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THE MANUAL

This publication is the result of experiences from volunteers and youth workers from 4 
non-governmental organizations involved in the project Think Bigger, an intercontinental 
cooperation that aimed to allow for a more effective collaboration in the field of youth work 
between partners from Europe and Asia.
It´s important to reinforce that some information in this manual are based on the personal 
perception of the participants.
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Think Bigger is a project coordinated by Fundacja MODE - Move and Develop Foundation (Wrocław, 
Poland). It is developed in cooperation with Jeevan Rekha Parishad (Bhubaneswar, India), Volunteer 
Spirit Association (Songkhla, Thailand), and Youth Union of People with Initiative (Famalicão, Portugal).
Its most important goal is to allow for a more effective collaboration in the field of youth work 
between partners from Europe and Asia. In order to do that, the partners must to create new standards 
of cooperation and apply new methods for checking the quality of conducted projects and volunteering 
activities.

To achieve the project's goal, the partners need to cooperate on many levels, beginning from 
gathering the expertise and experiences of all involved parties. That should include gathering not 
only general, but also very region-specific perspectives on issues and challenges in youth work 
and volunteering. An important step in the execution of the project is sharing these perspectives 
with the partners, as well as gathering and exchanging further information about cultural and social 
factors that determine whether - and by what means - it is possible to realize successful mobility 
projects in a given country/region. Raising the awareness of such factors among the partners 
from various European and Asian countries is a starting point for providing a better preparation 
and support to participants coming from different socioeconomic and geographic backgrounds. 
In general, the project provides a chance for the partners to exchange practices and experiences 
with regard to management, risk handling, and communication in Europe-Asia youth projects.

The activities allowing the realization of the project's goal include (but are not limited to) mobilities of 
youth workers and voluntary service, as well as meetings of coordinators, whose task is to cooperate 
in the creation of a manual and take part in multiplying events for promoting both the project and 
the manual.
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WHY ARE WE TALKING ABOUT INTERCULTURAL LEARNING?

	 It	 has	become	commonplace	 to	 say	 that	 the	world	has	 changed,	 that	globalization	and	
internationalization	made	 everything	 different,	 that	 intercultural	 experience	 is	 the	 experience	
of	many	people.	This	 is	 indeed	true	for	those	–	and	there	are	many	of	them	–	who	encounter	
people	from	other	countries	and	cultures	 in	their	daily	 lives,	as	such	encounters	are	obviously	
‘intercultural’	experiences.	Freedom	of	movement	has	become	a	fundamental	aspect	of	modern	
lifestyle	 in	 recent	 decades.	 The	 need	 for	 intercultural	 dialogue	 is	 well	 recognized.	 And	 since	
communication	can	be	one	of	the	most	powerful	tools	to	exchange	experiences	that	can	contribute	
to	our	learning	processes	during	our	lives,	what	exactly	does	it	mean	to	learn	from	other	cultures?
	How	does	it	work?

“Intercultural	 learning”	 is	a	process	 in	which	we	are	 integrating	cultural	diversity.	This	process	
can	 be	 transfered	 to	 any	 kind	 of	 group	 or	 culture,	 as	 long	 as	 it	 is	 a	 conscious	 process.	 By	
discovering	others,	we	re-discover	ourselves.	We	put	in	question	our	own	differences	and	values,	
which	creates	a	mirror	effect	of	intercultural	learning.	

Learning	 cultural	 differences	 is	 learning	 how	 to	 accept	 someone	 else’s	 identity.	 It	 is	 a	way	 of	
understanding	their	differences	in	order	to	learn	how	to	respect	one’s	individuality	and	promote	
peace in the society. 

Intercultural	 learning	 helps	 inculcate	values	 such	 as	 empathy,	 open	mindedness,	 respect,	 and	
inclusivity:

EMPATHY	is	the	ability	not	to	judge	a	person	based	on	their	personality,	cultural	background,	race,	
and/or		familial	upbringing.	It	is	a	way	for	us	to	put	ourselves	in	someone	else’s	shoes	and	try	to	
understand	how	they	feel	in	society.

OPEN MINDEDNESS	is	practiced	when	one	has	learned	not	to	isolate	himself/herself	in	a	single	culture	
or	practice,	but	is	open	to	learn,	embrace,	and	maybe	even	integrate	some	foreign	elements	to	
their	daily	lives.

RESPECT,	one	of	the	most	vital	values,	refers	to	a	more	positive	attitude,	 in	which	one	does	not	
simply	 tolerate	 difference,	 but	 regards	 it	 as	 having	 a	 positive	 value.	 However,	 before	we	 can	
respect	someone	else’s	culture,	values,	or	way	of	 life,	we	need	to	become	familiar	with	 it.	This	
way	we	can	remove	grounds	for	discrimination	and	create	a	peaceful,	stereotype-free	community.

INCLUSIVITY,	sometimes	referred	to	also	as	belongingness,	uses	intercultural	learning	to	allow	us	
to	make	everyone	feel	like	they	are	part	of	the	general	whole.

Putting myself in different situations taught me a lot about myself and my relationships 
with others. It also allowed me to get rid of my expectations and accept things as they are.

--- Agata Klijewska, Polish Think Bigger volunteer in Thailand
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THE STEPS OF INTERCULTURAL LEARNING

          It	 is	 important	 to	notice	 that	both	non	 formal	and	 formal	education	can	only	act	during	
the	 first	 stages	 of	 the	 process	 -	 up	 until	 the	 acceptance	 phase.	 After	 that	 phase,	 the	 success	
of	 the	 process	 depends	 on	 the	 individual.	 It	 may	 be	 facilitated	 during	 the	 previous	 stages,	
but	 we	 must	 remember	 it	 should	 be	 generally	 based	 on	 inner-reflection	 and	 individual	
freedom.	The	 attitudes	 assumed	 by	 a	 person	when	 dealing	with	 cultural	 differences	 define	 their	
intercultural	competences.	

This	model	was	based	on:	Béatrice	Burgherr,	adapted	from	Margaret	Pusch,	
																																														A	Cross	Cultural	Training	Approach,	Illinois,	1979.
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INTERCULTURAL COMPETENCES

ELEMENTS OF INTERCULTURAL COMPETENCES

The	basis	of	intercultural	competences	is	in	the	attitudes	of	the	person	interacting	with	people	of	
another	culture.	This	means	a	willingness	 to	suspend	one’s	own	values,	beliefs,	and	behaviour,	 in	
order	not	to	assume	that	they	are	the	only	possible	and	naturally	correct	ones.	It	 includes	also	an	
ability	to	see	how	they	might	perceive	from	the	perspective	of	someone	from	the	outside,	who	has	
a	different	set	of	values,	beliefs,	and	behaviour.	This	ability	can	be	called	the	ability	 to	 ‘decenter’.

According	to	Council	of	Europe	("Autobiography	of	Intercultural	Encounters")

INTERCULTURAL 
COMPETENCES

Adapting	 one’s	 behavior	 to	 new	
situations	 and	 to	 other	 people,	
being	 sensitive	 to	 different	 ways	
of	communicating.
Example:	 When	 you	 think	 about	
how	you	spoke	to	or	communicated	
with	other	people,	do	you	remember	
having	 made	 adjustments	 in	 how	
you	talked	to	or	wrote	them?	

Ability	 to	 take	 on	 someone	 else’s	
perspective,	 to	 try	 to	 understand	
what they may be thinking or feeling. 
Identifying	 positive	 and	 negative	
emotions,	relating	them	to	attitudes	
and knowledge.
Example:	Put	yourself	in	their	position.	
How	 do	 you	 think	 they	 felt	 in	 this	
situation	at	the	time?	

Willingness	and	ability	to	get	involved	
with other people in making things 
different	and	better,	with	the	aim	of	
making	a	contribution	to	the	common	
good.
Example:	 The	 way	 I	 acted	 in	 that	
experience	was	appropriate	because	
what	 I	 did	 was…	 I	 think	 I	 could	
have	 acted	 differently	 by	 doing	 the	
following…	 I	 think	 the	best	 reaction	
from	me	would	have	been...

BEHAVIOR

ACTION

ATTITUDES 
AND FEELINGS

KNOWLEDGE 
AND SKILLS 

Discovering	knowledge:	using	certain	
skills	 to	 find	 out	 about	 people	 one	
meets	 (by	asking	questions,	seeking	
out	information,	and	using	these	skills	
in	 real-time	 encounters);	 becoming	
aware	 of	 one’s	 own	 assumptions,	
preconceptions,	 stereotypes	 and	
prejudices.	
Example:	Have	you	already	had	any	
knowledge	 or	 previous	 experience	
which	 helped	 you	 communicate	
better?	
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The volunteer 
wants to cancel 
the project and 

travel.

The volunteer´s 
expectations are 
too high and/or 

different from the 
project proposal. 

CLARIFY THE PROJECT MISSION AND  EMPHASIZE 
MOTIVATION OF VOLUNTEERS: EXPLAIN THEM, HOW 

IMPORTANT THEIR ROLES ARE FOR THE LOCAL COMMUNITY.

IT WOULD BE BEST TO EXPLAIN THE ABOVE DETAILS IN 
ORIENTATION MEETINGS BEFORE THE PROJECT STARTS.

ALL CHALLENGES CAN BE ENDED WITH “WE/US” IDEAS, 
NOT  “YOU/ME” OPPOSITION.

PREVENTION: PRE-DEPARTURE TRAINING BY
 SENDING ORGANIZATION, PRESENTATION 
OF VOLUNTEER RULES, PROJECT DETAILS. 

ON ARRIVAL: PRACTICAL TRAINING WITH LOCAL HOST 
ORGANIZATION BEFORE STARTING THE PROJECT. 

DURING THE PROJECT: ORGANIZATION OF TRAININGS, 
WORKSHOPS, TAKING PART IN LOCAL EVENTS WITH LOCAL 

PEOPLE AND INTERNATIONAL VOLUNTEERS.

 

MANAGEMENT OF MOBILITY PROJECTS: TIPS FOR PROBLEM SOLVING

Managing	international	projects	 involving	cooperation	between	different	countries	 is	always	a	big	
challenge.	And	 it	 can	be	even	more	 challenging	 if	 it	 involves	different	 continents.	The	 successful	
implementation	 of	 projects	 depends	 not	 only	 on	 the	 effective	 use	 of	 management	 tools	 and	
techniques	in	a	particular	organizational	environment,	but	on	the	effective	use	of	such	techniques	
in	 different	 geographic	 regions,	which	 generally	 incorporate	 large	 differences	 in	 their	 respective	
organizational	cultures.	

Considering	this	aspect	and	the	experience	of	managing	mobilities	within	the	Think	Bigger	project,	
all	 partners	 have	 developed	 together	 the	 following	 framework	 that	 aims	 to	 offer	 some	 tips	 for	
problem	solving	during	 international	mobilities.	Here	were	considered	problems	that	are	common	
in	many	international	mobility	programs	and	some	possible	solutions	were	 listed	according	to	the	
experience	of	each	partner	organization.

               
    

 possible solution

               
    

 possible solution

9



                                                                                       
     

    
   

   
   

   
   

   
   

   
   
prob

lem 

                                                                                  
     

    
   

   
   

   
   

   
   

   
   

   
  pro

blem 

                                                                            
     

    
    

   
   

   
   

   
   

   
   

   
   

    
proble

m 

The volunteer 
faces difficulties in 
adapting to the 
local culture.

The volunteer 
only thinks about 

what he/she can get, 
but not what he/she 
can contribute to 

the project.

The volunteer is 
not motivated 

enough to work in 
the field.

PREVENTION: INCLUDE BASIC CULTURE AND 
LANGUAGE CLASSES IN PRE-DEPARTURE TRAINING IN ORDER 

TO ALLOW THE VOLUNTEERS TO BETTER UNDERSTAND 
DIFFERENT CULTURES.

PROVIDE ON ARRIVAL ORIENTATION WITH MORE DETAILS AND 
PRACTICAL INFORMATION ON LOCAL CULTURE AND LANGUAGE.
ORGANIZE CULTURAL ACTIVITIES AND ORGANIZE EVENTS SUCH 
AS ‘EXCHANGE’ OF FOOD, MUSIC, OR ANY ART FORM, TO ALLOW 

THE PARTICIPANTS AND THE LOCAL COMMUNITY TO 
UNDERSTAND EACH OTHER’S CULTURE BETTER. 

PREVENTION STARTS WITH THE SELECTION PROCESS – THE CHOSEN 
VOLUNTEER SHOULD HAVE SOME EXPERIENCE AND HAVE DONE VOLUNTARY 

SERVICE BEFORE. THE NEXT STEPS ARE ORGANIZATION OF A 
PRE-DEPARTURE TRAINING AND ON ARRIVAL TRAINING WITH LOCAL HOST 

ORGANIZATION BEFORE THE START OF THE PROJECT.

PROVIDE THE VOLUNTEER WITH ASSISTANCE 
OR MENTOR’S SUPPORT, OFFER THEM A STAY AT HOME 

WITH THE PEOPLE FROM THE COMMUNITY. IF THE VOLUNTEER 
STILL DOESN’T WANT TO DO THE FIELD WORK, OTHER TASKS 

(EG. TECHNICAL) MAY BE ASSIGNED.

MANAGEMENT OF MOBILITY PROJECTS: TIPS FOR PROBLEM SOLVING

               
    

 possible solution
               

    
 possible solution

               
    

 possible solution
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The volunteer 
faces difficulties in 
adapting to local 
eating habits/local 

cuisine.

The volunteer is 
facing a language 

barrier.

The volunteer 
deals with health 
issues, such as skin 
allergies, climate 
intolerance etc.

MULTIPLE POSSIBLE SOLUTIONS:
1. OFFER THE VOLUNTEERS THE AUTONOMY TO COOK 

THEIR OWN FOOD  BY PROVIDING THEM WITH A 
GAS STOVE (IF POSSIBLE, OFFER A BIGGER AMOUNT 

OF POCKET MONEY SO THE VOLUNTEERS CAN 
BUY FOOD AND MANAGE THEIR OWN MEALS);

2.  HELP THEM WITH FINDING LOCAL RESTAURANTS 
SERVING THE TYPE OF FOOD THEY WANT/NEED;
3. GET IN TOUCH WITH OTHER PEOPLE WITH THE 

SAME DIETARY OPTION TO GET SOME IDEAS 
(COOKING FOOD TOGETHER, FINDING 

DIET-FRIENDLY PLACES ETC.)

PROVIDE A TRANSLATOR OR MENTOR’S ASSISTANCE AT WORK; 
ORGANIZE WEEKLY LANGUAGE CLASSES TOO.

PROVIDE THE VOLUNTEER WITH ALL NECESSARY 
VACCINES (SOME MAY HAVE TO BE PROVIDED BEFORE ARRIVAL), 

PUT VOLUNTEERS IN CONTACT WITH LOCAL DOCTORS.

               
    

 possible solution
               

    
 possible solution

               
    

 possible solution

11



          
     

    
    

                                         
      

    
    

    
   

   
   

   
   

   
   

   
   

   
   

   
   

  pr
oblem

 

                 
     

    
    

                                           
     

    
    

   
   

   
   

   
   

   
   

   
   

   
   

 pro
blem

 

                 
     

    
    

                                           
     

    
    

   
   

   
   

   
   

   
   

   
   

   
   

 pro
blem

 

Personal influence 
of one toxic person 
among volunteers 
- causing inner 

conflicts, 
inhibiting 

integration etc.

The volunteer 
is dealing with visa 
issues, eg. visa is not 

prolonged. The situation 
results in the volunteer 

being taken to the 
police station 

in order to explain
 the situation.

The volunteer 
wants to be close 

friends with the staff 
of the organization, 
but the staff don’t 
have the same 
expectations 

and/or interest.

ORGANIZE PERSONAL MEETINGS, LOOK FOR 
SOLUTIONS WITH EACH VOLUNTEER 

INDIVIDUALLY AND/OR IN SMALLER GROUPS.

(IN THIS EXACT CASE, THE HOSTING ORGANIZATION 
FINALLY DECIDED TO SEPARATE THE TOXIC PERSON AND HOST HIM 

IN ANOTHER FLAT, WITHOUT ANY SHARED TASKS 
WITH OTHER VOLUNTEERS. LUCKILY, 

THEY HAD THAT OPTION.)

BOTH PRE-DEPARTURE, ON ARRIVAL, AND DURING THE 
STAY IN ANOTHER COUNTRY: UNDERLINE 

THE IMPORTANCE OF VISA 
ISSUES TO ALL VOLUNTEERS. THE HOSTING 

ORGANIZATION SHOULD HAVE ACCESS TO ALL 
THE DOCUMENTS RELATED TO

VISA AND APPLICATIONS.

PUT THE VOLUNTEER IN TOUCH WITH OTHER LOCAL 
PEOPLE WHO ARE INTERESTED IN THIS KIND OF CONNECTION.

                
    possible solution

                    possible solu
tion

                   

 possible solutio
n
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     The volunteer 
 joined the project 

to escape from their 
local reality and the 
expectations of their 
family; they are 

  not motivated 
by the project 

itself. 

The volunteer 
feels discriminated  
in the health care 

service because of their 
nationality 

and/or 
ethnic group.

SUPPORT THE PERSON AND SHOW THEM ALL THE 
OPPORTUNITIES THE PROJECT OFFERS TO THEM - WHAT THEY 
CAN LEARN AND HOW THEY MAY BECOME THE PERSON ABLE 

TO CHANGE THEIR REALITY BACK HOME. IF IT DOES NOT 
HELP AND THE VOLUNTEER IS STILL NOT MOTIVATED, STOP 
THE PROJECT AND ACKNOWLEDGE THAT THE SELECTION 

PROCESS WAS NOT CONDUCTED PROPERLY.

HEAR THEIR STORY AND TAKE THE OPPORTUNITY 
TO REFLECT ON DISCRIMINATION OF PUBLIC SERVICES IN YOUR CITY. 

IT IS AN IMPORTANT MOMENT FOR THE VOLUNTEER TO GET AN IDEA OF 
WHAT ARE THE STEREOTYPES ON THE PEOPLE OF THEIR 

NATIONALITY/ETHNIC GROUP AND TO ANALYZE 
THEIR OWN PREJUDICES.

               
    

 possible solution
               

    
 possible solution

																	To	give	even	more	examples	of	solving	real	problems	that	occur	
							during	mobility	project,	we	asked	each	partner	organization	to	describe	a	real	

						case	they	had	to	deal	with	related	to	volunteering	and	the	solution	they	chose	for	it.	

Additionally,	the	Thai	organization	(VSA)	shared	their	experience	in	the	form	
of	a	scheme	of	the	“volunteering	cycle”	that	can	support	less	experienced	
organizations	and	help	them	understand	how	to	prevent	some	common	

issues	from	arising.
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	“In	one	of	the	proje
cts,	one	of	the	volun

teers	was	not	comfo
rtable	with	working	

in	the	field.	

However,	our	projec
ts	mostly	included	w

orking	in	the	field	or
	constructing	toilets

.	

The	volunteer	was	in
terested	in	teaching

	and	at	that	time	we
	didn't	have	

any project related to teaching.

First,	the	mentor	tri
ed	to	understand	wh

at	the	volunteer	wan
ted	to	do	during	the

	project	

(although	she	had	ag
reed	for	any	type	of

	work	before	arrival
).	

We	did	three	arrang
ements,	by	which	he

r	problem	was	solve
d:

we	organized	a	men
tor-mentee	meeting

;

we	organized	her	a	s
tay	with	a	local	fami

ly	in	order	for	her	to
	build	up	a	relation	w

ith	the	field	work;

as	she	was	still	not	c
omfortable,	we	cont

acted	a	government
	school,	so	she	could

	teach;

we	also	found	altern
ative	jobs,	like	web	d

esigning,	making	rep
orts,	etc.,	which	kep

t	her	priority	at	

top	and	fulfilled	our
	organization's	need

s	and	requirements,
	too.	

Conclusion:	First	we
	could	try	to	make	th

e	volunteer	feel	com
fortable	and	motiva

te	

her	to	work,	but	if	th
e	volunteer	is	still	no

t	satisfied,	

we	can	always	find	a
lternatives.”

“We	started	a	volunteering	project	with	a	new	hosting	organization.	From	the	beginning	

the	communication	with	them	was	not	the	best,	but	we	were	trying	to	support	them.	We	

organized	several	meetings	in	order	to	discuss	specific	situations	and	offered	help	with	

development	and	coaching.	Cooperation	of	the	hosting	organization	with	volunteers	was	

also	hard.	Finally,	one	of	the	volunteers	was	totally	frustrated	and	couldn’t	manage	to	work	

there	anymore.	We	organized	a	meeting	again	in	order	to	try	and	find	the	real	reasons	

behind	the	situation.	It	turned	out	that	the	HO	was	nice	in	conversations,	but	didn’t	really	

apply	what	we	agreed	on.	The	volunteer	was	thinking	about	leaving	the	project.

We	undertook	the	following	steps:we	organized	meetings	with	the	HO	and	the	volunteer	together;

we	organized	individual	meetings	with	the	volunteer:	we	analyzed	what	were	the	

volunteer’s	expectations,	what	she	wanted	to	change,	and	what	were	her	interests	which	

were	not	realized	by	the	HO;
we	searched	for	the	possibilities	of	changes:	first	in	the	HO,	and	when	there	were	no	

results,	we	decided	to	change	the	HO	and	bring	the	volunteer	to	MODE	Foundation;

we	engaged	the	National	Agency	in	the	administration	and	in	finding	a	solution;

we	created	a	new	schedule	for	the	volunteer	in	a	way	that	her	new	tasks	were	connected	

to	the	previous	ones.
Conclusions:	We	need	to	be	very	sensitive	for	the	volunteers	mood	and	check	if	the				

hosting	organizations	actually	implement	the	suggested	changes	and	agreements.	

Be	in	touch	with	the	NA	and	use	the	available	tools	and	

possibilities	to	change	the	situation.”	
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	“The	story	of	our	fir
st	volunteer	ever	in	

the	organization	goe
s	back	to	2009	and	

in	the	

communication	prio
r	to	her	travel	she	as

ked	if	she	could	brin
g	her	dog.	Our	assum

ption	was	that	

the	dog	was	small,	a
s	she	would	travel	b

y	plane	(another	ass
umption!).	Then	it	tu

rned	out	that	she	

hitchhiked	with	a	bi
g	dark	dog	(harmles

s,	though	“scary”	at	
first	sight).	We	hoste

d	her	for	some	time
	

in	a	shared	house	w
ith	one	staff	membe

r	of	the	organization
,	but	there	was	alrea

dy	a	big	dog	at	this	

place,	which	deman
ded	much	attention

	to	always	keep	one
	of	the	dogs	chained

.	One	day,	the	dogs	

had	a	big	fight,	and	
the	volunteer’s	leg	g

ot	seriously	hurt.	It	t
ook	her	several	mon

ths	to	get	better	

(she	got	100%	ok	aft
er	this	time).	

It	was	a	very	intense
	situation	and	for	so

me	time	we	couldn’t
	find	a	landlord	that

	would	rent	the	

house	to	the	owner
	of	such	a	big	dog.	S

he	also	faced	obstac
les	when	taking	her	

dog	to	public	and	

private	places.	It	sho
wed	her	the	big	diff

erence	between	hav
ing	dogs	in	Portugal

	and	in	her	sending	

country	(and	we	also
	learned	a	lot	in	our	

organization).	

Finally,	we	managed
	to	find	a	house	far	f

rom	the	city,	with	a	
big	garden,	and	offe

red	the	volunteer	a	

bicycle	to	be	more	i
ndependent.	We	als

o	found	ways	to	inte
grate	the	dog	in	our

	activities,	wheneve
r	

we	were	working	on
	a	youth	exchange	o

r	a	workcamp.	

Thanks	to	this	volun
teer	we	learned	man

y	things:	starting	fro
m	not	making	assum

ptions	

(on	the	size	of	the	d
og	or	the	way	of	tra

velling),	through	the
	fact,	that	our	cultur

e	of	socializing	

with	animals	is	diffe
rent	from	other	cou

ntries,	ending	with	a
sking	for	all	informa

tion	

possible,	finding	flex
ible	landlords,	and	le

arning	that	it	is	poss
ible	to	integrate

dogs	in	youth	work	
activities.”

The	Volunteer	Coordinators	need	to	be	trained	and	understand	the	volunteering	cycle,	
which	consists	of	three	periods:	

The first period: when	the	volunteers	are	enthusiastic	towards	their	new	experience,	everything	has	to	
be	discovered	and	you	have	enough	time	to	share	with	them.	It’s	probably	the	best	time	to	build	trust	
between	you	-	the	coordinator	-	and	the	volunteers.	During	this	period	the	training	coordinator	must	
arrange	the	most	suited	workplace	for	each	of	the	volunteers,	explain	the	targets	that	the	project	strives	
to	achieve,	and	provide	motivation	by	explaining	why	they	are	even	there.	The	coordinators	must	be	open	
to	listen	to	all	requests	and	ideas,	give	reasons	if	any	suggestions	have	to	be	refused,	and	explain	the	wider	
contexts	in	which	they	are	all	working	and	in	which	decisions	have	to	be	made.
The second period:	this	is	the	hardest	part.	Hundreds	(hopefully)	of	applications,	faxes,	phone	calls	and	
e-mails	-	it’s	the	moment	of	stress.	The	mentor/supervisor	must	appreciate	the	growth	of	the	quality	of	the	
work	being	done	and	encourage	all	efforts	of	independence,	but	they	must	also	be	able	to	give	orders	and	
make	fast	decisions,	even	when	they	are	not	easy	to	make.
During the third and final period:	the	mentor	must	keep	the	motivation	of	the	volunteers,	encourage	them	
to	take	part	in	the	activities	like	national	meetings	and	international	workcamps	to	discover	the	reality	of	
the	organization	outside	the	office.	It	is	also	the	period	when	the	volunteers	can	enjoy	some	free	time	and	
have	a	short	holiday.

Tips	for	problem	solving
Coaching techniques -	many	coaching	techniques	may	be	adjusted	as	a	support	tool	in	each	case.
Asking techniques -	ask	the	volunteer	some	basic	questions,	like:	
What	they	want	to	do?
Can	they	do	it?	When?	How?	
Can	the	organization	do	it?	When?	How?	(Let	the	volunteer	answer	and	coordinator	explain	the	role	
of	the	organization.)
Let	volunteers	conclude	problems	themselves.
Listening	-	listen	to	the	volunteers	requirements,	let	them	talk	about	both	facts	and	emotions.	
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Cultural Mentoring: “an	 intercultural	 pedagogy	 in	which	 the	 mentor	 provides	 ongoing	
support	 for	and	 facilitation	of	 intercultural	 learning	and	development.”	 (Paige	&	Goode,	
2009:	333)

Diversity:	the	fact	of	many	different	types	of	things	or	people	being	included	in	something;	
a	range	of	different	things	or	people

Globalization: a	 situation	 in	which	 available	 goods	 and	 services,	 or	 social	 and	 cultural	
influences,	gradually	become	similar	in	all	parts	of	the	world

Inclusivity: the	quality	of	trying	to	include	many	different	types	of	people	and	treat	them	
all	fairly	and	equally

Intercultural: relating	to	or	involving	more	than	one	culture

Mentee:	a	person	(	a	volunteer)	who	is	helped	by	a	mentor

Mentor: a	person	who	gives	a	younger	or	less	experienced	person	(	a	volunteer)	help	and	
advice	over	a	period	of	project	time

Multicultural: including	people	who	have	many	different	customs	and	beliefs

Skill: ability	to	perform	an	action	with	determined	results	often	within	a	given	amount	of	
time,	energy,	or	both.	Skills	can	often	be	divided	into	domain-general	and	domain-specific	
skills.	Skill	usually	requires	certain	environmental	stimuli	and	situations	to	assess	the	level	
of	skill	being	shown	and	used.

Tutoring:	involves	a	combination	of	instruction	and	assisting	with	assignments,	either	
one	-on-one	or	in	small	groups	of	students

GLOSSARY
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Goethe	Institut,	“Intercultural	teaching	and	learning.	Rethinking	intercultural	learning	processes”	
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Council	of	Europe,	“Autobiography	of	Intercultural	Encounters”	
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Council	 of	 Europe	 (ECML/CELV),	 “Plurilingual	 and	 intercultural	 learning	 through	 mobility	
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<https://www.ecml.at/Thematicareas/MobilityandInterculturalLearning/tabid/1629/
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Personal experiences shared by the volunteers
Links	for	testimonials	(text	and	videos),	pictures	and	curiosities	

https://www.youtube.com/watch?v=wvMsZtUMLY4

During	her	 stay	 in	 India,	Luisa	had	 the	opportunity	 to	work	among	Dalit	 families	who	have	been	
affected	by	the	Fani	cyclone.	She	and	other	volunteers	work	was	not	limited	to	providing	the	children	
with	one	warm	and	freshly	cooked	meal	per	day.	Luisa	and	other	volunteers,	who	visited	India	thanks	
to	the	involvement	of	jeevan	rekha	parishad	organization	in	the	Think	Bigger	project,	had	also	had	a	
chance	to	organize	fun	activities	for	the	Dalit	children	and	engage	them	both	in	dancing,	singing	or	
playing,	and	in	conversation.

https://www.youtube.com/watch?v=h-1gkCOmXL0

Another	unique	opportunity	that	the	Think	Bigger	project	provided	to	the	volunteers	who	visited	
India	was	a	chance	to	see	and	experience	first	hand	the	beekeeping	and	honey	making	process.	It	was	
possible	because	the	hosting	organization,	jeevan	rekha	parishad,	manages	a	Beekeeping	Program	
aimed	at	individual	women-beekeepers	who	often	live	below	poverty	line	in	remote	rural	areas.	The	
program	enables	them	to	create	a	sustainable,	fair	trade	honey	industry	in	the	state	of	Odisha,	which	
is capable of reaching new markets both in India and beyond. The stable process of making and 
selling	the	honey	is	in	effect	the	means	for	them	to	escape	from	extreme	poverty.

https://drive.google.com/file/d/1CILF_-fEGJj7IKtUcdbb3kcM_4Kmqv9e/view?usp=sharing

In	her	third	video,	Luisa	focuses	less	on	her	work	as	a	volunteer,	and	more	on	the	cultural	differences	
and	curiosities	that	sometimes	left	her	confused,	sometimes	angry,	and	sometimes...	a	bit	hot	from	
too	spicy	food.	She	points	out	the	most	shocking	or	confusing	differences	she	noticed	in,	for	example:	

answering	yes/no	questions	-	being	used	to	simple	answers,	Luisa	was	confused	with	how	Indian	
people	answer	yes/no	questions	by,	in	her	opinion,	not	answering	them	at	all.	She	noticed	that	they	
usually	reacted	with	a	vague	(for	a	foreigner,	of	course)	head	movement	(sometimes	accompanied	by	
an	equally	vague	vocalization),	that	for	her	could	have	meant	anything	between	‘yes’,	‘no’,	‘maybe’,	or	
‘I	don’t	know’;

the	definition	of	‘spicy’	and	‘not	spicy’	-	Luisa	was	surprised	that	what	the	Indians	considered	to	be	
‘not	too	spicy’,	was	definitely	meeting	her	definition	of	‘really	spicy’;	however,	when	she	asked	for	a	
plain	dish,	she	got	exactly	that:	a	completely	tasteless,	plain	dish.	So,	she	concludes,	the	food	in	India	
is	either	spicy	or	completely	tasteless	-	there	is	no	in	between;	

the	art	of	eating	with	your	hands	-	Luisa	notices,	that	the	Indians	have	perfected	it,	as	they	don’t	
use	any	piece	of	cutlery	ever.	They	just	use	their	hands	-	both	when	eating	on	the	streets	and	when	
visiting	a	fancy	restaurant.	However,	this	art	is	not	easy	for	foreigners	-	Luisa	points	out	that	eating	
rice	with	your	hands	is,	well,	very	messy	if	you	don’t	yet	know	how	to	do	it	properly;

the	concept	of	a	queue	-	this	concept,	which	Luisa	calls	“a	universal	concept”,	 is	seemingly	not	so	
universal	-	at	least	not	when	you	are	in	India.	People	there	don’t	just	wait	patiently	in	a	line	-	they	try	
to	sneak	in	front	of	you;
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the	public	transport	-	as	Luisa	points	out,	in	India	there	is	no	such	thing	as	a	schedule.	You	just	wait	
for	a	bus	to	arrive,	and	when	it	does,	the	Indians	believe	that	everyone	who	wants	or	needs	to	get	on	
that	bus	will	be	able	to	get	on	it	-	there	is	always	room	for	one	more!	Up	to	the	point	where	there	is	
definitely	no	more	room	for	anyone,	but	the	Indians	will	still	find	room	for	one	more.	Or	two.	Or	ten.

Among	these	and	some	other	differences	Luisa	mentions	 in	the	video,	she	also	notices	one	more	
important	thing,	namely,	that	the	Indians	-	despite	the	harsh	conditions	in	which	they	have	to	live	
-	are	very	warm,	kind,	and	welcoming	people,	and	that	they	are	always	happy	when	they	can	host	
a	guest,	 feed	 them	with	 their	 local	 specialties	and	 invite	 them	 to	 join	 the	celebrations	or	parties	
organized	on	various	holidays.	She	believes	that	this	is	what	the	people	all	around	the	world	could	
learn	from	the	Indian	people	-	that	no	matter	how	difficult	things	get,	you	can	always	be	kind	and	
enjoy	what	you	have.	

https://drive.google.com/file/d/1l08KQrv0xutVr_cMdnm1ObE_vuc6c1Id/view

As	a	volunteer	in	Portugal,	Palm	had	the	opportunity	to	work	for	several	places.	Among	others,	she	
worked	for:
an	 organization	 that	 provides	 access	 to	 donated	 clothes,	 furniture,	 and	 food	 to	 the	 people	who	
couldn't	afford	them.	It	served	free	dinners	and	access	to	the	showers	to	those	in	need;
an	association	called	Gerações,	which	organizes	activities	and	classes	for	seniors	and	children.	She	
took	part	in	the	organization	of	classes	that	taught		seniors	how	to	use	smartphones	and	computers,	
as	well	as	how	to	take	digital	photos	with	a	digital	camera.	She	also	helped	with	language	and	music	
classes	for	children;
the	Refood	movement,	that	organizes	food	donations	for	people	in	need.	The	excess	food	is	'rescued'	
from	restaurants	and	supermarkets,	divided	and	put	into	reusable	boxes	at	the	association,	and	then	
distributed	to	those	who	need	it	most;
a	 local	 school	 for	younger	 children,	where	 they	are	 taught	how	 to	 take	care	of	both	 themselves,	
others,	and	the	environment.	She	could	see	how	they	learn	and	participate	in	the	process	of	teaching		
not	only	by	playing	and	singing,	but	also	by	engaging	in	organic	gardening	and	environmental	caring.

https://drive.google.com/file/d/1PlazAG2BMDKng-ezIsR3R119DliXb6sS/view
What	shocked	Palm	when	it	comes	to	the	cultural	differences	between	Thailand	and	Portugal,	which	
she	calls	“the	most	western	country	in	Europe”?	Let’s	see	a	short	list	provided	by	her	in	the	video:

people	in	Portugal	don’t	shake	hands	with	each	other,	nor	do	they	wave	at	each	other	when	they	
want	to	greet	someone.	They	kiss	each	other	on	the	cheek!	It	is	also	common	for	them	to	use	the	
expression	in	text	messages:	“kisses!”;
unlike	Thai	people,	Portuguese	people	really	enjoy	spending	their	time	in	the	sun	(although	not	all	of	
Portugal	is	always	sunny	-	actually,	the	northern	part	is	very	rainy!);
in	Thailand,	feet	are	considered	the	lowest	part	of	the	body.	However,	it	is	not	the	same	in	Portugal	
-	here	you	can	see	people	putting	their	feet	up	on	the	furniture;	
most	of	the	liquor	in	Portugal	is	sweet;
the	Portuguese	people	drink	a	lot	of	coffee	-	no	matter	the	time	of	day;
they also eat a lot of carbohydrates… in one meal. They can combine bread, rice, and fries in one 
dish...
...and	they	are	obsessed	with	codfish.

Apart	from	all	the	differences,	there	is	one	thing	that	Palm	finds	in	common	in	“all	of	us”	-	both	Thai	
and	Portuguese	people	are	very	flexible	when	it	comes	to	time.	
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