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	Summary: 

What happened?


	· Participant: „I am a racist and I don’t want to change!“ vs. Preaching to the converted – What do we do? 

· My client is also my trainee 

· The dangers of intercultural training for example creates stereotypes for some participants

Suggestions:

· use interactive methods and meta-level activities

· give participants the chance to leave at the start if they are only passively interested

· train the participant additionally how to be mentors and ambassadors in their organization

· intervision for peers 

· as long as companies see intercultural training as an HR activity, it will be doomed to fail – address the business case at the top-level

· make sure diversity and intercultural interventions are paid for by the „global budget“ not at „department level“

· start at the top then the training learnings can be more easily anchored lower in the organization

· follow up the training with coaching the participants or with e-learning 

· education at universities formst he future managers – more intercultural communication/competencies need to be taught, integrated into other subjects (not as stand alone)

	Special Points:



	· What is the difference we want from training interactions?

· What are the limits of training as such?

· (Training is the start of a journey, it gives the participants the ‚grammar’ of the intercultural language)

· See training as a part of a continuum with activities before and after. All steps /activities need to be evaluated: trainer, participants e.g. stakeholder expectations, briefing of external trainer, management support, trainer performance

· Embed intercultural competence into all functions of the organization

· Support from the top management is necessary for anchoring the training in a total context, making it easier for participants to naturally act on their learnings

· Evaluation methods are higly culturally rooted (e.g. Germans’ duty is to point out weaknesses)

· 

	Result
	Training does make a real difference! 


