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MODULE 4
Title of the module

MODUL 4

Organisational development in light of the development of social and emotional skills
Target group

stakeholders in organizational development of rehabilitation centers (teachers,
trainers, executives of companies and schools, employees)

General objectives of the unit
Giving advices on organizational development opportunities, intstruments for
companies and schools, aimed at creating a healthy and positive emotional
climate.
Demonstrate the importance of developing social and emotional competences,
individual and group skills in vocational training /organisational development.
Strengthening and developing participants' social and emotional competences.
Increasing the social responsibility of companies with sensitization of
employers and employees, awareness raising. Promote employment and
social integration of young people with disabilities.
Duration

2 days

Analysis / description of the contents
It is advisable to entrust the conduct of the two-day training to someone, who is experienced in the development of social and
emotional competences (SEC) and in vocational education too, so that they can provide effective counseling. During the training, there
should be a continuous opportunity to answer questions, exchange experiences and discuss cases. It is worth maximizing the number
of participants in ten-twelve.
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Ice-breaker
Some recommended icebreaker games to relieve initial tensions and get to know each other.
The family’s mania: We're sending someone out of the room. Those, who stayed inside, will be members of the family, who choose a
common "mania", which can be a typical movement, mimicry, gesture, word, e.g., coughing, crossing of legs, smoothing hair, etc. The
recalled player must ask questions of the family members, who must use the choosed "mania" during their responds. It is worth to use
other gestures, movements, etc., to make it harder to guess the common one. (Tanulj másképp, 2019)
A circle: The participants sit in a circle. First they throw the ball to one another in one direction, and then in different directions, while
saying their own name. After everyone's name has been spoken at least twice, we make the game more difficult by saying the name of
the person, whom we throw the ball. It is even more interesting to associate the names of persons with attributes, movements or
sounds, or if we throw the ball in an established order. We can also recall the names of those, who threw the ball before us, in the
correct order. (SEC4VET, Instrument 3.)
Introduce me: The participants talk in pairs, and try to learn more about each other. The leadre can help the discussion with questions,
written on the board: Where do you work? Who are your colleagues in the group? Finally, everyone introduces their partner to the
others. (SEC4VET, Instrument 3.)
Organizational culture, as the basis of organizational development
Organizational culture is a system of norms, assumptions, beliefs and values shared by members. It plays a central role in functioning
of organizational development, and can be very different in each companies. (Barlai - Csapó, 1997) In some workplaces creative
thinking and risk-taking are valued the most, but in other ones cautions and careful planning are accepted. There are leaders, who are
determined their own ideas and concepts, while others appreciate initiative thoughts from their workers. They can have less or more
flexible approach to original rules and processes of the company. Some team are result focused, other prefer quality and spend
enough time for it, but they can take pride in cooperation too. (Good.co team, 2019)
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Organizational development is a management-led, systematic intervention in the processes of the organization, with the aim of
increasing efficiency. According to Beckhard, these processes include: decision-making processes, communication systems,
relationships between groups, leadership conflicts, goal setting, planning methods. S. N. Herman’s (1970) help us to know, where to
start. The tip of his iceberg represents the formal sphere of the company (corporate structure), while the underwater part represents the
informal domain (members‘ emotional dynamics). The iceberg can only sink, if the underwater section allows it. (Barlai - Csapó, 1997)
„In healthy organizations, culture, climate, and practices create an environment conducive to employee health and safety as well as
organizational effectiveness”. (Lowe, 2010) An investment in company culture doesn’t just improve employees satisfaction, also
increase the creativity and productivity of them, thus boost customers satisfaction and sales. It has far-reaching effects. Engaged
employees are less likely leave the organisation, cause fewer accidents and quality defects, and their health care costs are less. (D.
Goleman, 1995; L. Graham, 2012)
So, to make a business more efficient, we need to make a positive difference in the members' behavior and thinking. It is hard
to change an organisational culture, in the words of Károly Varga, the “Archimedes point” of organizational development. For work
communities, culture is like the personality of the individual, which defines the accepted values, decisions and actions.
(Barlai - Csapó, 1997) For example, there is a company where all employees regularly work large amounts of overtime, and already the
employer has to ask some of them not to exceed a certain number of hours. At this company an employee, who wants to take care his
own mental health, and doesn’t want to take on so big amount of overtime, will be fired sooner or later.

TASK Collect real-life experiences of how the culture of a particular organization influences the operation of the company.

The different aspects of social- and emotional competences
According to researchers, we can separate emotional and social skills only in theory. In practice, they are always closely connected, so
we use the term social-emotional competences. These are built up a wide range of knowledge, attitudes and skills relating to the intraand interpersonal processes, which make possible for people to handle social interactions effectivle. For example, thereto, that
somebodey can solve a conflict with an another person, the situation requires problem solving abilities, use of strategies for handling
the conflict (e.g., apologize), emotional management of negative feelings, (e.g., maintaining calmness), being empathic, general verbal
and listening skills, etc.. (Zsolnai Anikó, 2015; Orpinas, 2010; Cefai - Bartolo – Cavioni – Downes, 2018)
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There are different approaches about how to systematize social- and emotional competences. In SEC4VET projekt it’s divided into
eight module:
1)
2)
3)
4)
5)
6)
7)
8)

perception of emotions in oneself,
perception of emotions in others,
emotion regulation in oneself,
emotion regulation in others,
empathy,
acting empathetically,
understanding social norms,
positive relationships.

The third tool in the SEC4VET project includes tasks to develop social and emotional abilities. It provides a great resource for the
trainer, to demonstrate the different aspects of social-and emotional competences in relation to corporation development, in a practical
way. With these tasks the participants own competences can be improved unbewares through the training. For example, a game called
"Cooperation", by its very name, can increase the effectiveness of collaboration between group members in a simple, but difficult task,
that requires only one spaghetti dough. The task of "Blind trust" aims to build trust between people, which is not easy when
somebody‘s eyes are closed. The "Emotions thermometer" can help to recognize a person own feelings, and determine the processes
behind it, and thus develop control.
At the end of each game, it is worth sharing, discussing the experiences and linking them to situations in the participants own life. In
their sight, which of their abilities should be developed for handling social interactions more successful? Which social- emotional
competences find the attendance really important to be promoted in special education / in corporation development processes?
Although for adults these tasks may seem "just" a play and an unnecessary pastime, keep in mind, that learning is much more
effective, and the acquired knowledge is maintained for a longer period of time, when we get it in a motivated condition, through
activity. Do not underestimate the power of game, because we learned our most important skills, e.g., our movements, our words
through them.
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How to make healthy organizations? Possible areas and ways of organizational development
There are different groupings for the areas, which play significant role in improvement of corporation development, but they mostly
agreed in these:


promote partnerships with other organizations,



development of the corporate’s structure,



create vibrant, resonant workplace, positive culture,



develop leaders, leadership,



assist progression of teamwork, intra and intergroup relationships,



improve individuals. (Barlai - Csapó, 1997; Fabio, 2017; L. Graham, 2012)

1. Identify the current organizational climate
The infromations, which employers get from employees through assessments, will help them to choose the main intervention points of
the developments.

METHODS
a)

b)

Employee surveys, which assess the factors (in form of statements), what make the organizational climate better.


Employees need to agree or disagree with these. For example:„The goals of the leader are challenging and realistic.



Procedures and policies are reasonable and necessary.



The employees receives positive feedbacks and praise for their successful performance.“ (Indeed, 2019)

Obtain feedback by meeting with workers. Prepare with questions, like how they feel about their position in the company.
(Indeed, 2019)
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TASK
Divide the participants into two or four groups. Half of them should collect helpful questions for a meeting, other groups will compile a survey
from useful statements. The questions and statements should asses the more aspects of the organizational climate, show a comprehensive
picture of the current situation.

2. Developement of individuals
At the individual level, the employed methods improve the psychological health of the employees. Social and emotional skills play a
significant role in these processes as they promote healthier and more productive interactions, also determine the motivational level,
and for this, the quality of the person‘s performance in the workplace. Interventions are aimed at building strengths, enhancing positive
individual resources, like self-awareness, self-control, self-confident, etc. (A. Di Fabio, 2017) „There are different leadership styles,
which are focus on promoting the resources, talents, and potential of employees thereby enabling them to realize themselves fully and
achieve well-being as part of healthy organizations. It’s the key to mobilizing energy, coping with challenges, and promoting sustainable
development.” (A. Di Fabio, 2017). For example good frustration tolerance and flexibility are needed for coping with the day-to-day
challenges, and providing the right solutions for them.
The burn-out phenomenon linked to this topic, which, according to Freudenberger, is the physical and emotional mental exhaustion of
chronic emotional strain and stress. It involves hopelessness, negative attitudes, and incompetence. Finally, the person will be
completely unfit for work. In most cases, at this level, only the leaving of the track, or maybe a longer break can help. Burn-out affects
large part of society, but the most vulnerable are those with helping professions. (L. V. Heinemann –T. Heinemann, 2017) Substantial
sums have to be spent on retraining and replacement of those, who dropped out of work, not to mention early retirement and medical
care. In Germany alone, accidents at work, which are caused because of burn-out sindrome, amount to EUR 43 million per year.
(WEBBeteg, 2014) The lack of social-emotional competences is linked to crime and unemployment, which also involves high costs.
For a company, investing in individual and also group skills development programs represents a return on costs of more than ten times.
As educators teach future employees, and burn-out is particularly prevalent in this job, it is imperative that educational institution
leaders provide scope for training in the development of social-emotional abilities. Their classroom communication, leadership, and
conflict management work reflect the quality of these competences. More competent teachers in this regard are able to model the
behaviors that students need for their social inclusion. In this way, they can provide students with a helping hand not only in their
educational and organizational tasks, but also in solving community problems and serving as a model for their later behavior in work.
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METHODS




mentoring,
coaching about improvement of specifc skills / development (preparation for a new position) / executive’s agenda,
training (D. L. Anderson, 2017), e.g., video / conflict, stress, time management /self-knowledge / communication / leadership /
team building trainings.

TASKS
a)
b)

Try out the folowing exercises from Instrument 3. to develope participants self-awareness and self-confident: „I like myself”
„Confidence game”.
Learn how to relax people‘s body and be more content with their emotions through these exercises: „The balloon” “A clear sky” “
Visualizing emotions”.

3. Employement of people with learning and / or mental disabilities
The topic should be processed on the basis of concrete examples, which can be gathered from vocational trainers. However, it is much
more effective and lasting to transfer knowledge, if the presentation of the topic based on one's real life observations Without the
participants own experiences, this informations provide the basis for the subsequent tasks too.
It is typical of a large number of students with learning disabilities, that they have a strong desire for proof and thus a willpower. It is
especially important for them to be accepted, and to meet expectations, so they do their best to outperform themselves. It is easy to
maintain this motivated state by noticing small successes and regular praise. It may take more time for them to integrate into the group,
and to understand and get used to the rules, but most of them have good adaptive skills. Since they cannot memorize more complex
multi-part workflows, they can be employed mainly as auxiliary worker. They have a good monotony tolerance, so they should be
entrusted with packing, sorting and cleaning tasks. This gives the company‘s professionals more time for those works, which needs
more complex skills. Students with good dexterity are capable of completing sub-tasks, or helping in tasks requiring two people.
Each case is diverse, so the employer face various organizational challenges with different employees. Some people can concentrate

10

MODULE 4
for shorter periods of time, so they need more, brief breaks. People with moving disabilities may require special equipment to complete
the work. In this case, the workplace must also work on accessibility. Because of their health needs (catheterization, insulin), the
employer may need to provide a separate, private space, where they can calmly do them. All of this can be solved by a prepared,
dedicated team of employers and employees.

METHODS
We believe that sensitization, and social responsibility enhancement are much more effective with the involvement of the affected
social group, and the provision of personal meeting opportunities. Therefore, after the training, we recommend that employers test their
knowledge, and provide apprentices work opportunities at least for a few weeks. They should preferably accommodate by two at a
time, so that disabled young people won’t be separated from other workers, and really have the opportunity for integration, also the
other employees for sensitization. It is useful for students to be accompanied by a mentor, who can help not only them, but also the
employers with any questions, they may have. (ÉLETbelépő, 2015).

TASKS
a)

b)

The trainer makes profiles of workers with learning disabilities, provide by his own experiences. He writes down their disabilities,
the main personality characteristics and their tipical behaviours on papers. One or two of the participants will be the employers,
other one the student, and the rest will observate the employee interview. It’s also a good chance for the studendts to practice,
so trainer can invite them to that part of the training.
Divide the participants into smaller groups. Each group will select a student, for whom they will look for a possible job in their
own business. They should adapt it to the employee, if necessary. Discussions are recorded on an A/2 sheet, and presented to
the other groups. They should be given the opportunity to share their questions and doubts. Work together to find solutions to
these.
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4. Conflict management
Working relationships are significant in innovation. If employees share own experiences each other reagularly, they will be more
qualified and confident with their job. That collaboration results in lower level of stress, also a higher level of quality raiting. A healthy
group’s members respect and trust each other. Unclear, ineffective communication can lead to misunderstandings, even accidents at
work. Because of it, open and clear communication methods should be really important part of the organisational culture. Only those
people will share and debate different ideas, who can do it safely, as the different views of ideas are tolerated in the team. These
employees feel more connected and safer in their teams and are more willing to venture into the unknown together. (A. Di Fabio, 2017;
L. Graham, 2012)
Cultural differences (beliefs, how things should be done) can cause unpleasant, difficult situations, which require the understanding of
the social interactions from the perspective of the other person. If somebody is upset, he is not able to make decisions and see things
clearly. Instead of immediately getting defensive, people need to regulate their feelings and demonstrate their opinion without blaming
or attacking others, also have to accept the final decisions of the team. Ability to comply with the general social rules is a basic
requirement at the workplace and essential to maintain order. (D. L. Anderson, 2017)
Substantial economic differences between employees, relating to, e.g., incomes, positions (competition for promotion), disabilities,
ethnic, etc., can produce a lower level of trust, also envy and prejudice. When one group holds a feeling of superiority over others, or
past injustice, mistreatements leave hurting marks, these can lead to hostility, which means that employees start working against each
other. There are some potential solutions, like increasing contacts, implement a superordinate goal, organise aid plan discussion, but
sometimes it’s needed to exchange the team members finally. (D. L. Anderson, 2017) As a prevention, it’s worth organising regular
meetings for ensuring collegial support and advice, and for solving sensitive problems between the members. Set up also social activities
for promoting the team to bond on a personal level, e.g., celebrations (wins, birthsdays, christmas). (Good.co team, 2015)
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regular case discussion groups (Bálint method),
feedback talks,
group council,
team meetings,
team building activites.

TASKS
a)

Collect real life conflicts for case discussions. Could be these problems solved in another ways? Which were the most difficult
aspects of the situations?

b)

Improve the emotions’ regulation and the cooperatin of the participants with the folowing games from Instrument 3: „Emotion
thermometer” „What makes me lose my temper” „Musical chair”„Our story in music” „Cooperation”.

5. Encourage positive spirit of workplace through friendly behaviour and positive speaking
„One of the best ways to improve our employees attitude is to model the behavior we want to see in them. If we show respect, trust,
patience and encouragement, we are more likely to receive them in return.” (Good.co, 2015) Employers and employees can also make
the first moves for a better workplace, with changing their own attitude by becoming more positive. Happines is determined 60% by our
genetics, biology and living conditions, but for the remaining 40% we are responsible. Here are some attitudes, advices and exercises,
which can be used for learning to be able to create a healthier organisational climate. In books, like „Sonja Lyubomirsky: The how of
happiness”, we can find more of them, based on scientific researches. (Antal-Ferencz Ildikó, 2018)
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Give positive reinforcement

TASK
Practice the ways of making compliments in the group: „I really enjoy working with you because…” „Your team couldn’t be successful
without your…” „You’re really good at…” Use „Making compliment”, „I think… is nice”, „High five to a friend” exercises from
Instrument 3.


Show and share gratitude: A very effecient way of evolving our grateful attitude, is writing of gratitude diary. Day by day, wou will
appreciate life more and find yourself feeling happier. Connect to your emotions is significant part of the process. Ask yourself, for
what can you be grateful, why it matters to you, wait for the memories and feelings to come up. Than, write it down. (K. Evans,
Intelligent Change) Don’t keep your positive feelings inside, thank regularly your colleges, also for those actions they weren’t
expecting to get thanked for.

TASK
Draw a „happiness tree”. As roots, write sentences, which are about things, for what the participants are really grateful, related to their
work. For keeping anonymity, they can write their sentences on little papers, without seeing anybody else, mix them, and finally put
them under the tree.


Encourage positive thingking

TASKS The participants put anonymously posts of positive thoughts on something, on what others can see it. Also use „Exercising
optimism” game from Instrument 3.


Simple gestures, e.g., providing free coffe, offer your help, give small present, ask people how was their weekend, etc. (Good.co
team, 2015)

TASK Use „My secret friend” from Instrument 3., and do something kind for someone in the group during the day.
TASK Collect more friendly behaviours, what you would be able to use in your workplace!
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6. Motivation and development of employees and employers through feedbacks
Respect and trust among employers, employees and trainees is required for maintaining an open enviroment, which support two-way
communication between the members of the company. Providing and receiving positive feedbacks and constructive criticisms is one of
the best ways to increase awareness, motivation and so the achievement of workers. (D. L. Anderson, 2017; Indeed, 2019) Give
everyone the responsibility to improve the workplace and provide suitable forums for employees to express their views. Ask them about
improvement ideas, and let them having a meaningful input into decisions, which affect them. Take into account, that it can be difficult
for them expressing negative feedbacks, mainly when it’s come to employers. (Indeed, 2019)
How should we expressing criticisms or positve feedbacks? Talk people directly and be approachable. Instead of showing agression,
be assertive and confident, so make statements, but also stay open for others’ opinion. Helpful and ecouraging attitude is important,
offer possible solutions for the problems, mistakes. But always be as clear as possible! Emphasize the strengths and capabilities of the
employees, rather than weaknesses. (D. L. Anderson, 2017) The sense that the manager values workers’ skills and achivements is
very important for them. Therefore leaders should take care of recognizing and appreciating of hard work. (Indeed, 2019) Though, they
need to be sure, that their praise is meaningful for the workers, and don’t become ordinary. Employees should also provide realistic,
positive feedbacks to their bosses, to confirm them in their work’s value.
To prevent misunderstandings, use positive speaking style, like avoiding monotone answers, or talking too quickly, to engage the
listener. It can be very difficult to listen effectively. Ask both open and close questions, for showing your interest, and make sure, you
understand the other clearly. Avoid:

destructive questions „You think, I ruined it?”,

manipulative questions „I am the boss. You have to do it, how I want.”,

multiple questions „When will you want it? Or don’t you want it? Can you get it from somebodey else?”. (Business Queensland,
2018; Indeed, 2019)
Pay attention for your nonverbal communication. Your posture should be open, with your body turned to the speaker. Leaning forward
slightly show, that you are actively listening to other. Simple gestures have positive effect on conversations, like nodding, opening your
palms, maintaining eye contact. Avoid negative body language and facial expresses, e.g., clenched fists, folded arms, rolling eyes,
frowning, glaring, sneering. Glancing at your watch regularly, playing with pen and doodling show, that you are disinterested.
(Business Queensland, 2018)
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Constructively criticize:

Sandwich method: Deliver criticism between specific praise statements. Offer productive advices and your assistance.

„I” language strategy: Use “I need…”, instead of telling them, what they need to do, with “Yous should…”.

Focus on the specific actions or behaviour, that you want to be improved, changed.

Provide actionable feedback, e.g., if employees productivity is low, create daily checklist to outline urgent -, important-, and niceto-have tasks. (Indeed, 2019)
Leadership can implement a formal rewards system, what can be based on mesaurable performance metrics, e.g., specific sales
target. As reward:
pay bonus,
give additional days off,
give an appropriate gift or a similar perk,
praise in e-mail or personal. (Indeed, 2019)


360-degree feedback: Anonymusly, through questionnaires and interviews, employees and employers get wide range of
feedbacks from the people, with whom they are working. This method can be a powerful source for personal reflection and
change, also for team interventions. (D. L. Anderson, 2017) Annual employee appraisals between superiors and
employess are advisable.

TASKS

a)

Divide the participants into smaller groups. Each group should write down e-mails, in what they thank and praise a fictiv or a real
employee for his performance.

b)

Make constructive critiques in pair. If the participants don’t know each other, than imagine, their pair is a college or boss from
their real workplace.
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7. Sharing mission and vision
Therefore raising the level of trust, respect and motivation among employees and employers, workers should be given the autonomy to
direct their own tasks. For that, leaders need to improve the awareness of the employees in their job. (Indeed, 2019) Show them, that
their work is meaningful, with clerifying the company’s mission, and how their tasks play an important part in the organization’s projects.
Make sure, that workers understand the leaderships’ expectations. Do they find the goals of the working processes chalenging, but also
enough attainable? Improve the understanding of task delegation, to show how rationale are the leaders, and become more valued
among employees. As a result these clarifications, team members will be able to complete tasks with minimal supervision, and the
amount of missunderstandings will increase, while the working processes become shorter and more efficient. (Indeed, 2019)
Awareness raising is also important in percpective of team work. Possible causes of misunderstandings between members can be:

„confusion about the team’s objectives,

ambiguity about team goals and how they will be achieved,

missing handoffs or duplicating work between individuals who do not understand their unique roles or interdependencies,

unclear expectations from the leader,

lengthy decision-making cycles and an unclear authority for decisions,

mismatched expectations for communication and information sharing,

long and unproductive meetings (…).” (D. L. Anderson, 2017)
METHODS
a)




b)


Communicate expectations clearly and ensure understanding through these steps:
give enough detailed informations, specific and quantifiable objectives,
check for understanding, e.g., „From where will you get the information?“ „Will you need help?“,
set a follow-up time: date and location, allowing for rework or redirection. (D. White - P. White, 2016)
Useful methods for solving misunderstandings in team work:
funding planning from the aspect of appreciative communication,
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team start-up and transition meetings,
confrontation meetings,
role negotiation and role analysis,
work redesign,
workout (eliminate inefficient, redundant parts of the job),
appreciative inquiry (strengh oriented method). (D. L. Anderson, 2017).

TASKS
a)

Develop your companies (it can be fiktiv) mission statement, and complete it with the topic of social and emotional
competences. How is your work position helpful in reaching company’s aims?

b)

Make up (complex) tasks for other participants. Did they do it in the way, how you wanted it? What was the problem?

8. Create suitable work environment with changing the frames of working
The two major workplace chalenges are work stress and life/work imbalance, e.g., employees don’t take their vacations because of the
too much workload, unpayed overtime, unpredictable work schedule, no time and facilities for self-improvement, sport and family. Now
the focus is on how can the leaders change the frames of working for promoting the mental- and physical health of workers, also help
them to live a balanced life, to increase the productivity and quality of their work in the company. (A. Di Fabio, 2017; L. Graham, 2012)
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workload optimization (overtime, job allocation),



compensations and other rewards are fair,



patent systems for new participants and new employees,



predictable work schedule,



more flexible policies, like using of own personal devices is free, flexible work schedule, e.g., for one hour overtime some other
time go home earlier,



adequate working conditions (facilities, tools, equipment and other resources) for working processes,



improve the actual work environment, e.g., natural light, bright coloured walls, motivational posters, personal items on working
desks (photos, plants),



sports facilities, e.g., ping-pong table, regular guided workouts, „walking meetings”,



learning facilities in working time, e.g., trainings. (WEBBeteg, 2014)

TASK Divide the participants into smaller groups. Complete the list above, and build their own „dream company”. Could they carry out
the listed offers? After discussions and brain stormings, demonstrate their „corporate” to the other participants.
Evaluation and closing of the training
In conclusion, ask participant for a positive and a negative criticism of the training. How useful was it? What made the deepest
impression on them? What is it, that managers will definitely change in their company as a result of the training? Set some achievable
goals for themself for the future!
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General meaning and meaning within the frame of SEC4VET
The main goals of the SEC4VET project is to facilitate the successful employment of young vocational school students with learning
disabilities and / or mild mental disabilities, ultimately their social inclusion, and systematize the developement of social-emotional
skills. The targeted individual improvement of these skills should be supplemented by an organizational culture that promotes these
skills in the process flow.Today, employers themselves are looking for employees who, in addition to possessing professional skills, are
able to cooperate with employers and employees, and are motivated to work. The following four skills were ranked as the most
important for school-leavers:

ability to work in a team,

ability to solve problems,

decision-making ability,

ability to communicate verbally with people inside and outside the organization (ÉLETbelépő, 2015).
It is therefore important, that individuals have the appropriate social and emotional skills to participate successfully in long term in the
labor market. Vocational school students with learning disabilities and / or mild mental disabilities, mainly due to their condition, have
lower skills, often reinforced by their socio-cultural background. Characteristically, there is a lack of their own emotions expression, also
decoding and acceptance of other's emotional state. This makes communication difficult, causing many conflicts, leading to a feeling of
inadequacy, deteriorating self-esteem and then dropping out of training. School-leavers without profession have significantly worse
chances of entering the labor market, leading to social problems in the long run.
Another reason for exclusion from employment is the lack of immediate support that students leaving special vocational schools would
need much after their school years. This personalized, individual support would help them enter the labor market. If they do not get it,
they can be stuck at home for years, become inactive on the labor market, and become marginalized, a process that is very difficult to
reverse. This situation is exacerbated by the fact that the employer side is not sufficiently aware of the employment opportunities of this
special target group. On the contrary, there are several misconceptions that undermine their conception of them. Based on experience,
these can be most affected by personal encounters and experiences, which, unfortunately, have little chance. (ÉLETbelépő, 2015).
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Relation to the target group
Through the training, the company/school can get helpful organizational development suggestions that can increase employee
satisfaction, motivation and lengthen their engagement. By developing social and emotional skills, training contributes to maintain the
mental health of employees, and raise their work efficiency. These competences are also necessary for everyday cooperation and
effective resolution of conflicts, thus increase the quality of joint work.
The goal should be to develop the organizations in such a way that social-emotional skills are promoted through certain processes,
rituals, instruments. This aim should not only apply to the organizations in which young people with disabilities work after training.
It should primarily refer to the organizations and institutions in which young people are trained: rehabilitation facilities or inclusive
training opportunities. The social-emotional skills should be developed among the employees (teachers, trainers) and the trainees; in
principle, it is about a company and school culture that attaches great importance to the development of social and emotional
competences for all involved.
At the end of the two days, participants have an idea of what measures they can take to handle the topic of “promoting social and
emotional skills” as a generall task. Also, they will know tools to develop their organization in the corresponding direction. Managers
become more prepared to employ people with disabilities, learn about the benefits of employing and how to offset disadvantages. The
workplace can also integrate the program into its Corporate Social Responsibility program. The company’s prestige will necessarily
increases by attending a training course in accordance with EU directives.

21

MODULE 4

22

MODULE 4

23

MODULE 4

24

MODULE 4

25

MODULE 4

26

MODULE 4

27

MODULE 4

28

MODULE 4

29

MODULE 4

30

