. Managers need the skills, tools,
and knowledge to help them understand their employees' retention
needs and be able to implement a retention plan designed to
increase employee engagement in the organization.
• Recognize your role within the team you lead. A leading
management person should understand the team dynamics and how
to influence them.
• Envisioning your future envision your future self, your personal
business model, and your team.
• Challenge your own assumptions and the beliefs that hold you back.
Influencing without authority people on board with your vision.
• explore the underlying needs required to influence with integrity.

WAYS TO MANAGE YOUNGER EMPLOYEES
People are hired because of their experiences, smart technical skills
and growth potential but managing young professionals requires
certain strategies as com-pared to other employees. Here are some
ways to manage entry-level employees and help them to settle down
into that new role.
• The Transition Phase: The transition phase from student to
employee is full of stress, confusion and excitement. There is a need
to help employees for recognizing his abilities and to overcome this
transition phase. A support system of an organization helps them in
this regard. Employers need to think that how they can help their new
employees in this change of time.

• Good Guidance: It is necessary that manager spends more time
with the new employees. In the beginning, employees should be
briefed about their job responsibilities in detail. Lengthy boardroom
meetings, training sessions and up-front experiences can help them in
understanding the business and services in a comfortable manner as
they follow operating procedures.
• Valuable experience: Many employers directly assign new managers
with challenging projects and the real experiences begin from the
start. Job experiences can be different, with the help of proper
guidelines, it can help individual to become an invaluable team
member for the organization. Risk taking is good at the initial stage,
however, the right amount of supervision and task structure can
minimize the influence of risk taking.
• Invest at your Earliest: It is better to make sacrifices sooner, and
recognize the skills of young employees. Many organizations prefer to
invest on the young employees, as they understand the skill gaps and
develop structural plan for their professional development in their
early years. Once they are better equipped, they can contribute well
at the higher level.

• Feedback is Important: Annual performance evaluation is not
enough but a regular feedback on the given tasks can be helpful to
know where he or she stands. Constant feedback helps in gaining
productivity.
• Provide Flexibility: Young professionals have different approach
towards life. They see professional and personal life differently and
they try to blend both. Employers should follow a flexible approach so
things can be dealt in a progressive manner.
• Play with Variations: Young employees should be given variety of
work as they tend to thrive on variations. More productivity comes on
short projects and help employers to hone their true skills.

• Find their Strengths: When employers train their employees, they
are actually finding their strengths and areas where they can improve
and function bet-ter. They will make mistakes but their fresh
knowledge, energy and willingness to view things with diverse
perspective can help the organization. All they need is a proper
direction and opportunities to explore.
• Provide Additional Responsibilities Carefully: Young professionals
are smart and eager to take ‘all in,’ so follow their workload carefully
and help them managing their time and prioritizing work.
• Professionalism should be the Priority: Young employees might not
know the norms of workplace but a lighthearted conversation during
lunch times or during happy hours can be useful to tell them about
setting ground limitations, and dealing with inappropriate behaviors.
• Defining the Friend and Co-worker Perimeters: Young professionals
tend to view coworkers as friends and can make things too
complicated. Similarly, when friends get promoted, managing
relationships can be tough. So, a balanced policy has to be maintained
in this regard.4

________________________
4 hr-gazette.com/

HOW TO MAINTAIN
MOTIVATION IN YOUNG
EMPLOYEES TO ACQUIRE
NEW SKILLS

BUILD A HIGH-PERFORMANCE CULTURE
An HR Expert of an employer should clearly define what
winning/achieving goals looks like and establish common
understanding of metrics of it. A common understanding will promote
a high-performance culture, in which the employees will
communicate their thoughts, progress, difficulties regularly.
The HR representatives should make sure that all processes,
discussions, tools used for the reward process are encouraging the
culture they wish, which is impactful and understanding to the needs
of the employees at the same time.
• Promote and encourage autonomy in your team
• Make sure to nurture, develop and sustain the company culture
• Create rituals that support your high-performance culture
• Model the behaviors and values that define the culture
• Connect with everyone on your team
• Actions and behaviors are important in living a high-performance
culture
• Develop, purpose, vision and values

HOW TO HAVE CLOSER EMPLOYEE –
EMPLOYER COOPERATION
• Company Policies – Culture of the company
• Leading by Example – as an employer or a manager, it is good for
the employees to know that you are as resilient as them and that you
are doing all the mandatory work for your position. Setting a good
example is always a good idea.
• Cross Training- Individually employees perform in multiple positions
of their working environment.
• Teamwork must become part of your workplace culture.
• Be a Mentor
A great mentor is experienced, and can be a leader, or supervisor and
facilitates professionals in all matters. He guides employees on
important matters and pro-vides a sound objective for career growth.
For co-workers to successfully collaborate, the leadership within the
firm must work to make collaboration one of the key values of the
enterprise. Employees must see that the leadership within the firm
works together as a team to accomplish goals. Also, the company’s
leadership must award teams publicly when they are successful at
working together to achieve their objectives.
To truly improve collaboration, leaders must provide an environment
where employees are not afraid to share their ideas. Leaders must
create a culture where the exchange of ideas is encouraged and
rewarded. Teamwork and collaboration must be a central theme of
the mission statement to improve collaboration.

GOOD ADVICE
Provide teams with the resources they need to work together
To make improvements with communication, the organization must
provide the necessary resources to the teams. This includes
comfortable work spaces where the teams can work together. If the
teams are spread out amongst different locations, then the
organization must provide the resources that allow the teams to work
together remotely such as video conferencing.
Finally, the organization should be providing an online collaboration
portal for its employees, to use for communication. There are many
online tools, such as Slack, that allow employees to communicate
easily across different departments. Having the tools to communicate
across departments easily is an essential instrument needed to
improve collaboration.
Train employees and encourage ongoing learning
Working as a collaborative team member is not a skill that everyone is
born with; however, it is a skill that can be learned, which is why it is
imperative the organization spend the money investing in the
employee’s teamwork skills. There are fantastic team building courses
out there for your employees to attend. Also, there are specific skills
employees need to learn to be effective collaborators.
One of these skills is the ability to communicate with co-workers
effectively. There are practical workshops employees can take to learn
how to better communicate through public speaking. Learning public
speaking skills will increase their confidence and ability to articulate
points, as well as bring them closer together if the course is
completed as a group.5
________________________
5 https://www.teambonding.com/

Encourage people to socialize outside of work
When employees are in the office, they are focused on the tasks at
hand, which means there is little time for co-workers to bond on a
personal level. It is vital to team collaboration for people to get to
know each other outside the office. The event does not have to be a
significant expense; it could be going to the movies, having a casual
lunch, or going for a drink after work. Participating in a social event
will help break down barriers in the office and will help improve
collaboration, as co-workers will have built trust and feel more
comfortable collaborating together.
Clarifying roles and setting expectations
Organizations will find when all employees are on the same page,
working collaboratively will quickly become a seamless and natural
process. Making sure each employee understands, not only his or her
role, but the roles of the people around them will help everyone
understand the big picture and how they fit into the larger puzzle.
It is also imperative that the leadership sets clear expectations for the
teams so that as employees work together, everyone is clear on which
goal or objective needs to be reached.
Review individual’s talents
An organization must look at every single employee’s skills and place
them in a setting where they can add the most value. When forming
teams, for them to effectively collaborate, one must identify each
individual’s strengths and place them with co-workers who will
complement those strengths. When each team member is the best at
what their role is within the team, you will see them producing results
above your expectations.

Resolve team conflict quickly
No team will ever be perfect, and it is crucial for organizations to
recognize this and have a system in place to handle any conflicts that
arise. The system should allow any employee to share their concerns
without repercussions. Also, employees should be allowed to have
input on any solution to the conflict made by the organization.

LEARNING THROUGH PLATFORMS
For millennials, if a task has to be done and they do not know how,
they either Google it or post the query on their social media
platforms. Information is easy to find when it comes to this
generation. A modern style company should provide similar
opportunities for learning.

STRATEGIES FOR TRAINING GEN-Y/ MILLENNIALS
If we value the importance of the next generation and the role they
can play in our entity, we need to create good knowledge about an
eco-system that resonates well with their priorities. Good design of
human resource activities to build trust can improve organizational
effectiveness.

Micro learning (or bite-sized learning) presents short educational
modules. Some entities or enterprises use short videos, images,
podcasts and scheduled short texts delivered by experts. The
employees enjoy to watch these “knowledge nuggets” and assimilate
all the information. These practices are also easy to share on social
media platforms, if possible, which helps in the dissemination of
them.

Multi-device learning is also very helpful for educational outcomes.
When we communicate through multiple devices, we learn through
multiple devices. Online courses, especially during the pandemic,
have to be made compatible with multiple devices so the employee
can change his/her scenery and not burn out. Knowledge should be
provided in different and multiple formats and accessibility for all
should be ensured.
Collaborative and social learning provides the employees with the
opportunity to share their challenges, raise awareness on an issue,
express their doubts across the entity.

IDEAS FOR QUICK TEAM-BUILDING ACTIVITIES
To help a team bond and work better together while acknowledging
that everyone has good days and bad days, it is important to include
activities that help within the work framework.
In this activity, High, Low, Looking Forward, a team of employees
gathers and one-by-one, team members list a “high” — a positive
work experience that happened to them that week — a “low” —
a negative work experience that happened to them that week —and
a “looking forward” — a work experience to which they’re looking
forward. It’s a great way to spread positive energy and dismiss
negative energy.
If there is a virtual team, the Guess the Owner activity is a good
choice. The HR Expert should have the team leader collect a picture
from each team member that uniquely de-scribes a part of their
personality or interest. At the start of the team meeting, the leader
will reveal them one at a time while members try to guess who it
belongs to. People submit pictures of the same thing – shoes they
wear, favorite coffee mug, pets, or workspace. It’s a nice way to learn
more about team members that you don’t work with face to face.

To reinforce clear communication, an HR Expert could use Buzzword
Bingo. He/she could choose a few words or phrases that are banned
for the duration of the meeting. People get points when they say the
banned words and low point earners win. This is particularly good if
he/she is trying to eliminate certain jargon, or changed the
nomenclature of something, or just hate vague, non-specific
corporate-speak and want people to speak plainly. Here are a few
examples to incorporate:
•
•
•
•
•

“at the end of the day”
“out of the box”
“best in class”
“game-changer”
“value add”

If there are 15 minutes and there is a need to work on
communication, the Specialist should try Blind Drawing. He/she
should divide his/her group into pairs, giving one person pen and
paper and the other a picture of an object. The person with the
picture must then describe the picture without actually saying what it
is, while the other person can’t see the pic-ture. This is a good one for
communication, problem-solving and interpretation.
Anyone can play trivia, but why not play Office/Company Trivia to kick
off your next meet-ing? Collect fun, obscure trivia like, ‘What does
the poster say in the cafeteria?’ and ‘How many Johns can you name
in IT?’ and ‘What was the topic of the CEOs last blog post?’ This is
not about memorizing the mission statement. It’s meant just to be
fun and it could be a great activity for a quarantined team who
haven’t been together in months.

Bean bag race
The facilitator splits the group in two teams and asks the participants
of each team to line up. Then each team gets a bean bag and the
activity begins. The aim is to pass the bean bag to the person behind
following the facilitator’s instructions (e.g., “pass it up your shoulder”,
“pass it under your feet and the next person pass it from your right
side” and so on). When the last person of each line gets the bean bag,
he or she has to run fast in the beginning of their line and give it to
the facilitator that is standing between the two teams. The winner is
the participant that manages to give their bean bag to the facilitator
first.
Find someone
Each person writes on a black index card one to three statements,
such as favourite excursion, inspirational quote, colour, interest,
hobby, or vacations. The facilitator then passes out the cards so that
everyone gets someone else’s card. The aim is to find the person with
their card and introduce themselves.
Find your way to the music
People are asked to mingle around the room while music is playing.
Once the music stops facilitator is announcing a task - they should
split into groups according to the month when they were born. So, all
people who were born in April goes together, all people who were
born in January goes together, etc. Then facilitator checks all the
months and then in these small groups, they again introduce
themselves by telling their name a country and tell one funny story
about their names. (Facilitator of the activity while telling this task
gives an example with their own name some funny story). After they
have finished sharing people are invited to continue mingling in the

rhythm of the music (dance if they want) and then they are asked to
divide into teams based on how many siblings they have, how many
languages they speak etc. and then they talk what would be their
dream vacation, why it’s better to be here than back home etc.

ACTIVITIES FOR YOUTH TRAINERS AND COACHES
1st ACTIVITY
Summary:
The participants write down their skills in a paper document. Each
candidate tries to find a job for another in a European Country (by
some websites such as EURESS).
Aim of the activity: After this activity, the participants can search for
better opportunities for themselves. They will understand the
freedom of movement in the European Union based on their skills,
qualifications, preferences, and any special requirements.
Description:
First of all, the trainer informs the participants about websites that
are helpful with the recruitment process. We emphasize on the
European website of EURESS. After that, we pro-vide crucial
information about the freedom of movement in the European Union
as well. To be more specific, the trainer informs them about the
documents that they may need to travel and work in another EU
country (according to the EU Law).

Each participant has to write down some skills and qualifications that
he/she has and his/her job expectations. Also, they have to write
some details about their nationality or permit residence. Any
information that might help the “consultant” will be an asset. For
instance, if there is a person who is disabled, LGBTI, or belongs in a
minority and the person above wants to state it in the paper, it would
be very helpful for the activity (essential). Besides, any preference in
jobs and any interest in any field could be useful. For example, if
someone is interested in looking for a job in human rights or
environmental issues. After that, all the participants have to select
one of them, without knowing what qualifications, expectations, and
special requirements are written.
The participants will have one day to do their research. In the second
round, they have to introduce the qualifications, expectations, and
requirements of the person who wrote down the paper. Also, they
have to present the job opportunities and if she/he can work in this
place, according to the required documents by the EU Law.
After each presentation, the person who has written the paper is
announced and he/ she discusses information with his/her
“consultant”. Eventually, each one has to ACCEPT or DENY the
“opportunity offer” and discuss the reasons that he/she is accepting
or denying.

2nd ACTIVITY
Summary:
The participants take part in an interview simulation. The participants
split into teams and prepare themselves. They have to answer some
questions that may be inappropriate, asked by an interviewer. There
are tips provided on how to answer unacceptable questions for the
simulated interview.

At the same time, the coordinators give papers with numbers to the
participants. However, the coordinators do not know the number of
each team. The coordinators start the inter-views for any candidate.
The candidate must answer each asked question. Each individual has
four minutes of interview. In each question he/she is recorded, so
he/she can check on himself/herself later.

Aim of the activity:
The activity empowers the participants in order to perform better in
an interview. Also, the candidates will improve their communication
skills.

At the end of the interviews, the participants vote for the team that
made the best effort (team meaning the total of the participants). It is
necessary to state that coordinators should not think as Recruiters.
What they should think is: Did the candidate answer the questions
with no fear and shame? Did he/she seem nervous? Are the
responses enough to put a limit to the interviewer?

Description:
There are papers with potential questions from the interviewer. Each
paper includes seven questions. These questions are inappropriate
according to HR rules, but the interviewers with not good hiring skills
often ask them. Every candidate should be prepared and know how
he/she might answer these questions and protect his/her privacy.
The participants separate into teams. Gender balance is ensured in
each team. Each team should vote for its leader that will guide them
and collect the answers. There are thirty minutes for each group to
prepare participants for the interview. They shall write down their
potential answers and discuss their different points of view. A final
answer to its questions is written in a paper. After 30 minutes, the
participants are ready for the interview. Each team leader represents
his or her team.

3rd ACTIVITY
Summary:
Participants are informed about the rights that they have in the
workplace. At the end of the activity, they can understand the legal
framework in a workplace, too.
Aim of the activity:
The main focus of this activity is to enhance knowledge according to
an ethical workplace. Besides that, the activity is based on cases of
employees who won in the European Court of Human Rights when
they had violations in their jobs.
Description:
Participants have to prepare research prior to the training. They write
down the problems and any abuse of human rights in the workplace
that they have experienced or have heard. They shall provide a
presentation at the beginning of the project about fundamental labor
rights in their countries.
The trainer provides them with the UN Guiding Principles on Business
and Human Rights and emphasizes its principles. Participants
understand how a healthy environment of a job has to be and its
requirements. In this way, they can choose a friendly working
environment ac-cording to how a business or a company operates.

Also, the trainer provides them information on cases of people who
won in the European Court of Human Rights, protecting their rights in
the workplace. The participants watch interviews of people who lost
their jobs because the company did not respect their personality.
They listen to people who were victims of labor rights abuses. The
participants, using the e-tool “Padlet”, express their opinions on how
they would react to some cases of abuse and what exactly they
should do in each case. In this way, they enable themselves to help
others while empowering themselves.
Eventually, they will be motivated by having understood the main
principles of “ethical trade”. Also, they are motivated since they will
listen to other people’s stories that have arrived at the European
Court of Human Rights.

EMPLOYEE EXPERIENCE

PILLARS OF HEALTHY COMMUNICATION
1. Timing
Ask your employee if it is a good time to bring a subject up. Make
sure to consider the location, the environment and the time you have
for this discussion.

4.Truth
Say the truth and what is going on to your employees. Keep it real,
encourage them to express their thoughts, concerns, difficulties,
achievements in a clear and safe space that you will have created.

Questions to ask to yourself about timing:
• Is this a good time to bring this up, considering the state of my hear
and emotions at the moment?
• Is this a good time to express my thoughts and bias in light of what
they are going through?

5.One-on-one communication
Communication with each employee is vital to the success of a
business, as it helps to keep employee morale and productivity high.
Personalized communication properly allows each employee to
perform his/her required tasks, ask questions and build good
relationships in the workplace.

2. Tone
When addressing an employee, make sure that the tone of your voice
is good. Treat them with respect and as equals.
Questions to ask to yourself about timing:
• What is the tone in my voice?
• What is the tone of my body language?
• What is the overall tone of our relationship?
• What is the overall tone of the environment we are in this moment?
3. Technique
Keep your most apprehensive thoughts to yourself. Be careful when
you use words like “always”, “must” and “never” to describe how you
feel or how you operate. Also, keep in mind to own your own
mistakes or flaws, while constantly evaluating yourself and your
leadership skills.

EMAIL ETIQUETTE
Communication is really important for the organization and the good
operation of the company. Email communication is very efficient
when it comes to large teams or provides information to the entire
company.
Here are some quick rules to keep the communication as good as
possible:
Keep it short
Easy to read emails, short and clear. Shrink sentences and list items.
Save your time and your employee’s as well, by linking the resources
instead of leaving him/her to find individually the material. Use
scanned hyperlinks and PDF files explaining all the steps for each
subject.
Reply to all
Always reply to all by default. The most common mistake amongst
teams is lack of communication. Check that everyone relevant is
included. Carbon copy those who do not need to take action.
Descriptive subject
The subject of an email should describe its content and attachments
in a short sentence. The subject should be crystal clear and
considerable of the email.
Searchable emails
How will you be able to find this email after a month? Think about
which keywords you would search and include them so the tracking
of the email is achieved.

Keep it organized
If there is already a related email, reply to it. If it has a different
subject, create a new one.
Be wary of using humor or colloquialism across cultures.

CASE STUDY UNIT

INTERNAL MANAGEMENT RELATIONSHIP
Much research regarding the internal relationship management has
focused on organizational behavior/theory and human resource
management. In organizational behavior and theory, organizational
citizenship behavior is implemented in two organizations in order to
measure the individual-level employee job satisfaction and
organizational commitment; and the group-level cohesiveness using
hierarchical linear modeling.
HR studies examine the relationships among managerial
communication, perceptions of the procedural justice of layoffs, and
employee attitudes. Employees with high levels of organization-based
self-esteem were less responsive to the perception of organizational
uncertainty.
In human resource management, social exchange theory suggests
that human resource activities affect the development of employee
trust. Human resource practices affect the relationship between
perceived organizational support and organizational commitment or
trust-in-management.

The success of knowledge sharing in business is not only
technological but also related to behavioral factors. Businesses need
to create open environments and incentive/reward systems to
motivate members to share their knowledge positively and
voluntarily.
Employee relationships are an index in order to examine the
satisfaction, respect, confidence, justice, and trust relationships
between employee–employer and employee–business. This index
may be the standard where the environment of business is essentially
a matter of establishing to what extent employees are willing to share
knowledge with others. Therefore, systems for managing knowledge
and sharing expertise must recognize the perceived value of forming
a perception of the credibility of individual pieces of knowledge. 6

________________________
6 Liao, S., Chang, J., Cheng, S., & Kuo, C. (2004). Employee relationship
and knowledge sharing: a case study of a Taiwanese finance and
securities firm. Knowledge Management Research & Practice

EXAMPLE OF GOOD COOPERATION
To keep a business running it is crucial to have all its parts up and
working. The same applies to the employees of each company. Each
one of your employees is a part of the workforce of your business and
if they can't work together harmoniously productivity is reduced.
It is very crucial for each entity, even if it’s a non-profit one, to treat
them with the very best respect and dignity, showing them that they
are valuable.
Fortunately, many available methods can help businesses achieve
closer employee cooperation and promote teamwork in the office. In
the following three case studies, we will explore different companies,
mistakes, and the changes they made to achieve more goals while at
the same time paving good employee-employer cooperation in the
end.
The case studies are based on real strategies from different stories
from entities, collected for this project. The material is mostly focused
on examples of problem-solving and constructive cooperation
between employee and employer.

CASE STUDY - Recall
ENTITY BACKGROUND:
Recall is a for-profit entity, mostly active in sales marketing and
promotion. With over two million cases of customers interested in
phone marketing, Recall brought its marketing initiative to Greece in
2002, in the most successful way. The company employs around 400
people [2018 figure], mainly across several sites around Thessaloniki,
Greece, although the company has a headcount located in several
other locations of Greece such as Athens, Rhodes, and Volos.
Before changes in global markets and customer tastes registered
among the big players in the marketing business, Recall was doing
very well in sales and had a great and optimistic future to look at.
Extra costs in services could always be passed on to a loyal customer
base in price rises, while they kept having different discounts at
various times of the year.
THE ISSUE:
The guiding rule for managers was “anything to keep production
going”. With every new team member in the company, especially on
the phone sales marketing positions, there was a two-week training
on how to operate and sell better. The training was only focused on
the way that each operative should sell, with no information on the
collaborative-working system.
There was almost no employee turnover. The company has extremely
high union memberships levels, shared between the sales
representatives and IT assistants- organized within Recall in 2004.

Before 2005, management style was vintage command-and-control:
"They did not want to know you” and they meant it. With production
at a premium for managers, this rather detached procedure for
resolving problems at work generated confrontational attitudes on
both sides, with "no trust.
Many events led to a ‘partnership’ between employees and
employers. In the mid-2000s, the decline in the appeal of
telemarketing in the broader market for different kinds of services
and products began to hit business performance, causing many
problems to the company. By these means, there was a matter on the
sustainability of the company for the next four years.
When in 2005 the parent company established each of its subsidiaries
as a cost center rather than a profit center, it benchmarked costs
between them, as well as with direct competitors and comparable
companies.

The benchmarking highlighted the difficulties of Recall production
methods: hardly any automation, and almost no flexibility in tasks,
work times, or employee skills. The product and technique of the
marketing were good but it needed an update. Output per employee
was lower than rivals, and yet Recall was one of the best payers in
Greece, offering high opportunities and an optimistic future for the
employees, unable to secure it though.
The parent would no longer tolerate the mismatch between pay and
performance catalyst for change was this veiled threat, or imperative
to change, depending on your point of view. There was a difference in
the “I don’t know your approach”. The minimum level of performance
that [Recall] is prepared to accept equals the best of the
competition”. Tackling inefficiencies included - to managers, at least the ritualized structures and processes of conflict-based industrial
relations.
The employees started feeling uncertain. Several cuts without
warning, different timelines on the projects, more pressure for each
client with almost 50% less personnel working for each case; It was
the time to come with a solution. Although the managers and
directors had come up with a sound theoretical basis for change, the
unions felt that the company was incapable of articulating exactly
what changes would be required.

They had tried a ‘blank-sheet-of-paper’ joint brainstorming approach.
But this style was entirely new to Recall representatives. Anyway, the
suspicious unions did not consider it their role to offer suggestions on
how to run the company and there was not any good change at this
point.
When pressed it became apparent that the managers had “a big list
of issues upon a flipchart” that could have filled several sheets of
blank paper and they had to find the right team to help with this
transition.
THE SOLUTION
Managers subsequently hired in from outside as they judged that an
extra company would help Recall who lacked at industrial relations/
HR strategy.
The new company would help them for pushing the reforms through
in a well-organized union environment. Renaming supervisors ‘team
leaders’ and talking about ‘empowerment’ had little impact. However,
after many flawed strategies, not accepted by the employees of the
company, a production manager suggested that the effort at joint
working had provided a “grounding” for subsequent revisits to the
same ‘partnership’-style way of working.

New, younger managers were deliberately targeted from outside the
industry, many being young Greeks returning home from studies
around Europe. Much more business-minded, and used to a quicker
commercial pace (HR manager), they arrived unencumbered with the
‘baggage’ of historical precedent in the industry.
The new HR department took the findings from the operations review
and drew up a change strategy to present to the Board of the parent
company. A ‘partnership’ deal of some sort with the unions.

The seating plan was pre-arranged to avoid factions grouping
together and, it was hoped, to demonstrate that “we were all of us
employees, and not with our other ‘hats’ on” (HR manager). The idea
was to engage in joint exercises, then split into syndicate rooms for
‘breakout’ discussions on what a new joint agenda might look like.
The managers had learned from the mistakes of the previous attempt
to discuss new techniques and arrived well prepared. Everyone
networked with each other and they got to know better the best part
of the company.

They then identified the company’s top half a dozen or so most
pressing problems, and in private over dinner approached the fulltime officials of the two production unions to raise their concerns.
The response was cautiously positive, but with clearly expressed
stipulations for the future security of the workforce, and for the
dignity of those who would be leaving. The company offered a 7% pay
rise and invited the unions to debate potential ‘partnership’
arrangements.

With Christmas behind them, and after almost one year, the
management team launched its multi-dimensional communication
campaign. The proposed ‘Change Agenda’, as the partnership deal
was accepted by both employers, managers and written in “plain
Greek”, then printed in pocketbook format and distributed to every
employee. Each employee was able to connect with his/her group,
communicate different problems and work in a better environment,
with qualities as cooperation.

The months passed by and it was time for better bonding and
evaluation of the group. HR assistants gathered for reviving formal
talks with the unions about partnership. After a couple of informal
meetings over dinner to resurrect the process, the management team
held what was called a “joint agenda workshop”. This featured 3- 4
Directors and some 90 employees.

CASE STUDY - BHL
ENTITY BACKGROUND:
BHL is a company based in Athens, Greece. The organization is very
much involved in issues such as transportation, moving, transfers,
deliveries. They offer high-end quality services to people around
Greece, using bikes and telecommunications and platforms for their
orders. As an innovative startup, BHL leads the way when it comes to
sustainable packaging, sustainable deliveries and great customer
service.
BHL has a positive attitude towards older workers and has introduced
a range of policies to support older worker retention, including
flexible working arrangements, a supportive approach to ‘return to
work’ and a ‘can do’ attitude towards making workplace adjustments
for employees’ changing needs. As a result, BHL has benefited from
retaining employees with valuable skills, has a workforce able to
respond to seasonal fluctuations in demand and has established a
position as an employer of choice. At the same time, as an innovative
startup, BHL has hired a variety of young people for the provided
services.
Most of the employees of BHL, who are in total 120 counting around
Greece, are young people under 30 years old. For many of them, this
is their first job. BHL supports young people with economic obstacles,
setting this as a criteria when it comes to the recruitment and staff
selection.

Contracts are either based on annualized hours or a four-day, MonThurs, 38-hour week (long days). Flexible working patterns have been
agreed to meet seasonal demand with an option for employees to
take ten days additional leave outside periods of peak demand, in
exchange for working on a Friday when demand is high. There is also
a full insurance plan for all the employees and an additional dental
plan.

THE ISSUE:
BHL is an innovative company that hires mostly younger people these
days. They are also hiring NEET people and people with less
opportunities so to support the local communities. Younger
employees often do not fulfill the given tasks, as they aim on staying
on a job on a temporary time period. This means that BHL is
constantly looking for employees and constantly looking for new
hires, spending money in trainings and losing valuable time from
production and transferring.

In a recent case, an employee was shifted onto a three-day week and
buddied up with a colleague on tasks they were no longer able to
perform alone. In another case, small adjustments have enabled a
valued employee to extend their working life by three years.

THE SOLUTION:
The HR Department of BHL decided to change its hiring plan. That
being said, it all started with the interviews. Questions were inserted
about future plans with respect to work, i.e., where does the
employee see themselves in twelve months to five years – all
employees will be asked irrespective of age.

Older workers have provided mentoring to younger workers. Younger
employees could see the long-term benefits of working to BHL.

Inside the company, BHL doubled its trainings. Bi-annual retirement
seminars are held and offered to all employees to allow BHL to
identify any employees that are considering retirement. Also, if
employees’ performance is failing or where an employee indicates
they are unable to work in the same way but wish to continue
working, adjustments are made in consultation with occupational
health consultants.

Recruitment and training costs have been reduced.
Older workers’ policies have supported BHL positioning as an
employer of choice.

BHL provided family plans and insurances so younger people who
wish to have a stable job for their future could count on them.
The company also provided solutions and opportunities for the
younger employees such as certifications so they can get better and
improve their skills.
BHL in its life span has become one of the best companies to start as
a young person with less opportunities or without as it provides a
sustainable, safe and modern environment to educate, work and
experience a company’s good policy towards its employees.

CASE STUDY
ENTITY BACKGROUND:
TBL global services is a legal entity specialized in IT project
management and legal solutions. The company provides advisory for
other companies, legal services, protection system and programmers.
It is based in Berlin, Germany and has more than 80 employees. Most
of the employees are around the age of 38-50. Younger employees of
TBL start as interns, though most of them quit their jobs or do not
accept work offers from TBL for stable occupation.
THE ISSUE
The word was out for TBL. People believed that the company was
misbehaving younger employees and did not accept personnel who is
younger or less experienced. The HR department and Mr. Ratan, the
head of the HR department, noticed after two years, the ongoing
limited interest in the hiring places that TBH offered. So, in addition,
they decided to change their tactic. They would begin as a
department to do monthly assessments and discussions not only with
the people who have been hired for more than a month but also with
the in-terns and the younger/less experienced personnel.
Mrs. Jacy works with TBL global services, IT project management
company, in the HR department. Mrs. Jacy is one of the few interns of
the last year, the year that the new tactic was introduced by the HR
department.
Jacy is known for her involvement not only in her duties but also in
other various activities of the department. She was aware of many
minute details about the department throughout her tenure. Hence,
she becomes a point of contact for any such information which often
consumes her time.

She is loaded with responsibilities very often, sometimes given to her
and sometimes taken by her. In the beginning, she was happy with
her profile and gave her the best in all the responsibilities with her.
When years pass and she gets elevated to higher responsibilities she
becomes overloaded. Still, she was happy with her job.
One fine day suddenly, she realized that many of her colleagues
complete their work on time and also equally take care of their
personal life. On the other hand, Jacy, having been loaded with
responsibilities completed it partially at work and partially during her
personal time. This becomes a reason for her stress. Mrs. Jacy is also
one of the youngest employees of the company and one of the few
females.
She started questioning her ability to not being able to complete her
work at the scheduled time. Later, she understood that apart from
given responsibility she was involved in many other crucial activities
of the department which becomes her additional responsibility which
slowly the people forget that it is not under her job profile.
Jacy being highly disturbed started feeling her job as a burden. She
thought she can’t come out of this because the habit which she
developed for herself and her coworkers is irreversible. So, she finally
decided to take a break from her job. She fixed an appointment with
the head HR, Mr. Ratan, for her resignation. He knows the fact that
her involvement is irreplaceable and he also knew that she can be his
competitor in a very short period, so, he had some other plans for
her.

THE SOLUTION:
Mr. Ratan discussed with her the various problems with the workload.
Mrs. Jacy felt like she didn’t have the experience to fulfill all of the
given tasks, she felt discriminated in the work-load as if her coworkers
did not respect her boundaries. She also felt that the payment was
less that her male’s payment and that she wanted to move on from
this workplace.
Mr. Ratan decided to have a talk with the younger employees and
especially Mrs. Jacy who was the one who started the conversation.
During the conversation, Mr. Ratan understood that Jacy wants to quit
her job. So, he convinced her to do work from home and advised her
to limit her responsibilities as she will not come in any direct contact
with the employees. Jacy happily accepted the option and she felt
relaxed.
Mr. Ratan wishes to have Jacy as head HR. This shows that he is aware
of what is happening in the department. also, he knows who is
working with high involvement. Hence the Organization structure
seems to be proper. In the case, it is mentioned that Jacy undertakes
responsibilities on her shoulder even though it is not under her
profile. Both the above-said options could be a reason for Jacy being
overloaded majorly because of her nature and minorly because of the
structure.

Mr. Ratan, seems to have a clear idea of what is going on in the
department. He is aware of the social obstacles between the
collaboration of the workers. He decided to introduce different
solutions for the employees so the collaboration will improve and the
stay of the newer employees to the company will increase.
He decided to promote new trainings in or-der to help younger and
older staff to bond and find new ways of respect and communication.
He hired an NGO to do several trainings regarding trust, good
communication, company policies, respect and good manners. He
decided to provide a guidebook with all the in-formation about
complaints and rules written. He also added a monthly evaluation
between coworkers, so they can manage to do a good risk
assessment.

In this way, the company in a time frame of two years doubled the
average stay of the younger, newer personnel to the company and
reduced resignations down to a 7%, differencing from the 29% two
years ago. The new system was a success and Mr. Ratan decided to
provide new methods in the company’s HR policies every two years,
adjusting to the new data of each year.
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