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NMNOAAKA

Lle nocibHMK po3pobrieHo B paMKax MPOEKTY MiXXMiCb-
KOro cniBpobiTHMLUTBa "BrpoBagXeHHs Ta 3anyyeHHs
KY/IbTYPHOIO PI3HOMaHITTA Ha r106anbHOMY PiBHI», AKWIA
Oysno peasizoBaHoO MicTaMU-NMapTHepamMn MeniTononem
(YkpaiHa) Ta bannapaTtom (ABcTpanid) 3a MigTPUMKK
Mporpamu «lHTepkynbTypHi MicTa» Pagn €sponu.

A wnpo BaosiuHa koMaHgaM MicT MeniTonons Ta banna-
paT 3a 6e3nepepBHyY, ePEKTUBHY i MPUEMHY ChiBMNpaLo.
Ocobnuey noasky xouy BucsioBuTH naHy Ceprito MiHbko
- Mepy MicTta MeniTononb nonepeaHix pokis, NaHi [puHi
CnaBosin - gupektopui AreHuii Po3sutky Menitonons,
naHi xeHHi DiHk - gupekTopui “LleHTpy HaBYyaHHA Ta
rpoMaacbkocTi” MicTa bannapar, naHi ®peHcic Canexra
- KOOPpAMHATOPLI IHTEPKYbKYNbTYPHUX Cy>X6 MicTa
Bannapat, npod. AHatonito CONOHEeHKO - pekTopy
MeniTononbcbkoro Hep>kaBHoro MeparoriyHoro
YHisepcutety (MANMY), npod. JTtogmuni AdaHacbeBin -
anpekTopui Llentpy Couionoriynux Jocnigxens MAMY.

Benunky nopaky 3a CNpUsSiHHS LbOMY MiDKMICbKOMY
CniBpPOBITHULTBY Ta MIATPUMKY Y BMPOBaOXKEHHI MPOEKTY
Xouy BUCNOBUTKU MNaHi lpeHi Bigikosin, Monosi Bigainy
IHkNto3ii Ta BopoTbbu 3 [uckpuMiHalieto Pagn €sponu
Ta naHi IBani a'Aneccangpo, lonosi nigpo3ainy IHTep-
KyNbTYpHMX MICT, a TakoX BCiM uneHaM koMaHau [po-
rpamu «IHTepkynbTypHi Micta» Pagn €sponu.

3a aHaniTWUYHY Ta onepaTUBHY MNIATPUMKY, BUCBITNIEHHS Ta
nowMpeHHs y 3acobax MacoBoi iHpopMaLlii Ta colianbHUX
Mepexkax BiguyBalo rMbGOKy noasky nani  Hartanii
lpawmHin - MeHepyxepy AreHuii Po3sutky Menitonons,
naHi KatepuHi KopHieHKO - cniBpo6IiTHMKY Mepii M.
Menitonons, nadi Hatanii [ne6oBin - HaykoBOMy
cniBpobiTHMKY LenTtpy Couionoriunmx [docnigxeHb
MAMY, nany Axgpito Opnosy - Buknagady MAMY, nany
Onekcangpy CopokiHy - nignpuemuto 3 M. Menitonosb.

3a Biabip KOMaHA MiCLLeBMX TPEHEPIB Ta aKTUBHE 3aJlydeH-
HS yY4aCHUKIB XO4y MOASKYBaTM MiCLLEBUM KOOPAMHATOPaM
YkpaiHcbkoi Mepexi [HTepkynbTypHux MicT, a caMe naHi
JTtopmuni AdaHacbeesin (Menitononb), nani TeTaHi MHaTiB
(Jlyubk), nani TeTtani Mapkosin (Opeca), nani OneHi
LWyniui (Maenorpag) , nani FOnii Kawnpyk (BiHHWug) Ta
naHi AHTOHiHI KoxaH (Cymm).

A TakoXX BASYHA 3a 3MICTOBHI Biaryku mamxe 100 yyacHu-
KaM MOIX CeMiHapiB 3 IHTepKybTypHOI KOMNeTeHTHOCTI,
WO Hagxoaunu 3 pPisHUX KyTOUKiB CBITY - YKpaiHu,
ABCTpanii Ta ANOHIi, — a TaKOX 32 HATXHEHHS, AKe 9 OTpU-
Mara Bif, ManbyTHIX MiCLLeBMX TpeHepiB nig Yac poboTu
Haz, LM NMOCIBHUKOM.
Op. KceHia Py6ikoHao
EkcnepT 3 IHTepkynbTypHOi MoniTuku
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BCTYN

Lle nocibHMK cTBOpEHO Ha OCHOBI MaTepiasnis, WO BUKO-
pUCTOBYBanucst y cepii CeMiHapiB 3 iHTEpPKYJbTypHOI
KOMMETEHTHOCTI, MPOBEAEHNX aBTOPOM LibOro MOCiBHMN-
Ka B paMkax MpPOeKTy MiKMICbKOro criBpobiTHUUTBA
«BrnpoBaf>XeHHs Ta 3any4YeHHs KyJbTypHOro pi3HO-
MaHiTTa Ha rnobanbHOMYy pPiBHI», AKMA 6yno chifnbHO
peanisoBaHO iHTEPKyNbTYPHUMM MicTamMu Menitononb
(YkpaiHa) Ta Bannapat (ABcTpaniq).

OcHoBHa MeTa NPOeKTY - AOMOMOTrTU flePrKaBHUM CITYy X~
60BLSAM, MiCbKMM afMiHicTpaTopaM, MpeacTaBHUKaM
noniuii, 3aco6iB MacoBoi iHPOpPMaLi, BHYTPILHBO
nepeMilleHMM ocobaM, MpeacTaBHMKAM MEHLWMH Ta
pPenirimHnx rpyn, MOMOAI Ta iHLWKWM XUTENAM MicT-nap-
THepiB BAOCKOHaNUTU CBOI HaBUYKU 3 IHTEPKYNbTYPHO!
KOMMEeTEeHTHOCTI B pe3y/nbTaTi yyacTi y ceMiHapax,
npoBedeHnX  MicLueBUMKW  TpeHepamu.  MicueBux
TpeHepiB Oyno NIigroToBleHO B paMKax cepii
OHNaMH-ceMiHapiB - abo «TPEeHIHriB ANA TpeHepiB» -
HagaHWX aBTOPOM MOCIBHMKa.

Moci6bHuk MiFTMTb BI—IpaB_}"1 Ta MeTODMKMf o -BVIKOpMCTO- "IHTepkynbTypHe [lepeBo", CUMBOS iIHTEPKYIbTYpPHOro MicTa Menitononb, YkpaiHa
ByBanMCHA Mif Yac cepil OHNanH-ceMiHapiB, a TakKoX
NpPakTUYHi Mopagu WOAO 3acTocyBaHHS nigxopy Kona
|cTOpIN ANA BUPILLEHHS MUTaHb IHTEPKYIbTYPHOT KOMMe-
TEHTHOCTI B MeXax rpoMan Ym opraHisaiil.

".. Tod, xmo He Moxe 3MIHUMU CaMy CMPyKmMypy CBOET
OyMKU, HIKOJIU HEe 3MOXKe 3MIHUMU peasibHICMb I, OMXe,
HIKOJTU He 3MOXKe npoepecysamu”




INTRODUCTION

This manual is the product of a series of Intercultural
Competence seminars carried out in the framework of the
intercity cooperation project “Introducing and Engaging
Diversity Globally” implemented, which was jointly
implemented by the intercultural cities of Melitopol
(Ukraine) and Ballarat (Australia).

The project aimed to help municipal administrators, police,
media, internally displaced persons, minority and religious
groups representatives, youth, and other residents of
partner cities improve their intercultural competence skills
by participating in local workshops delivered by local
trainers who were formed through a series of online
seminars - ‘trainings for trainers’ - provided by the author
of this manual.

The manual contains the materials, exercises and
approaches used in the online seminars as well as practical
advice on how to apply story circles methodology for
addressing issues of intercultural competence within a
community or organization.

"Intercultural Tree", symbol of the intercultural City of Melitopol, Ukraine

“..He who cannot change the very fabric of his thought
will never be able to change reality, and will never,

therefore make any progress.”

Anwar Sadat




Po3pin 1

YoMy IHTepKynbTypHa
KoMneTeHTHicTb?

I[HTEPKYNbTYpPHa KOMMETEHTHICTb - L& Mauxe
70-piyHa gucumnnina. Y Bce 6inbl rnobaniso-
BaHOMY CBITi, CMiIKyBaHHA 3 IIOAbMU PI3HOro
KYJIbTYPHOIO MOXOMAXXEHHA CTano LWBuawe
HOPMOIO, HIXK BMHATKOM. 3pPOCTaHHA pPi3HO-
MaHiTTa B CyCniNibCTBaX, 36iNblUEHHS KybTyp-
HOI HEOAHOPIAHOCTI OCBITHLOrO Ta AISIOBOro
cepenoBULL, NOCUNIEHE BUBYEHHSI MOB, XUTTH
Ta cniBnpauda 3 NPeAcTaBHMKaMM PI3HUX Kysb-
TYP CMOHYKatoTb Hac 4O HeobXigHOCTI mpwua-
6aHHA HaBWKIB 3 IHTEPKY/IbTYPHOI KOMMETEHT-
HOCTI.

Ycnix kpaiH, MiCT, opraHisauil, Yn oKpeMmux ocid
cborogHi Bce OiNbLUOK MipPOlo 3aneXuTb Bif
iHOMBIQYaNIbHUX Ta KOJMIEKTUBHUX 3Li6HOCTEN
KOMMETEHTHO CMiNKyBaTMUCA 3 NPEeACTaHMKaMM
IHLIWX KyNbTYP Y1 KpaiH.

Chapter1

Why Intercultural
Competence?

Intercultural Competence is not new, it's more
than 60-year old discipline. In a more and more
globalized world, communication with people
who come from different cultural backgrounds
has become the norm, rather than the
exception. The growth of diversity in societies,
the increase in cultural heterogeneity of
educational and business settings, the learning
of languages to a greater extent, living and
working with people from different cultures
lead us to consider the need for intercultural
competence.

The success of countries, cities and individuals
in the global arena increasingly depends on
individual and  collective abilities to
communicate competently with people from
other countries.



He Tak BaBHO, EAMHNMU, XTO NPOXOAMB HaBYaH-
HS 3 MUTaHb IHTEPKYIbTYPHOI KOMMNETEHTHOCTI,
6ynn ekcnaTpiaHTK - TO6TO, Ntoam, aki 36bupa-
JINCb XXUTW Ta NpaLoBaTh 3a KOPAOHOM, - KepiB-
HWKW KOpMopaLiin, BIMCbKOBI, CTYAEHTHU, MiCiO-
Hepwu, npauiBHUKKM po3BUTKY Towo. OpHak
OCTaHHIM YacoM, 3i 3pOCTaHHAM PI3HOMaHITTA
HaLIOro CycnisibCTBa, BAOCKOHANEHHS HaBUKIB
IHTEPKYbTYPHOI KOMMETEHTHOCTI CcTae gepani
HeobXigHWM ANa Ntoaemn 3 OQHIET 1 TIET X KpaiHu,
MiCTa YuM opraHisauii; nogen, aki Hikyam He Big'-
DKOXKalOTb, MPOTEe PErynsapHO ChIKYTbCS 3
npeacTaBHUKaMM Pi3HUX KYNbTyp, Hanpuknag, 3
MDKHapOAHUMM  NapTHepaMW, CTyAeHTaMw,
MirpaHTaMu Ta iXHIMU CIM'AMK, BDKEHLAMU, BHY-
TPILWHbO NMepeMillleHUMU ocobaMu, TypUCTaMmy,
KoseraMm 4u BiAsigyBavaMm 3 iHLLINX KpPaiH.

Not so long ago, the only people who got
inter-cultural competence training were
expatriates, people who were going to live and
work overseas—corporate types, members of
the military, exchange students, missionaries,
development workers, and so on. |n recent
years, however, with the rise of diversity of our
society, it has become increasingly common
to deliver intercultural competence training
to people in their own culture, or city, to
individuals who are not going anywhere but
who nevertheless interact on a regular basis
with people from different cultures, in the
form of immigrants and their families,
refugees, |IDPs, international students,
partners, tourists, colleagues and visitors from
other countries.




IHTepKyNbTypHa KOMMETEHTHICTb - Le Makxe
70-piyHa gucumnnina. Y Bce 6inblu rnobaniso-
BaHOMY CBITi, CMi/IKyBaHHS 3 JIIOAbMW PI3HOTO
KYJIbTYPHOIrO MOXOL)KEHHA CTano Lwsualle
HOPMOIO, HIXK BUHATKOM. 3POCTaHHA pPi3HO-
MaHIiTTa B CyCMifibCTBaXx, 30iNblUeHHSA KynbTyp-
HOI HEOAHOPIAHOCTI OCBITHLOrO Ta AiNOBOro
cepefoBULL, MOCUIeHEe BUBYEHHS MOB, XUTTS
Ta cniBnpaus 3 NpeAcTaBHMKaMM PI3HUX KyJb-
TYP CMOHYKaloTb Hac 4O HeobxigHOCTi npua-
B6aHHA HaBUKIB 3 IHTEPKYNbTYPHOI KOMMNETEHT-
HOCTI. YCrix KpaiH, MiCT, opraHisauin, 4n okpe-
MWX OCi6 CbOrogHi Bce 6inblUoto Mipoto 3ane-
XKUTb Bif, iHAMBIAYaNIbHUX Ta KOIEKTUBHMUX 310~
HOCTEM KOMMETEHTHO CrifikyBaTuca 3 npepg-
CTaHUKaMU IHLWMX KYJIbTYP YM KpalH.

IHTEpPKyNbTYpHa KOMMETEHTHICTb He Haby-
BaE€TbCS aBTOMATUYHO. i NOTPIOHO pPO3TNyMa-
4yyBaTW, BUBYATU, MPaKTUKYBaATMU Ta NIATPUMY-
BaTM MPOTArOM yCbOro XuTTd. HeobxigHicTb
PO3BUTKY IHTEPKYJIbTYPHOI KOMMEeTEHTHOCTI
niginMae pag NUTaHb:

Intercultural Competence is not new, it's more
than 70-yearold discipline.Inamore and more
globalized world, communication with people
who come from different cultural backgrounds
has become the norm, rather than the
exception. The growth of diversity in societies,
the increase in cultural heterogeneity of
educational and business settings, the
learning of languages to a greater extent, living
and working with people from different
cultures lead us to consider the need for
intercultural competence. The success of
countries, cities and individuals in the global
arena increasingly depends on individual and
collective abilities to communicate
competently with people from other countries.

Yet, we should be aware that intercultural
competence is not acquired automatically. It is
to be learned, practiced and maintained
throughout life. The need to develop
intercultural competence raises a number of
questions:



LLlo Take iHTepKy/IbTYypHa KOMNETEHTHICTb?

Ak BoHa popMyeTbca? AKi HABUYKK € HaMBaXK-
amBiwnMMK? Ak X po3BmBaTU? AKi OCOBUCTI
XapaKTEePUCTUKU MOXKYTb CMIPUATU Yy LOCATHEH-
Hi IHTEPKYNbTYPHOI KOMMETEeHTHOCTI? HAKLWo
NOAUHA KOMMETEHTHa B OAHIN KYNbTypi, YN €
BOHa TaKOXX KOMMEeTEeHTHO B iHWIiN? Ak nigsu-
WKMTN PIiBEHb IHTEPKY/IbTYPHOI KOMMETEHT-
HOCTI?

[MepL HiXX BIAMOBICTY Ha L 3aNUTaHHS, BaXK/TMBO
3PO3YMIiTK, WO Take IHTepPKyIbTypHiCTb. [lig
TEPMIHOM  “IHTepPKyNbTYpPHICTE" pPO3yMieTbCS
cnoci6é »XWTTA B CYCMifbCTBi, WO crpuse
nNigTPUMLI IHTEPKYbTYPHOrO Aianory Ta npoTm-
Ail TEeHAEeHLiaM caMo-cerperauil KynbTyp um
eTHIYHUX rpyn. IHTepPKybTYpPHICTb Nepenbavae
BUMXi[ 32 MeXi MaCUBHOIO 6aYeHHs MyJIbTUKY b=
TYPHOCTI, TOH6TO, MPOCTOro MPUNHATTA dakTy
cniBicCHyBaHHSA 6araTboX KysibTyp Y CYCriNbCTBI.

What intercultural competence is?

How is it composed? What are the most
important competences? How to develop it?
Which characteristics of an individual help to
achieve effective intercultural competence?
Whether an individual who is competent in
one culture is also competent in another
culture? How to improve intercultural
competence?

Competence is something which includes a
certain mastery in dealing with unexpected
and critical situations, coping with something
,diverse” and different from routines.
Competence implies the mobilization of our
personal attitudes, relations and emotions.




LLlo Take iHTepKy/IbTypHa KOMNETEHTHICTb?

KoMneTeHTHICTb, K MpaBwW/io, MoB'A3aHa i3
«3aCTOCYBaHHAM» 3HaHb, @ OTXe, | 3 POJUTIO, AKY
BiirpatoTb AOCBIA Ta OCMUCNIEHHS Y IX NOByA0BI
Ta nepepadi. KOMNETEHTHICTb - e neBHa Man-
CTEPHICTb Yy BUPILLIEHHI HecrnogdiBaHux Ta/abo
KPUTUYHUX CUTYaLiN, AKa fonoMarae BnopaTtu-
CH 3 YNMOCb «KHECXOXKMM», BIAMIHHWM Bif, pyTUH-
Horo. KoMneTeHTHICTb nepenbadae mMobinisa-
Lito Hawmx ocobucTux BadeHb, BigHOLWEHb Ta
eMouin.

3auyekanTe XBUJIUHKY ... a O Take KynbTypa?

[MoBcAkOeHHe  PO3yMiHHA  "KynbTypu"  4acTo
3BOAUTHCA A0 06pa3oTBOPYOro MUCTELTBA, KySlb-
TYPHWX NPOSBIB, TOBaPIB UM NOCHYT, MEBHUX BayeHsb,
couianbHUX GOpPM Ta MaTepianbHUX PUC HaLliOHasb-
HUX, PaCOBUX, PENIMIMHUX YU IHLWMX COLianbHMUX
rpyn. OfHe 3 LUMPOKO BU3HAHWX BU3HAYEHb KYJbTYy-
pur 3By4nTb Tak: "KynbTypa - Lie CYKYMHICTb CMiNIbHUX
iHTepnpeTauii Npo BipyBaHHS, LliIHHOCTI, HOPMU Ta
coLjianbHi NPaKTUKK, AKi BMIMBaOTb Ha MOBEAIHKY
BigHOCHO Benukoi rpynun" (Jloctir Ta KoecTtep,
2013).

What is intercultural competence?

Competence is something related to
Lapplication” of knowledge, and therefore to
the role played by experience and reflection in
building up applicable and transferable
knowledge. Competence is something which
includes a certain mastery in dealing with
unexpected and critical situations, coping with
something ,diverse” and different from
routines. Competence implies the
mobilization of our personal attitudes,

relations and emotions.

Wait a minute... and what is culture?

Everyday understanding of ,culture” refers to fine
arts, cultural goods and services, customary beliefs,
social forms, and material traits of a racial, religious,
or social groups. One of the definitions of culture,
used in intercultural communication context is
“Culture is a learned set of shared interpretations
about beliefs, values, norms, and social practices,
which affect the behaviors of a relatively large
group” (Lustig and Koester, 2013).



UYu o3Hauae ue ToOAi, WO KYNbTYypi MOXHa
HaBYMTH, WO BOHA BKJIIOYAE LLIHHOCTI, HOPMM
Ta couiaNbHi NpPakKTUKUM Ta BMJIMBAE Ha
noBeAiHKY BeIMKUX rpyn nioaen?

Ha nymky Egsapaoa T. Xonna, Bce Burnagae we
cknagHiwe. Xonn (1976) nopiBHoEe KynbTypy 3
ancbeproMm, e BuAMMa HaABOAHA YacCTUHa
3HayHO MeHwa (Bcboro 10%), 4yMM HeBUAMMA
nigBogHa. 30BHIWHS (HapBoAHa), abo ceigoMa
YacTWHa KynbTypu, TOHBTO Te, WO MU MOXEMO
6aunTK, € N1Lle BepLUMHOW ancbepra, i BKIO-
Ya€ MOBEAIHKY Ta Suwe AedKi NMepekOHaHHSA
nopen.

BHyTpiwHsa (nigBogHa), abo niaceinomMa YacTuHa
KYNbTypW, 3HaXOAUTbCSa Mig nosepxHer. BoHa
BKJIIOMAE BipYyBaHHS, LLIHHOCTI Ta NepeKoHaHHS,
LLLO J1IeXKaTb B OCHOBI MOBEAIHKM KOXHOIO. Y LN
BHYTPILHIA YaCTUHI 3HaxogsaTbCs Cy6'€KTUBHI
€/1eMeHTM Ta OCHOBI LIHHOCTI KynbTypwu. Lle,
Hacamnepes, YAB/IEHHS MpPO Te, WO € AOOPUM,
NPaBUIIbHUM, BaXXaHUM i MPUNHATHUM, a TaKoX
Te, LLLO € MOraHUM, HenpaBUIbHUM, HEGaXKaHWUM i
HEeMPUUHATHUM.

THE CULTURAL ICEBERG

Behavior

DEEP CULTURE

Communications Styles and Fudes:

Values &
Beliefs

Concepts of

Attitudies toward

R
Cocparst

MantoHok 1. xepeno: www.yfci.com

Mu 3a3BMYal He 3HAEMO MPO Lii Cyb'eKTUBHI ene-
MEeHTU Ta iX POSib, ajie MOPYLUEHHS IX YaCTO BUKIN-
Kae rnmMboki eMolil. Y H6araTbox BuMagkax, pisHi
KYNbTYPHI  FPynn MNOAINSAITb  MNEeBHI  OCHOBHI
LiIHHOCTI - TaKi, 9K "4yecHicTb", "'nosara" abo "cim'a",
- MPOTe i LiIHHOCTI YaCTO TPaKTYOTbCA MO-PIi3HO-
MY B Pi3HWNX KOHTEKCTaX, | HEOAHaKOBO BUKOPUCTO-
BYIOTbCS Y KOHKPETHUX NiAXOAax A0 MOBCAKAEH-
HUX CUTYyaLLin.




Does it mean then that culture is learned,
involves beliefs, values, norms and social
practices, that it affects behavior and
involves large groups of people?

According to Edward T. Hall, things are even
more complicated. Hall (1976) compares
culture to an iceberg that has a smaller - only
about 10% - visible portion above the water and
alarger, invisible, below the water. The external,
or conscious, part of culture is what we can see
and is the tip of the iceberg and includes
behaviors and only some beliefs.

The internal or conscious, part of culture is what
we can see and is the tip of the iceberg and
includes behaviors and only some beliefs. This
upper visible part contains objective elements -
that we can see, hear, smell or touch: food,
dress, music, festivals, dance.

The internal, or subconscious, part of culture is
below the surface and includes beliefs, values
and attitudes that underlie behavior.

THE CULTURAL ICEBERG

Behavior

DEEP CULTURE

Communications Styles and Fudes:

Values &
Beliefs

Concepts of

Attitudies toward

Fuse
C

Picture 1. Source: www.yfci.com

Below the waterline are subjective elements, a
culture's core values. These are primarily learned
ideas of what is good, right, desirable, and
acceptable, as well as what is bad, wrong,
undesirable, and unacceptable. We are often
unaware of these elements and their role. But
violating them often arouses deep emotions within
an individual. In many cases, different cultural
groups share similar core values - such as "honesty",
or "respect”, or “family" - but these are often
interpreted differently in different situations and
incorporated in unique ways into specific attitudes
we apply in daily situations.



Konn My Bneplue CTUKaEMOCSH 3 HOBOHO KYJIbTy-
PO, HaM BUAHO NuWe Hanbinbl npo3opy
noBefiHKy, TO6ToO BeplwuHy ancbepra. Jlvwe
KOSIM MW MPOBOAMMO Binblue Yacy 3 YM B LN
HOBIMN KyJIbTYPi, MM MOXEMO BUSIBUTU OCHOBHI
LiHHOCTI, 6a4yeHHsa Ta nepekoHaHHa. Mopernb
Xonna Haronouye, Wo My He MOXXeMO cHopMy-
BaTW BPaXXEHHA MpO KyJbTypy ©6a3yunch
BMKJTIOYHO Ha TOMY, WO MW 6a4MMO 3 MepLloro

pasy. [loTpibeH yac, Wob nisHaTK Ntoaen 3 iHLWOI

KyNbTypu. TiNbKK Yepes B3aEMOAIIO 3 HUMK, MU
MOXXEMO BIAKPUTU | 3pO3yMITU LLIHHOCTI Ta nepe-
KOHaHHS, WO NeXaTb B OCHOBI MOBEAIHKM iX
KYNbTypW.

[Mo cyTi, He3aneXxxHo Big, KyNbTypPHOI rpynu, 4O
AKOI MU HaNeXMMO, KOXKEH i3 HacC € KyJIbTYPHUM
ancbeprom. TakMM YMHOM, KON 3yCTpPIYatOTbCH
NPUHaMMHI aBa ancbepry, BapTo 3afyMaTucs
HaZ TUM, 9K MOBOAMTUCS, OO YHUKHYTU "3iT-
KHEHHS" Ta 3a6e3neynTn CniBnpaLo Y MUpHe
CniBICHYBaHHS.

When we first meet a new culture, only the
most transparent behaviors are visible. Only
as we spend more time in that new culture,
the underlying beliefs, values, and attitudes
can be uncovered. Hall’'s model implies that
we cannot judge a culture based only on what
we see first. It takes time to get to know
individuals from a different culture. Only by
interacting with them we can uncover and
understand the values and beliefs that
underlie the behavior of that society.

Essentially, regardless to what culture group
we belong, everybody of us is a culture
iceberg. So, when at least two icebergs meet,
what can we do to avoid a “crash” and ensure
peaceful coexistence of both?




Behavior

MantoHok 2: KynbTypHui anctepr

Behavior

Picture 2: The cultural iceberg

Konu sycTpivatoTbcs aBa «ancbepru»
When two ‘culture icebergs’ meet

Konw Bu (niBui ancbepr) B3aeMogieTe 3 KUMOCH
3 iHWOI KynbTypW (NpaBui ancbepr), BU BCTY-
naeTe B LIO B3aEMOLIO 3 MEPEKOHaAHHAMU Ta
LiHHOCTAMK (NiABOAHA YaCTUHA), 3 SKUMU BU
BMPOC/M UM cHOPMYyBaInCA AK OCOBUCTICTD, i
AKi 3a6e3neunnu Bam Habip TUNOBUX, HOPMasb-
HUX, MPUPOAHIX Ta NOriYHUX OS5 BaC METOAIB
noBefiHKM (HaABOA4Ha YacTUHa).

When you (lefticeberg) interact with someone
from another culture (right iceberg), you go
into this interaction with the values and
assumptions (below the water) you have been
raised with and which have given you a set of
typical, normal, natural, and logical behaviors
(above the water).



Tenep BW B3aeMopieTe 3 NPEACTaBHMKOM iHLWOI
KynbTypw (NpaBun ancbepr), 9KMM Mae CBOI

nepekKoHaHHs Ta LiiHHOCTI (NigBoAHa YaTCTUHa),
BiOMiHHI Bif, BalLMX. 3afieXXHO Bif, TOro, HaCKifb-
KW Ui LIHHOCTI Ta NepeKoHaHHS BigpIi3HAIOTHCA
BiA, BalMX, LA NtoaMHa HEOAMIHHO byae Bigpi3-
HATUCSA Yy CBOIN TUMOBIW, HOPMasbHIN, NPUPOA-
HiM Ta NOriyHin Ana Hel nosepiHui (HagBoaHa
YacTMHa) Bif Bac.

MopnibHo oo Toro, AK Balla nosefiHka (HagBo-
[AHa 4YacTuHa niBoro amcbepra) Mae ansa Bac
NMOBHUN ceHC (60 6a3yeTbca ra nigBOAHIN

YaCcTWHI niBoro amncbepra), noBefiHKa iHLWOI

noanHu (HagBOL4Ha YacTuHa MpaBoro amncbep-
ra) - ska MoXe Ay>Xe BiApi3HATMCSA Bif, BaLOl —
Ma€ ona uiei NIOAMHU NOBHUM CeHc. KnoyosuM
MOMEHTOM TYT € Te, L0, OCKINIbKM NPeAcTaBHU-
KU PI3HUX KynbTyp, MNPUPOAHO, MatoTb PI3HI
LIHHOCTI Ta NepeKoHaHHSs, IX noBeAiHKa, Npu-
POOHO BIAPI3HAETLCH, MPOTE BOHA HOPMalbHOO
Ta JIOMYHOIO Yy X BIAMNOBIAHUX KyJbTypax.
[HWKMKW cnoBaMK, KOM NPEACTaBHUKMK BiAMIH-
HWUX Big, BallOi KynbTypu pob6nsATb LWOCh, WO

Now you're interacting with someone from
another culture (right triangle) who will have
some values and assumptions (below the line)
different from yours. To the extent that any of
those values and assumptions are different
from yours, that person is bound to have a
different set of typical, normal, natural, and
logical behaviors (above the water) from
yours.

Just like your behavior (left triangle above the
line) is perfectly logical to you (left triangle
below the line), that other person’s behavior
(right triangle above the line)—which could be
very different from yours—is nevertheless
perfectly logical to him or her. However it is
done, an explanation along these lines makes
the essential point that as people from
different cultures are bound to have some
different values and assumptions, then they
are bound to have behaviors that are also
different but nevertheless normal and logical
within their respective cultures. In other
words, when people do something that makes




abCoIIOTHO HEe Ma€ AN1A Bac CEeHCy, WO MoXe
HaBiTb O6PasnUTM UM 3aCMYTUTUK Bac, Nam’aTam-
Te, WO Lie MOXe MaTu NMOBHUM CEeHC A9 Npea-
CTaBHMKIB IHLWOI KYNbTYPW, | HaBMaKw.

KOHTEeKCT BaXkniuBmm

KOHTEKCT - Lie e OaMH NpOoLLapoK CKNagHOCTI,
O AonoMara€ B4LOCKOHaIMTU Halle PO3YyMiHHS
Pi3HMX KynbTyp. [leplw Hi>K 3pO3yMiTM 4YMECH
NMOXOAXKEHHS, BaXXNIMBO MpoOaHanisyBaTu Kysb-
TYPHY MOBEAIHKY NIIOOUHU B KOHTEKCTI. TyT cnig
BUAINNTU KiSlbKa HACTYMHUX MOMEHTIB:

He Bce € iHWMM CTOCOBHO KOrocb 3 iHLWOI
KyNbTYpWU. € UMMaso KaTeropin, 3a AKMMM MU BCi
noaibHi. € neBHI yHiBepcanbHi nornagu Ta
LIHHOCTI, @ OTXXe W MoBefiHKa, SKy MW iHoAi
Ha3WMBAEMO «JIIOACHKOKO HaTypoto». |HWKMM
cnoBaMu, € baraTo peyen, ki BU BXKe 3HaeETe
NpPo MNPEeACTaBHWKIB IHWWX KynbTyp, i 6arato
peyen, Wo Npo BacC BXE 3HaKTb HOCII IHWMX

KYJbTYyp.

absolutely no sense to you, that may even be
offensive or frustrating to you, it's almost
guaranteed it makes perfect sense to them,
and vice versa.

Context matters

Another layer of complexity that adds to
understanding of different cultures is context.
Before going on to understand someone’s
origins, it's important to put cultural behavior
in context. There are a few key points that
need to be made:

Not everything is different about or with
someone from another culture. There are
ways we are all alike, certain universal
assumptions and values, hence behaviors,
that we sometimes call human nature In other
words, there are lot of things you already know
about someone from another culture and a lot
of things people from other cultures already
know about you.



KynbTypHi XxapaKTepuCcTUKKU He 3aBXAU OofHa-
KOBO MOLUMUPIOIOTbCA Ha KOXKHOIO NnpeacTaBHU-
Ka neBHOI KynbTypu. Xo4a MW BCi y YOMYCb
noaibHi  (yHiBepcanbHUM CTWUNb  MOBEAIHKMY,
Tabnuusa 1), i B YOMyCb CXOXi Ha ntogen 3 Halwol
KYJbTYpU (KyNbTYPHUN CTUIb MOBEAIHKM), KOXKEH
i3 HAC TaKOX € MEBHUM YMHOM YHiKanbHUM (OCO-
OUCTUM CTUNb NoBeiHKK). HaaBHICTb ocobucTo-
ro CTW/IO MOBEAIHKM AOMOMara€ 3po3yMiTu, Lo
BU HEe MoOXeTe ckopucTatmucsa iHdOopMaLii€to,
OTPMMaHOIO Ha OCHOBI BaLLOro AOCBIAY 3 OOHIEIO
(U1  OBMeXxeHOo  KINbKICTIO) MNpeaCcTaBHUKIB
MEBHOI KyNbTypW, ANS MNPUNYLEHHS, WO Uus
iHpopMauia (4n XapaKTEPUCTUKU) CTOCYETbCH
BCiX HOCIIB L€l KynbTypw. IHPopMaLis npo Kynb-
Typy BLINIOMY NpaBAmBa, ane chig nam’atatu, Wwo
BM HIKONM He 3yCTpiHeTecb i3 Takow Ccobi
«3arasibHOIO OCOBOIO» | HIKOSIM HE OMUHUTECH Y
«3arafbHin cutyauii». OTOX, Tpeba 6yTn obe-
PEXHUM 3 y3araflbHEHHAMM.

Tunu noseaiHkn

YHiBepcanbHui Ocobuctuin

KynbeTypHuit

o P MpuitMaHHs i 3 MpwuitmaHHs i

Tabuug 1: Ctuni MNoseaiHku (po3pobka aBTopa)

Cultural information will not apply equally
and always to every individual from a
particular culture While we are all the same in
some ways (the universal box) and like the
people from our culture in some ways (the
cultural box), each of us is also unique in some
ways (the personal box). The personal box
means that you cannot take information you
have learned about a particular culture and
assume it applies to all individuals from that
culture. Cultural information is true in general,
but you will never meet a general person and
you will never be in a general situation.

Types of Behaivior

Universal Cultural Personal
Eating from Eating in front
one’s own plate of the TV

Table 1: Types of Behavior (author’s elaboration)



OTxe, Tabnuus «TUMM MNOBEAIHKU» HUXKYe
LO3BONIAE TPEHEPY NOACHUTU Ba AY>KE BaXK/ MBI
MOMEHTU: FOBOPSYM NPO KYNIbTYPY, MU MOXKXEMO
y3aranbHIOBaTW;, BOAHOYAC, L& Yy3arasbHeHHS
MOXKe CrnpaBaXKyBaTUCS JIMLLE Y BIAHOLWEHHI A0
rpynu, i nuwe BMMNagKoOBO CMpaBLXXyBaTUCS Y
BIAHOLWEHHI o ByAb-AKOI OKPEMO B3STOI 0CObMU
3 uiel rpynn. BaMm, ak TpeHepy, Ay>xe BaxSIMBO
NMpo Le HarofoCUTK, OCKINTbKK Lie, SK NpaBuso,
nepelwkoaxxae GopMyBaHHIO CTEPEOTUMIB.

LLlo6 4ONOMOrTM yYacHMKaM BaLlOro TPEeHiHry
BIAYYTM BIAMIHHOCTI Y CBOIX LLIHHOCTSAX, MepeKo-
HaHHAX, HOPMax, iHTepnpeTauil CMMBOJIB 4Mn
IHLKMX CoLianbHUX BMpPa3ax, B MOXeTe 3anpo-
MOHYyBaTW IM HAaCTYMNHY IHTEPaKTUBHY BNpasy.

The three-box figure below allows the trainer
to make the very important point that: when
talking about culture, we have to generalize.
And even more important point: when we
generalize, we may be accurate about a
group, but we would only be coincidentally
accurate about any single person from that
group. It’s important to make this point about
generalizing as a trainer because it usually
reduces concerns about stereotyping.




IHTepakTuBHa
Brpasa

3anpornoHymnTe y4yacHuWKaM BUbBpaTH
OfHY i3 ceMUu iHTepnpeTaLin HUxXYe,
9Ka, Ha 1X AYMKY, HauKpalie Ornucye
CUTyalito Ha MantoHky. [loTiM nigpa-
XYWTEe KiNbKICTb MPUXMUNBHWUKIB KOXHOI
iHTepnpeTauil. [yXxe WMOBIPHO, WO
yYaCHWKM BWOEpyTb ABI-TPU  PIi3Hi
iHTepnpeTaLil.

\

MpumiTka ana TpeHepa: Ha MallOHKY CUTyaLlid Ta MOBe/iHKa IIOAeN O4HaKOBI, ane ogHy 1 Ty X
CUTYaLItO YHYaCHUKM MOXYTb TIIYMauuTU MO-Pi3HOMY, 3a51I€XKHO Bif, iX OCBIAY, LIHHOCTEN, NepeKo-
HaHb, iIHTepnpeTaLii CUMBOJIB, HaBiTb AKLLO, MOXJ/IMBO, BiNbLLICTb YYACHUKIB TPEHIHIY € HOCIAMMU
OOHIET W TIET XK KYNbTYPU UM iAEHTUYHOCTI.

flke 3 peueHb HaKpalle ONnUCye CUTyaLlilo Ha MaJlIlOHKY ?

1. Monutea nepep ixeto, ABOE Ntofen He xouyTb 5. CiM'q, g9ka WOMHO OoTpuMana HermpuUeEMHOro

npUMUMaTK yYacTi nncTa

2. Konern Hanpy»xeHo o6ayMytoTb BUPILLEHHS 6. 3ycTpiy. [Bi XiHKM 360Ky 3/1iBa PO3MOBIISA-
AKOroCb MUTAHHS OTb MPO MOBINBbHUN TenedoH

3. Baxxka po3moBa 7. Jltopu, ki LWyKatoTb PiLLeHHs AKoick Npobe-
4. MoyvaTok 3ycTpiui MU, YoNoBIK 311iBa MPUXOBYE Ba>k/IMBI LOKA3M i

MOoKa3ye WOCb HeBaXinMBe OJ14 IHLLIMX




Interactive
exercise

Ask participants to choose one of the
seven interpretations below that in
their opinion best describes the
situationin the picture. Then count the
number of supporters of each
interpretation. It is very likely that
participants will choose two or three
different interpretations.

\

Note: in the picture, the situation and behavior of the people are the same, but see how many
different interpretations can be made based on our own experiences, symbolic meaning, traditions,
values, even if - possibly —a majority in your group are representing the same culture.

Choose one of the interpretations to describe the picture:

1. Prayer before a meal, two people do 5. A family that has just received a sad letter
not want to pray

6. Ameeting. Two women on the left are talking on

2. People thinking hard to solve some the side about a cellphone
problem
2 ol A e Yo 7. People looking for a solution to some problem.

_ ‘ The man on the left is hiding the important
4. A meeting about to begin evidence and showing something unimportant to




AK 6auMMoO, IHTEPKYIbTYpHa KOMMETEHTHICTb €
JOCUTb CKJTagHWMM TMOHATTAM. binbwe TOTO,

CMIBICHYE Ljina HU3Ka Mogenemn iHTepKybTypPHOT

KOMMETEHTHOCTI, OCKIi/IbKM BOHWU Bynn po3po-
OneHi Ana pisHUX CepefoBuULL - KOpropaTmnB-
HUX, OCBITHIX, aAMIHICTPaTUBHUMX TOLLO. Ha cbo-
rogHi couionoria Hanidye noHag 30 Takmx
mMopenen. OgHieto 3 HUX €, HaNpUKIag, AepeBo
iHTepkynbTypHOI komneTeHuii KKHECKO (Ma-
JIIOHOK 2).

Y paMkax npoekTty "BnpoBagxeHHa Ta 3any-
YEHHA KyNbTYPHOro Pi3HOMaHITTa Ha rnobanb-
HOMY PIBHI", peanisaoBaHOro B KOHTEKCTI iHTep-
KYNbTYypHUX MICT Pagn €Bponu, iIHTEepKyIbTyp-
Ha KOMMETEHTHICTb PO3rNsafacTbCa K KOM-
MNEeKCHUN Habip 3HaHb, YMiHb Ta HaBWYOK, LLO
[O3BONAOTb LIATU HaNIeXXHUM Ta €PEeKTUBHUM
YMHOM Mif Yac iHTepakuii 3 NoAbMU PI3HOro
MOBHOIO UM  KYJIbTYPHOIO  MOXOLXXEHHS
(PanTini, 2009 Ta NopTepa, 2014)

[na noganblioro po3BMTKY LMX YMiHb Ta HaBU-
YOK, BaXKIMBO iAeHTUdIKyBaTK, A€ cCaMe Mo3u-
LiOHYE cebe noanHa Ym rpyna noaem 3

As we can see, intercultural competence is a
rather complex concept. Moreover, a number
of intercultural competence models coexist
as they have been developed for different
environments - corporate, educational,
administrative, etc. Nowadays social science
counts more than 30 such models. One of
them is the UNESCO Intercultural
Competences Tree (Picture 2).

In the framework of the project "Introducing
and Engaging Diversity Globally"
implemented in the context of intercultural
cities, intercultural competence is seen as a
complex set of abilities, knowledge, attitudes
and skills that enable an individual to perform
appropriately and effectively  when
interacting with people from different
linguistic and cultural backgrounds (Fantini,
2009 and Portera, 2014).

In order to further develop these skills, it is
important to understand where an individual
or a group of people is positioned in terms of
their




30pYy CBOEI KyNIbTYPHOI CBILOMOCTI, TOBTO €K
BOHUW CMPUMMatOTb KysbTypHi (abo ineHTUYHI)
BIAMIHHOCTI MNPeACTaBHUKIB [HWWUX KyNbTyp.
Hanpwuknag, 4v BU3HatoTb BOHMU, LLLO MK HOCIS-
MU PI3SHUX KYNbTYP ICHYIOTb 3HaYHI BIAMIHHOCTI,
UM MOBaXKatoTb BOHU L BIAMIHHOCTI, Y1, MOX-
NVBO, BiAUyBalOTb 3arpo3y UM CTpax nepen
LUMM BiOMIHHOCTSAMMK?

Y HacTynHOMY po3Aini LbOoro nocibHMKa MU
po3rnagHemo Mogenb Po3BUTKy IHTepKynbTyp-
Hol YyTtnmneocTi (BeHHeT, 1986) ak iIHCTpyMeHTYy,
WO CApUAE PO3YMIHHIO MO3ULIT JIIOANHN YK

rpynn nopem 3 TOYKM 30pYy IX KyNbTypPHOI

CBiJOMOCTI.

Mopgenb Po3BUTKY npeacTaBns€ TrOPU3OH-
TanbHy Bicb [1apagnrmMu IHTepkynbTypHOT Kom-
NeTeHTHOCTI, PO3pPOObSEeHy B LbOMY HaBYalb-
HOMY KyPCli, LLLO MOCNYrOBYE TakK 3BaHOK CUCTe-
MO0 BiNiKY, LONOMaratoum HaM pobuTn gobpe
iHOOpPMOBaHi BUCHOBKW Ta aganTyBaTu CBOIO
MOBEAIHKY Ha OCHOBI
06i3HaHOCTI, i TUM CaMUM, CNPUAE LOCATHEHHIO
Oinblw edeKTUBHOI Ta LIaHOBaHOI B3aEMOLi 3
npencTaBHUKaMU Pi3HUX KYNbTYP.

OiNblWOoi  Ky/bTyPHOI

cultural awareness, i.e. how they perceive the
cultural (or identity) differences of people
from different cultures. For example, do they
recognize that meaningful differences exist
between individuals from diverse cultures and
do they respect these differences, or do they
feel threatened or intimidated by these
differences?

In the next Chapter, we will consider the
Developmental Model of Intercultural
Sensitivity (Bennet, 1986) as a tool that
facilitates understanding of the positioning of
an individual or a group in terms of their
cultural awareness.

The Developmental Model represents a
horizontal axis of Intercultural Competence
Paradigm developed in this training as a frame
of reference in relation to which behavioral
judgements can be made on the basis of
greater cultural awareness and more effective
and respectful interaction achieved with the
people of different cultural backgrounds. The
vertical axis of the Intercultural Competence
Paradigm is correspondingly the Culture Map,
which we will discuss in Chapter 3 of this
manual.



Hepeso IHTepkynbTypHOi KoMneteHTHOCTIi OHECKO

KopiHHga: kynbTypa (iBEHTUYHICTb, LiHHOCTI, CTaB-
NeHHs, BipyBaHHS) Ta cninkyBaHHA (MOBa, Aianor,
HeBepbanbHa NoBeaiHka)

4
CT0B6Yp: KyNbTypHE Pi3HOMaHITTA, NpaBa JIOaNHM, ' ﬁ
IHTEPKYNbTYPHWI Aianor...

a

Finku: OnepaTuBHi kpokn (Po3'acHeHHs, HaBYaHHS,
[MpocyBaHHA ...)

JlucTta: iHTepkynbTypHa BIiANOBIAANbHICTb, FPaMoT-
HICTb, 3PYYHICTb, KD€ATUBHICTb, EMOLLl, 3HAHHS ...

Hekinbka nuctkis epesa yMUCHO 3aNULLEHO BifTbHU-
MKW, WwWob ue pyxe xuee [lepeBo MoxHa Oyno
LOMOBHUTK 6araTUM pPI3HOMAHITTAM KOHTEKCTIB,
HassBHWUX Yy CBITI. i

The Intercultural Competences Tree,
o visual conceptualization

MantoHok 3: [xepeno - [HTepkynbyTpHI KoMneTeHLii:
KoHuenTyanbHi Ta OnepatusHi Pamku, KOHECKO, 2013




Intercultural Competence Tree - UNESCO

Models and definitions of intercultural
competence are legion. Nowadays social science
counts more than 30. One of them is UNESCO'’s
Intercultural Competences Tree that lists a
number of characteristics:

Roots: Culture (Identity, Values, Attitudes, Beliefs)
& Communication (Language, Dialogue,
Nonverbal behavior)

Trunk: Cultural Diversity, Human Rights,

Intercultural Dialogue

Branches: Operational steps (Clarifying, Teaching,
Promoting, Supporting and Enacting Intercultural
Competences).

Leaves: Intercultural Responsibility, Intercultural
Literacy, Resilience, Cultural Shifting, Intercultural
Citizenship, Conviviality, Reflexivity, Creativity,
Liquidity, Contextualization Cues, Transvaluation,
Ubuntu, Semantic Availability, Warm Ideas, Skills,
Uchi Soto, Multilingualism, Disposition, Emotions,
Knowledge, Translation, Intercultural
Communicative Competence.

W |

The Intercultural Competences Tree
a visual conceptualization

db havior

AH
Belglhs

Picture 3: Source: Intercultural Competences: Conceptual
and Operational Framework, UNESCO, 2013

Some of the leaves have been left free so that this Tree which is very much alive, can be
complemented upon the rich diversity of contexts available worldwide.
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Po3pain 2
MOZLAEJ1b PO3BUTKY

FopusoHTanbHa Bicb
NMapaaurmm IHTepKynbTypHOI
KoMneTeHTHOCTI

Mogenb Po3BuTKy IHTepkynbTypHOI YyTnm-
BOCTI HWHI LUMPOKO BU3HaHa K IHCTPYMEHT
kKnacudikaLil KyNnbTypHUX BIAMIHHOCTEWN, LLO
HaWKpalle BiAMNOBIAAE XapaKTepy IHTEPKY b=
TYPHOI B3aEMOLII, IKa NNIEXXUTb B OCHOBI IHTEp-
KYbTYPHOI KOMANETEHTHOCTI.

Chapter 2
DEVELOPMENTAL MODEL

Horizontal Axis
of Intercultural
Competence Universe

Developmental Model of Intercultural
Sensitivity is broadly accepted as one of the
best classification tool of cultural differences
and fits best the nature of intercultural
interaction, which is at the core of
intercultural competence.




Mogpenb NOACHIOE peakLito Ntogen nig vac 1x
B3aEMOLI 3 KyJIbTYPHUMMW BiAMIHHOCTAMMU. PO3-
pobuB il aMepUKaHCbKMN BYeHUIM MinToH BeH-
HeTT (1986), KOTpMM cnocTepiras, WO NOAM
pearyloTb Ha Ta B3aEMOLIOTb 3 KyJIbTYPHUMM
BIAMIHHOCTAMM MNeBHUMKU nepenbadyBaHUMM
cnocobaMu, aKi BiH pPO34iIMB Ha WICTb CTaAiM
PO3BUTKY: TPWU ETHO-LIeHTPUYHI Ta Tpw
€THO-BIOHOCHI. KOXXeH 3 wmx eTanis poO3BUTKY
CMMPaETbCH Ha NONepeaHi.

Mogenb PO3BUTKY ONUCYE, aK Noam NepexxmBa-
tOTb, IHTEPMPETYIOTb Ta B3AaEMOLIIOTh 3 KYJbTYp-
HUMU BIAMIHHOCTSAMU Ha IHAMBIAYaNbHOMY PIBHI,
I MPOMOHYE KOHTUHYYM PO3BUTKY, 3@ AOMOMO-
rolo SKOro JIIoAM MOXYTb pPO3BMBATUCH Yy
HaNPAMKY FNMOLWOro Po3yMiHHA Ta LiHyBaHHSA
KYJbTYPHOrO PI3HOMaHITTS.

Omxe, Mopenb Po3BuUTKy BkOYae Tpw
€THO-LLeHTPUYHI CTagii, KON KynbTypa ocobwu
CNPUMMaETbCa Heto AK LieHTpasnbHa (3anepe-
YyeHHq, 3axucT, Ta MiHiMizauis), | Tpn eTHO-BIA-
HOCHi CTafil, KoM KynbTypa Ocobwu cnpun-
Ma€ETbCA Hel B KOHTEKCTI (HWUX KynbTyp
(MpunnaTtTa, AganTauis, Ta IHTerpauiq).

The model was developed by Milton Bennett
(1986) to explain the reactions of people as
they engage with culturally different others.
Bennett observed that individuals deal with
cultural differences in certain predictable ways,
which can be divided into six developmental
stages: three ethno-centric and three
ethno-relative. Each of the stages builds on the
previous ones.

The developmental model describes the ways
in which Developmental Model identifies three
ethno-centric orientations where one's culture
is experienced as central to reality (Denial,
Defense, Minimization), and three
ethno-relative orientations, where one's
culture is experienced in the context of other
cultures (Acceptance, Adaptation,
Integration).



Konn ntoan crtatoTb 6ifbll  iHTEPKYbTYPHO
KOMMETEHTHUMY, BOHMU  MepexogsaTb  Big
€THO-LEHTPUYHUX LO €THO-BIAHOCHWMX CTafil.
Llem nepexig posBonde iM oTpuMaTth OGinblu
BULLYKAHWIN IHTEPKYbTYPHUIM AOCBIA, | HaBMa-
KU, BiNbLU BULLYKAHWM IHTEPKYbTYPHUIM AOCBIL
nonerwye nepexig Mixx ctagismu.

Y uboMy po3aini MM peTasibHO PO3rNIAHEMO
Wwictb cTtagin Mopeni Po3sButky Ta Hagamo
MOAICHEHHSA LWOAO TOro, aK iAeHTudiKyBaTh
KOXHY 3i crajin, Ta SK NepenTun B4 OAHIEl OO
iHLLIOL.

As people become more interculturally
competent, they move from ethno-centric
orientations to ethno-relative orientations.
This change enables them to have more
sophisticated intercultural experiences.




3AMNEPEYEHHA

Ha cTtapil 3anepeyeHHs, nogy He yCBIAOMMIOOTb KybTyp-
HUX BiAMiIHHOCTeN. BoHM 3HatoTh, WO i 9K BinbyBaeTbca y
BJ1ACHIM KyNbTYpI, i IPUMYCKatoTh, WO B iHLWMX KYJbTypax BCe
Te x came. OCKIiNbKM NOAM Ha Liin CTaAil BBaXkatoTb, LLLO Kyslb-
TYPHUX BIAMIHHOCTEWN HE ICHYE, BOHW, K MPaBW/I0, BTpayatoTb
IHTEPEC | HE LLiKaBNaTbCs TEMaTUKOO KYIbTYPW.

TunoBi BUCNOBM NpeaCcTaBHUKIB LLiET CTaail:

"Yci Benuki MicTa ogHakoBi - 6arato 6yaiBenb i 3aHaATo
HaraTto MalunH".

"d HikONM He MaB BENUKOro AOCBIAY B3aeMOAil 3 iHWMMU 9 30BCIM He
Ky/bTypamu, i i TEMa MEHE He LIiKaBUTb". 68‘-Iy
"H Hikonu He 3a3HaBaB KyJIbTYPHOIO LLOKY". Bi,ﬂ,MiHHOCTEl/I

"[lokn MK BCi rOBOPUMO OAHIEO MOBOIO, HEMAE HiIKUX NPO-
6nem."

NPOMOHYETbCA HABYUTUCS BU3HABaTU ICHYBaHHS IHLLUMX KyJb-
Typ Ta YCBIOMMIOBATU KybTypPHI BIGMIHHOCTI.




DENIAL

Individuals who are in the Denial stage are not aware of
culture differences. They know how things are done in
their own culture and assume that in other places and/or
groups it is more or less the same. Since individuals in this
stage assume that cultural differences do not exist, they
generally are disinterested in the topic of culture.

Typical quotes of individuals in the Denial stage are: “All
big cities are the same - a lot of buildings, too many cars,
and Starbucks.”

“I have never had much contact with other cultures and
the topic does not interest me.”

“I never experience culture shock”

"As long as we all speak the same language, there's no
problem."

To move up from this stage, individuals are invited to learn
to recognize the existence of cultural differences
(Bennett, 1993)

| don't see
differences at all.




3AXUCT

[MpeacTaBHUKM CTagil 3axXUCTy YCBIAOMIIIOKTb KYNbTYPHI BiAMIHHOCTI.
[MpoTe, ocTaHHI X YacTo nakatoTb, abo CnpUMMaloTbCcsa K 3arposa.
[lna npencTaBHUKIB LLIET CTaAil CBIT PO3AiIeHUIM Ha «HaC» Ta «IX».

€ nBi opmu cTadii 3axmcTy:
1) dopMa, konu noam BBaXkatoTb "Hac" KpallmMm 3a "HUX" Ta
2) peBepcuBHa GOpMa, KoM NMIOAN 3aXOMITOIOTLCS IHLLOK KYbTYP OO

i BBa)KatOTb BJlACHY KYJIbTYpy €K Taky, WO MOCTYMNaEeTbCA CBOED
3HAYUMICTIO.

TrnoBi BUCNOBM NpeACTaBHMKIB L€l cTagil: A 3Hato Npo Haul

BiAMIHHOCTI, ane
BOHWU MeHI He
KpalLLoto € Mosi KpaiHa'. nopobarTbcs i

"XoTinoca 6, wob Li ntoam CrinkyBanmcs Tak caMo, gk MU',

"Konu a BigBigyto iHWi KpaiHW (KynbTypw), 9 yCBIAOMIIIOW, HACKINbKM

"O, MU MO 6 MU HAaBYUTU LMX Nitoden 6arato Yyomy". MOSA KY/IbTypa —

"AkOW A TiNbKM Mir NO36aBUTUCA CBOTO KYJIbTYPHOMO MOXOOKEHHS i Kpallia
CTaTW HacnpaBhi OAHWM i3 Lumnx nopen” (pesepcmeHa dopMa).

LLlo6 nepenTu Bif L€l cTaaii 4O HAaCTYMHOI, MPOMOHYETbCA HAaBYUTUCS
KepyBaTV CBOEIO 3aHEMOEOEHICTIO BIGHOCHO IHLUMX KY/IbTYp, @ TakKoX
PO3BMBaTM TOJNIEPAHTHICTb Ta TEpniHHA Yy BIQHOWEHHI [0
MPEACTaBHUKIB IHLLUWX KYJIbTYP.




DEFENSE

In the stage of Defense, individuals become aware of cultural
differences and they are often threatened or intimidated by them. For
those in the Defense stage, the world is divided into “us” and “them”.

There are two forms of Defense:
1.form is where individuals see “us” as being better than “them” and

2.the other form, called reversal, is where individuals admire the other
culture and see their own culture as inferior.

Typical quotes of individuals in the Defense stage are:
“| wish these people would just talk the way we do."

"When you go to other cultures, it makes you realize how much better
my country is."

"Boy, could we teach these people a lot of stuff." "l wish | could give up
my own cultural background and really be one of these people."
(reversal).

To move up from this stage, learners need to be able to manage anxiety
about other cultures as well as to embrace tolerance and patience for
people in other cultures (Bennett, 1993)

| see our differences,

but | don't like them
and my culture is
better. | love me.

| see our differences,
| like them and your
cultureis better. |
love you.




MIHIMI3ALIA

Ocobu Ha cTagii MiHiMiszaL,ii BBaXatoTb, WO, OCKISIbKU BCi MU
MUPSHKM, TO BCi MM, 3arasioM, ofHakoBi. [na HUX KynbTypHi
BiOMIHHOCTI € BbaHanbHMU. HamBaxnusiwe - Le Te, WO MU BCi
nau, i ToMy MaeMO MofAibHi MoYyTTa, CroAiBaHHA Ta NoTpebu.
[NpencTaBHMKM LLIET CTaAIl 4itOTb 3@ MPaBUIOM: CTaBCA 40 iHLWOro
TakK, K TW 6 XOTiB, W06 iHLi cTaBUUCL A0 Tebe.

TunoBi BUCNOBM NPeACTaBHUKIB L€l cTaail:
"BpelwTi-peLuT, Liew CBIT Takumi Manmn®,

"3BWyail pi3Hi, ane KoONWM MU cnpaBAi Mi3HAaeEMO naen, Mu
PO3yMIiEMO, LLLO, B OCHOBHOMY, BCi MU O4HaKOBI".

"A Mato IHTYITUBHE BIiAYYTTA IHWWX IOOEN HE3aNeXHOo Bif, 1X

Tak, 3abysbmo

KynbTypn'". Npo BiAMIHHOCTI
"TexHosorisg Hece CBITOBI KyJIbTypPHY OOHOMaHITHICTb". MIDK HaM -

Llen eTtan yacTo HamBa)kye MPOWTU, OCKISIbKU MPencTaBHUKM 06110 HacC BCiX.
cTagii MiHiMizauii BBaXKatoTb, LLLO, 3 TOUKM 30PY BiAHOLLIEHHS 40
PiI3HUX KyNbTyp, Y HUX BCce faobpe. LLlob nepentun Big Uil cTaaii
L0 HaCTYMHOI, MOTPIBHO PO3BUBATU KYJIbTYPHY CaMOCBILOMICTb
Ta HabyBaTX AOCBiAY B3aEMOAIT 3 KYJIbTYPHUM Pi3HOMAHITTAM.
TakoXX BapTO YAOCKOHaNWUTU HaBWYKM MUIIbHOMO CIIyXaHHS,
BIOKPUTOCTI Ta nMonpautoBaTi Haf 30aTHICTIO  YBaXKHO
CAPUNMaTK IHLLMUX.




MINIMIZATION

Individuals believe that, since we are all humans, everyone is
basically the same. To individuals in the Minimization stage,
cultural differences are trivial. What matters most is that we are
allhuman beings and therefore we have similar feelings, hopes,
and needs. Individuals act according to the rule: treat others as
you would like to be treated.

Typical quotes of individuals in the minimization stage are:
“It's a small world after all,” “ The customs are different, but
when you really get to know the people you realize that they are
basically the same as we are.”

"I have this intuitive sense of other people, no matter what their
culture is.” "Technology is bringing cultural uniformity to the
developed world.”

This stage is often the most difficult to move from because
people at this stage think that they are doing just okay. In order
to move from this stage, one has to develop cultural
self-awareness and experience difference. One can also
benefit from strengthening listening skills, open-mindedness,
and working on the ability to perceive others accurately
(Bennett, 1993).

Yeah, let's forget
about the
differences | can
see. | love us.




NMPUNHATTS

Ocobu Ha cTagii MNMpuUUHATTA 34aTHI BM3HaBaTK, WO ICHYOTb
3HaYHIi BIAMIHHOCTI MK MpeACcTaBHUKaMM PI3HUX KYNbTYp, CIpUn-
MaTW i moBaxkaTu Ui BigMiHHOCTI. [NpoTe, Ha cTaaii [NpunHAaTT],
NoaM NOYYBaKOThCH BCE e HEBMEBHEHO LLOAO TOTO, AK MOBOAU-
TUCS 3 LLUMU BIAMIHHOCTAMMU.

TunoBi BUCNOBM NPeACTaBHUKIB L€l cTaail:
"M Oinblue BIAMIHHOCTEN, TUM Kpalle, OCKISIbKM Pi3HOMaHIT-
HICTb O3Ha4ae binbLue TBopUMX inen".

"9 3aBXAM HaMaralCcs BUBYATU HOBY Ky/bTYpY, NepLU HiX BiaBiaa- 9 yCBigOMIIOIO i
TU KpaiHy abo B3aEMOAIATY 3 NpeACcTaBHUKaMU L€l KybTypu'. :
paiHy A PeA H y yp NnoBa>Xako AK Halll
"Hall HOBUIA MpaLiBHUK € MPeACTaBHUKOM KySbTypu X. [le s MOXy BIAMIHHOCTI TaK |
Li3HaTUCS MPO Lo KYNbTYPY, Wo6 6yTh ebeKTUBHILLMM y criBnpa- nogibHicTb

LLi?"

[Ons Toro, Wob nepenTtn Bif UI€l cTaaii 4O HacTymHOI, Npono-
HYETbCA HabyTU KOHKPETHUX KYSbTYPHUX 3HaHb Ta PO3BMBATMU
noBary A0 LiHHOCTEeW Ta MepeKOHaHb MPeACTaBHUKIB iHLLMX Ky1b-
TYP, PEKOMEHAYETbCHA TaKOX HaBUMTUCHA TONlepyBaTW HEOLHO-
3HaYHICTb.




ACCEPTANCE

Individuals who enter the Acceptance stage are able to recognize
that there are significant differences between individuals from
distinct cultures and one both accepts and respects these
differences. However, in this stage, individuals still feel insecure
about how to deal with these differences.

Typical quotes of individuals in the Acceptance stage are:

"The more difference the better- more difference results in more
creative ideas."

"l always try to study about a new culture before | go there or
interact with the people.”

"Our new employee is from X culture. Where can | learn about X
culture so | can be more effective in cooperation?”

In order to move from this stage, individuals need to gain specific
cultural knowledge. They are also to develop respect for the
values and beliefs of others and maintain tolerance of ambiguity
(Bennett, 1993)

| see and respect
differences and
similarities.




AOANTALUIA

Ha cTagii AnanTauii, 1roau BXKe MatoTb HaBUKU KOMMETEHTHOCTI Ta
LOCBIL, ePeKTUBHOIO MOBOOXKEHHA 3 MPeACTaBHWUKAMW Pi3HUX
KynbTyp. BoHM 3paTHI NpucTOCOBYBaTK CBOKO B3aEMOZIIO Ta Chiji-
KYBaHHS, a TakOXX ajanTyBaTUCS OO UIHHOCTEW, WO ICHYOTb B
IHWMX KynbTypax. BoHn abcontoTHO kKOMGOPTHO NOYyBaloTbCA Ta
B3aEMOLIOTb 3 HOCIIMM IHLLIMX LLIHHOCTEWN Ta MEePEKOHaHb.

Ha uin crtagii, kynbTypa po3rniagaceTbCcsa 9K npoLuec B3aEMOAIl 3
IHWKMK, a He 9K NpuTaMaHHa KOMycCb puca. Jliogn BonogditoTb
KYJIbTYPHOIO eMnaTielo Ta AiloTb 3a NpaBUIOM: g CTaBNOCb [0
iIHLINX Tak, AK BOHU XO4YYTb, LLOO A0 HNUX CTaBUITUCH.

TynoBi BUCNOBU NpeAcTaBHUKIB L€ cTagil:

A ycsigomaioro,

"Akoto 6 He Byna cuTyalliq, 9 3a3BMYaN MOXY PO3MIAHYTU iT 3 TOUOK

30pY PI3HMX KyNbTyp". MoBa>Xaro Ta
" BiTatoca 3 MoAbMM CBOET Ta iHLLMX KYJIbTYP MO-Pi3HOMY, Lie 3ane-

XKUTb Bifj TOrO, K MPOSABMAETbCA MoBara B LMX KynbTypax". MPaKTUKYHO
"d MOXy LOTPUMYBaTUCA CBOIX LLIHHOCTEW i, B TOM )Xe Yac, MOBOAN- BiAM IHHOCTI

TUCb HaMIEXXHWUM Til UM iHLWIN KyNbTypi cnocobom”.

IOnsa pocarHeHHA cTagil ApganTauil Ta nepexony AO HaCTymHOI
cTaaii, BaXXIMBO HaBUYMTUCH CMiBMNEPEXMBaHHIO (eMnaTii) iHWUM
KynbTypaM. [loTpibHO TakoXX pPO3BMBATU HABUYKK MPUMHATTS
PU3MKY Ta BUPIEHHS NpobneM, a TakoX HaBUMTUCS THYUKOCTI Y
B3AEMO/IT 3 IHLLUMMU KYNbTYpPaMu.




ADAPTATION

In the Adaptation stage, individuals have gained the competency
and experience to effectively deal with the culture differences.
They are able to adapt their ways of interacting and
communicating, and also to the values that exist in other cultures.
They are completely comfortable interacting with people who
have different values and beliefs. Culture is now seen as a process
of engagement with others, rather than something that one has.
In this stage, individuals have developed cultural empathy and act
according to the rule: treat others as they wish to be treated.

Typical quotes of individuals in the Adaptation stage are:

“Whatever the situation might be, | can normally look at it from a
variety of cultural points of view.”"| can maintain my values and
also behave in culturally appropriate ways." “| greet people from
my culture and people from other culture in different ways, taking
into account how different cultures show respect.” “To really help
this student, I'm going to have to change my approach.”

In order to achieve adaptation and move on to the next stage, one
must be able to experience empathy for other cultures. He/she
will also have to develop risk-taking skills and problem-solving
skills, and need to be flexible with other cultures (Bennett, 1993)

| see, respect,
understand and
incorporate the
differences.




IHTETPALIA

Ha cTagii IHTerpauii, ntogm MatoTb PO3BMHEHE MOYYTTA MPUHaNEeX-
HOCTI 4O ABOX UM Binblue KynbTypHWX rpyn. BoHW nouyyBatoTbes
CMOKIMHO LWLOAO KyIbTYPHOI BIAZHOCHOCTI Ta MOXYTb LUBUAKO iAeH-
TUIKyBaTV HaNeXHy BiAMNOBiAb/peaKLito, B 3aN1€XHOCTI Bif, KOH-
TEKCTY UM CUTyaLlil.

IHTerpauia € 3aBepwanbHuM etanoM Mopeni Po3BuTky, akumn
[ocaraeTbea pigko. Ha uboMy eTtani, ocoba 3gaTtHa NpuULLENNTU
iIHLWWIM KyNIbTYPHUIN LOCBIL CBOEMY BJIaCHOMY CBiTOrNA4Y, abo iHTe-
rpyBaTH LleM 0OCBIf Y CBOK OCOBUCTICTb Y Till UM iHWIM cuTyauii. Y
TOW XXe Yac, NIOAN 3 TakUM BadyeHHAM 4YacTo 3b6epiratoTb Map-
riHaNbHY CaMOIAEHTUYHICTb | BBa)KatoTb cebe nocTinHo "B pyci”. Lii
TOAM YaCTO € KySIbTYPHUMM MeaiaTopamu. BoHu spaTHi goromor- A 3paTHa(eH)
TU IHLLWM 3PO3YMITU PI3HI KySIbTYPU Ta CAPUATK 371arofi MK HUMMU. MOBHICTIO

IHTerpyBaTtu B ABi

"IHoai A BigUyBalto, LLO HiKyaAM HE BMUCYHOCH . pi3me KYyAbTYpu
"Ckpi3b BAOMa, AKLLO TU 3HAEL AOCTAaTHbO MPO Te, AK TaM BCe
BJlalLTOBaHO".

"d nouyBatoca HanmkoM@OpPTHILLe, KONMU AoNato BIAMIHHOCTI MK
KyNbTypamu, aKi 9 3Hato".

TunoBi BUCNOBM NPeACTaBHUKIB L€l cTaail:




INTEGRATION

In Integration, the individual has developed a sense of him or
herself as a member of two or more cultural groups. The individual
is comfortable with cultural relativity and is able to evaluate the
appropriate response depending on the context.

Integration is the final stage of the Model, rarely achieved. In
integration stage the individual is able to have other cultural
experience move in and out of their own worldview (or make this
experience part of their identity in a given situation). At the same
time, people in this view often maintain a marginal self-identity
and view themselves as continuously "in-process”, these people
are often culture mediators. They are able to help others
understand different cultures and promote unity between them.

Typical quotes of individuals in the Integration stage are:

"Sometimes | don't feel like | fit anywhere."

"Everywhere is home, if you know enough about how things work
there.” "l feel most comfortable when I'm Bridging differences
between the cultures | know."

“Whatever the situation, | can usually look at it from a variety of
cultural points of view, and | feel comfortable doing this.”

| am able to fully
integrate into two
different cultures.




MOJAEJ1b PO3BUTKY

3 emHo-penamusHi cmadii

A
IHTErPALIA
} ATANTALYA -
3 emHo-yewmpuyni cmadi NPUMHATTA c -
E———— e —— - :
MIHIMI3ALYA 2 =
SAXUCT ol
g ~ - f3paTHa(eH)
3ANEPEYEHHA - | N % = q YCBiAOMJ"IlOIO, NOBHICTIO

noBaxalwTa iHTerpyBaTu B ABi
NPaKTUKYO PI3HUX KyNbTYpH
BigMiHHOCTI

A ycaigomniowo A
1 3Hato npo Hawi = 6 noBaxalo AK Hawi
BigMiHHOCTI, ane aK, 330YABMO | g nmiHHOCTI TaK i
Npo BigMiHHOCTI oaiGHicTE

BOHM MeHi He -
fl308BCiM He noaoBaloTLeA i MDK HaM -

ERY MOR Ky/IETypa — obno Hac BCix.

BiAMiHHOCTEH Kpaua

MiacyMok: Mopenb PO3BUTKY BKITIOUAE TPM €THO-LLEHTPUYHI CTafil, KONU BflaCHa KyNbTypa CnpTH-
Ma€ETbCA TIED UM iHWOK OCOBOK AK LeHTpanbHa (3anepeyeHHs, 3axX1CT, MiHiMizauia);, Ta Tpu
€THO-BIOHOCHI, KON BflacHa KyJibTypa CAPUMMaETbCA B KOHTEKCTI iHWWX KyAbTyp (MPUUHATTS,
apanTauiq, iHTerpauis). Konu nioam ctatoTb Binbll iIHTEPKYIbTYPHO KOMMETEHTHUMM, BOHU Mepe-
XOAATb Bif, €THO-LLEHTPUYHNX OO €THO-BIAHOCHMX CTagin. Llen nepexig no3sonde iMm oTpumaTtm
6inbLU CKNafHUM, MOBHOLLIHHUM IHTEPKYIbTYPHUN AOCBIA. 3 iHWOro 60Ky, OiNlblL BULLYKAHWUM IHTEp-
KYNbTYPHWUM LOCBIL MPUCKOPIOE Nepexia Bia cTaaii fo ctagii Mogeni Po3suTky.




DEVELOPMENTAL MODEL

3 ethno-relative stages

‘A‘
INTEGRATION
ADAPTATION . ’-
3 ethno-centric stages ACCEPTANCE - e
MINIMISATION -

Summary: the Developmental Model comprises three ethno-centric stages where one's culture
is experienced as central to reality (Denial, Defense, Minimization), and three ethno-relative
stages, where one's culture is experienced in the context of other cultures (Acceptance,
Adaptation, Integration).

As people become more interculturally competent, they move from ethno-centric to
ethno-relative stages. This transition enables them to have more sophisticated intercultural
experiences, and vise versa, more refined intercultural experiences allow for a better transition.




Ik BUrnapgaloTb iHTEPKYNbTYPHO
KOMMEeTeHTHi nroaun?

Ha nopnaTtok no nobpe cTpykTypoBaHoi Mogeni
Po3BuUTKy, couionoramm 6yno TakoX BU3HAYEHO
rpyny XapakTepUCTUK, MNpUTaMaHHUX IHTep-
KYNbTYPHO KOMMNEeTeHTHUM ocobaM. Lli xapakTe-
PUCTUKN BKIIIOYAIOTb, ajie He ObBMeXytoTbcs
HWUMU, EMOLLIMHY CTabiNbHICTb, CoLianbHy iHilia-
TUBY, THYUYKICTb, 30aTHICTb PO3BMBaTW KyJIbTyp-
HYy CaMOCBIAOMICTb, BMiHHA BYyTW TEPMMUMUM Ta
TOJIEPaHTHMUM 4O BiAMIHHOCTEN, ByTU BiOKPU-
TUM, CIPUNHATIIBUM 0 MiXKKYJIbTYPHOIO HaB-
YaHHA Ta OO MPEeACTaBHUKIB IHLWUX KybTyp,
30aTHICTb 6YTK BiflbHUM Bif, 3a6060HIB Ta yne-
PeoXXEeHb, BWABASATU CMIBMNEPEXMBaHHA OO
IHLWWX KyNbTyp, MOBakaTU KyNbTYpPHE PIi3HO-
MaHIiTTa, 6a4YUTU LiHHICTb iHWKX KyNbTYPHMX
NepCneKkTnB, MPOSABMATU 3aliKaBNEHICTb, WO
BKJTHOYAE FOTOBHICTb MPUUMaTU PU3MK Ta BUXO-
OWNTU 3 30HN CBOIO KOMPOPTY, a TaKOX BMIiHHSA
ToNlepyBaTM HEOAHO3HAYHICTb Ta HeBW3Ha-
YeHICTb.

MMepenik AocUTb JOBruK, ane BaraTto BYEHUX
CXOLATbCH Ha AyMU,, LLLO MOTUBaLiA Ta barkaHHA

How do interculturally
competent people look like?

In  addition to the  well-structured
Developmental Model, social scientists have
identified a group of characteristics that
interculturally competent individuals possess.
These characteristics include emotional
stability, social initiative, flexibility, the ability to
develop cultural self-awareness, to be patient
and tolerant of differences, to Dbe
open-minded, open to cross-cultural learning
and to people from other cultures, the ability
to be free of bias or prejudice, to show
empathy for other cultures, to respect cultural
diversity, to see the value of other cultural
perspectives, curiosity involving a willingness
to take risks and to step out of one's comfort
zone, the ability to tolerate ambiguity and
uncertainty.

The list is quite long, but many scholars agree
that motivation and the desire to cooperate are



CMiBMpauoBaTh € YN HE HAMBaXKITUBILLMMMK XapaKTe-
PUCTUKaMU IHTEPKYIbTYPHO KOMMETEHTHUX JTIOAEN.
AXe MOTMBaLg BU3HaAYae, UM Baxxae NMoanHa, i B
gKiM  Mipi, ni3HaBaTW KyNbTypHi BIAMIHHOCTI Ta
rnnboko po3yMiTh iHwux (Ceci, 1996), a baxxaHHs

crniBnpauloBaTM CrMOHYKae Jtogen [O  ChifibHOl

PO60TU ANA AOCATHEHHS B3AaEMHO LLIAHOBAHOT Lijifi.

essential for interculturally competent people.
Motivation determines whether and to what
extent a person is willing to learn about cultural
differences and to understand others accurately
(Ceci 1996), and desire to cooperate prompts
people to work together to the same valued end.

7. Yv noroppKyeTecs 3 TWM, WO BY IHTEPKYNbTYPHO KoMNeTeHTHa nioguHa? / Do you consider

yourself an interculturally competent person?

504 responses

Mpadik 1.
AHani3 paHux onuTyBaHHS
npoekTy, nuneHs 2020

3anunTaHHSa NPOo Te, UM BBaXKatoTb BOHW cebe iHTep-
KYJIbTYPHO  KOMMETEeHTHUMW  JitogbMu  Byno
MOCTaBMEeHO y4aCHMKaM OMUTYBaHH4, O NPOBOAN-
510Cca B paMkax NpoekTy «BrnpoBagyxkeHHsa Ta 3any-
YEeHHH Pi3HOMaHITTA Ha rnobasibHOMY PiBHI» Y JIUMHI
2020 poky y 12 yKpaiHCbKMX Ta aBCTPaniMCbKmMx
IHTEPKY/bTYpHUX MicTax. Mamxe 93% pecnoH-
LeHTiB 3 6amn3bko 500 BigNoBinM Ha Lie 3anuTaHHA
nosnTtueHo (Mpadik 1). BogHouac, we 6isblua Kifb-
KicTb - Make 96% - TakoX MOroamnucs, Wo iMm
NOTPIGHO BAOCKOHANUTWN CBOI 3HaHHA 3 iIHTEPKYJb-
TYPHOI KOMMETEHTHOCTI.

@ AbconioTHo sroaet (a) / Strongly agree
@ 3ronen (a)/ Agree Graph 1.

He aronew (a) / Disagree Extract from the project
3osci 1Strongly di

® 30aclu e amzen (3} Strongly isagres survey data, July 2020
7,3% «disagree» and astrongly
disagree» altogether

In a survey conducted within “Introducing and
Engaging Diversity Globally” project in July 2020,
more than 500 respondents from 15 Australian
and Ukrainian intercultural cities were asked if
they consider themselves as interculturally
competent individuals. Nearly 93% of them
answered this question positively (Graph 1). At the
same time, even higher number - almost 96% -
also agreed that they need to improve their
intercultural competence skills.




Knioui go KynbTypHOi 06i3HaHOCTi:

Xo4ya TeHAEHLIs LbOro TPEHIHTY Monaraey ToMmy, wob
YHUKHYTW iHCTpYKUin Tiny "Lle pobuTtn", "Liboro He
pobUTK", apXXe KOXHa IHTEPKY/NbTypHa B3aemopis
BiLOyBa€eTbC B MEBHOMY KOHTEKCTI | BMMarae
YyHiKanbHOro nigxoay, Aeski nopagu 3 HayKoBOI NiTe-
paTypu € AOCUTb KOPUCHWUMU. IX HaBEAGHO HIKYE.

[ns BOOCKOHaNeHHs KyfbTypHOI 06i3HAHOCTI BaX-
n1BoO:

+ HaBUYUTUCS BIOOKPEMIIIOBATU CMOCTEPEXEHHS Bif,
iHTepnpeTaLil,

« BMIiTM 3YMWHUTU CBOE OCOBUCTE TPaKTYBaHHS
UYMEICb MOBEAIHKM O TOro, MOKM BW AOCTaTHbO HEe
Mi3HaeTe KynbTypy L€l NIOANHN,

< HEe BBaXKaTW, WO BW MOBHICIO PO3yMieTe ByAb-AKi
HeBepbanbHi CUTHaNM YU MOBERIHKY, AKLWO BU He
3HaMOMI 3 KyNbTYpPOltO,

- He cnpuiMaTn HeBepbanbHy NOBefiHKY He3HaNOoM-
LiB 0COBMCTO, HaBIiTb AKLLO Lie 0bparkae Bally KyJb-
TYpy, i MaTh Ha yBas3i, WO Aesaki Balwi HeBepbanbHi
CNocobu crinkyBaHHA MOXYTb 0bpaxaTu NpeacTaB-
HUKIB IHLIWX KYJIbTYP,

. MamM’aTaTy, LLO CTEPEOTUMM € OCHOBHOK MEPELLKO-
000 ANA CMiNKYBaHHS MiXK KyJIbTypaMu, a OT)Ke

< HaMaraTMcsa He BTUCKaTU JIIOLEN Y PaMKW BaLLOro
nonepeaHboro AOCBIAY.

Keys to intercultural awareness:

Although the tendency is to avoid Dos and Don’t’s
in this training, as every culture interaction may
happen in different context and require a different
response, some advice from the literature is
valuable:

- learn to separate observation from interpretation
- suspend your attribution of meaning to
somebody’s behavior until you know enough of
their culture.

- do not assume you understand any nonverbal
signals or behavior unless you are familiar with the
culture

- do not take a stranger’s nonverbal behavior
personally, even if it is insulting in your culture and
being aware that your own nonverbal
communication patterns may be insulting in
certain cultures

- remember that stereotypes are a major barrier to
communicating across cultures and thus

- try not to fit people into patterns based on our
previous experience.



Kpoku
ANS NoAoJlIaHHS CTepeoTUniB:

TPUKYTHUK: 0Bi3HaHICTb-3HAHHSA-HaBUYKM

« [OKaganTe MaKCUMYM 3yCub ANA MiABULLEH-
HA 06i3HAHOCTI NPO BfacHi yABNEHHS Ta cTepe-
OTUMM LWOAO KYJIbTYP, 3 AKUMU BU CTUKAETECH,

« HE MocCnilWanTe NMPu BUBYEHHI iHLIOI KyNbTypw,
A9 LUboro noTpibeH vac,

+ HaBYITbCA MNEepeoCMUCTTIIOBATU MOBEAIHKY
NPeacTaBHUKIB IHWOI KYNbTYpU 3 IXHbOI KyJib-
TYPHOI TOYKM 30pYy, ajanTyBaBLUM BNACHI yrne-
PeOKEHHS BIAMOBIAHO [0 BalOro HOBOMO
AOoCBiay.

Steps to overcome
the barrier of stereotyping:

Triangle: awareness-knowledge-skills

- make every effort to increase awareness of
your own preconceptions and stereotypes of
cultures you meet,

- take your time to learn about the other
culture, and

einterpret behavior of that culture
representatives from their cultural
perspective, adapting your own stereotypes
to fit your new experiences.
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BepTtukanbHa Bicb
IHTepkynbTypHOi KOMneTeHTHOCTI

Llen po3ain 3ocepenxyeTbcs Ha noaibHoCTI Ta
BIOMIHHOCTAX MK KynbTypamu. OCHOBHa MOro
LiNb - PO3rNAHYTU AEaKi NPaKTUYHI acrnekTu
TOro, K Kpalle 3p03yMiTh Ta Bi4NOBIAHO NOBO-
ANTUCA 3 PISHUMKW KyfbTypaMu;, [OMOMOrTH
yyYaCHWKaM gocnigutn Ta npotectysatm KapTty
KynbTyp, TOOTO NNOLWMHM KYSIbTYPHMX BapiaLiin,
AKi CkagaloTb BepTuKanbHy Bicb [lapagurmu
[HTEepPKyNbTYPHOI KOMMNETEHTHOCTI (ae Mopaenb
Po3BUTKy € ropn3aoHTanbHoO Biccto). MaTepia-
NV UbOro pPO3AiNly AOMOMOXYTb YYaCHWKaM
BAlIOro TPEHIHIY BW3HAYMTW Ta YCBIGOMUTHU
BNTACHY KYJIbTYpY, HaBUYNTUCH LiHyBaTW BigMIiH-
HOCTI MiXK BNIAaCHOIO KYJIbTYPOIO Ta KyJIbTypOtO
iHWWX, HagaayTb IM MOXIMBICTb rMbLIe npoa-
HanisyBaTW Ta afpecyBaTu CKJlafHOLli, NoB'a-
3aHI 3 IHTEPKYNbTYPHOIO KOMMETEHTHICTIO, WO
BUHMKaIOTb Yy FPOMajax YM opraHisauisx.

Vertical Axis
of Intercultural Competence

This Chapter focuses on commonalities and
differences in cultures aiming to address
some practical aspects of how to better
understand and deal with different cultures,
to help participants understand and test the
Culture Map - areas of cultural variations that
compose a vertical axis of ICC Competence
Universe (the Developmental Model being its
horizontal axis). The material provided in this
Chapter will help training participants to
identify and become aware of their own
culture, and learn to appreciate the
differences between their own and other
cultures, and to facilitate an opportunity to
elaborate on the challenges faced by city
administrators  with respect to ICC
competence.




Yac auckycii:

3anponoHymnTe yYaCHMKaM HaBeCTuU
OAMH-OBa NPWKMIaan HEMNOPO3YMiHb MiX
coboto Ta NpeacTaBHUKAMM iHLLOI KYNbTy-
pW, 31X BNaCHOro Jocsiay.

3anuTaunTeix, Y1 MOXXHa MOBHOLLIHHO Npoa-
HanisyBaTM HaBeAeHi HWUMKU MnpuKnagu,
BUKOPUCTOBYKOUYM WICTb cTagin Mogeni
P0O3BUTKY, pO3rNsSHYTUX Y MONepenHboMy
PO3A4iNi. AKLWO Tak, To AK came? Yu, Moxnn-
BO, YOTrOCb He BUCTa4ae?

IHTepakTUBHa Bnpasa:

3anpornoHymnTe y4yacHUKaM yaBuUTH cebe B
cuTyauii BitaHHs B AeponopTty (XodcTene,
2002), Ta nonpociTtb ix BMbpaTM BapiaHT
(oAMH i3 N'aTn), KM Hamkpalle Binobpa-
XKa€ IXHI AyMKW B LLe MOMEeHT. Yepes Kinbka
XBUJIMH NPOBELAiTb rONIOCYBaHHS 3a KOXEH
BapiaHT, OO BU3HAUNTU, AKMM 3 BapiaHTIB
yYaCHWKM Hapanun nepesary.

Discussion time:

Suggest to participants that they bring one
or two examples of misunderstandings
between themselves and someone from a
different culture, from their own
experience.

Ask them if the examples they brought
correspond to any of the stages of the
Developmental Model (discussed in the
previous chapter? Is anything missing?

Interactive exercise:

Then invite them to imagine the following
situation (at the airport) and ask to choose
an option that reflects best their thoughts
at the moment. After a few minutes, let
them vote on each point (five in total) to
estimate one or two points most preferred
by the participants.

Ask participants for their opinions on why a
certain point was preferred by them.



YaBiTb HaCTYNHY cuTyauito:
BimaHHsa B Aeponopmy

Bu npamyete Ha odiuinHy/ginoBy 3ycTpiy 3
0Cc0ob6010, 3 AKOIO He 3ycTpivanuca paHiwe. Konm
BM NpubyBa€ETe B aepornopT, To 6aunTe Tensow
YCMIXHEHY XIHKY, B IXXMHCax i caHgansx, wo
TPpUMae TabnuMuky 3 BalMM iM'aM. HAKi BaLli
AYMKU?

BunbepiTb BapiaHT HMXXYE, AKUIM HalKpaLlle Bifo-
6parkae Ballli AYMKM B LLEN MOMEHT:

1. BoHa, MabyTb, cekpeTap...

2. MoxnuBo, BOHa i € Ta 0c0ba, 3 AKOtO g Mato
3ycTpiyu?

3. YynoBo, konn Tebe Tak Tenso 3ycTpivatoTb!
4. Ak cMie XToCb 3yCTpiTK Tebe B TakoMy Hedop-
MasibHOMY BO6paHHi!

5. MabyTb, ue nomunka, 60 s cnoaisascsi/nacs
Ha LiNIOBOro XKEHT/IbMEHa...

Imagine the following situation
A Welcome at the Airport

You are heading to a formal/business meeting
with somebody you have never met before.
When you arrive at the airport, a warmly
smiling woman wearing jeans and sandals is
holding up a sign with your name on it. What
do you think?

Please choose an option below that reflects
best your thoughts at this moment

1. She must be a secretary

2. She is probably the person with whom | will
have the meeting

3. It is wonderful to be welcomed so warmly
4. How dare someone meet me in such an
informal outfit

5. There must be an error, because | was
expecting a formal-looking gentleman




Kapta Kynabtyp

Lle abcontoTHO HopManbHO, AKLLO Mif Yac iHTepak-
TMBHOI BMpaBun, MOAAHOI Ha NonepeaHin CTopiHL,,
YyYaCHWKMU BUSIBUIM, WO cTagin Mogeni Po3BuTky
HeOoCTaTHbO A8 BioobpaXkeHHa 6araTorpaHHOCTI
CUTYyaUil 3 peasibHOro XXUTTA. IHTepPKyNbTypHa B3ae-
Mopif 3aBXAM BifbyBaeTbCa B 6araToCTOPOHHbOMY
KoHTeKkcTi. [Ona Toro, wo6 6inbll afgekBaTHO
3pO3yMiTKU Ta MpoaHasilzyBaTu TaKy B3aEMOLIIO,
HeobXigHO He NnLLe BpaxyBaTK PiBeHb Ky/IbTYPHOT
cBiLOMOCTI (CTagmito) neBHoOi ocobu, ane 1 MaTu
MOXXJIMBICTb MOPIBHATM MO3ULIOHYBaHHS LIHHO-
CTeW Ta MepeKOHaHb OAHIEl KyNbTypW BILHOCHO
iIHLUOI.

Came TyT cBOO porib Bigirpae Kapta KynbTyp, sika
BMCBIT/IIOE B3aEMOit0 Ntoger B BiNbll LUMPOKOMY
KOHTeKCTI. KapTa 3acHoBaHa Ha nigxoni EpiH Mewnep
(2016), Wo No3MLIOHYE Ta MOPIBHIOE NEBHI XapaKTe-
PUCTUKU KYJbTyp (HaliOHafIbHOCTEN) 3@ FTOPU3OH-
Ta/bHOWO 6inonapHoto Wkanot. BoHa posrnagae
LeAKi NPaKTUYHI aCMeKTU TOro, K MOrMbmUTH Halle
PO3YMiHHSA PI3HNX KYNbTYP Y FPOMaAi YM opraHisaLiii,
iNOCTPYHOYM, K KyNbTypa — abo BCTaHOB/EHI B Hilt
HabopW HOPM YW MOBEAIHKN — MOXe BMJIMBATU Ha
ePEeKTUBHICTb HaLLOI LLOAEHHOT B3aEMOAIi Ta HaBiTb
Hally NPOAYKTUBHICTb.

The Culture Map

It is absolutely normal if, during the interactive
exercise provided on the previous page,
participants find that the Development Model is
insufficient to describe a multidimensional
real-life situation. Intercultural interaction always
occurs in a multivariate setting. In order to more
adequately understand and describe this
interaction, it is necessary not only to take into
account cultural awareness (stage) of an
individual, but also to be able to compare the
positioning of one culture in relation to another.

And this is where the Culture Map comes to play,
as it describes our interactions in a broader -
group or societal - context. The Map is based on
Erin Meyer’s (2016) approach that compares the
position of one culture (nationality) in relation to
another on a scale. It addresses some practical
aspects of how to deepen our understanding of
different cultures in a community or organization
by illustrating how culture - or established within
a group set of norms and behaviors - can
influence the effectiveness of our daily
interactions and performance.



Bumipu Kaptu Kynbtyp Kommyhi

xauin

- CninkyBaHHS: o4eBUOHE - HeOYEeBUAHE

- O6rpyHTyBaHHSA (MepeKoHaHHA): AeayKTUBHE -
IHOYKTUBHE

« 3BOPOTHIN 3B'A30K: NPAMUI ~ HENPAMUI
(HeraTuBHiI)

- JlipepcTBO: eranitapHe - iepapxiyHe

- [loBipa: Ha ocHOBI cniBnpaLi - Ha OCHOBI
0COOUCTUX BIHOCUH

« [1pUMHATTA PilLEHb: KOHCEHCYCHE — 3rOpPU BHU3
+ Yac (MeHeO)XMeHT): CTPYKTYpPOBaHWUM -
FTHYYKMM

- [1pocTip: : cyciacTBO — AMUCTaHLIfA




Dimensions of the Culture Map

- Communication: explicit vs. implicit

- Reasoning (persuading): deductive vs. inductive

- Feedback (evaluation): direct vs. indirect negative
feedback

- Leadership: egalitarian vs. hierarchical

- Trust: task vs. relationship

« Decision making: consensual vs. top down

- Time management (scheduling): structured vs. flexible
- Space:: proximity vs. distance

- Look (appearance): formal vs. casual

- Discord: confrontational vs. confrontation avoidance

Communi
cation

Decision
making

Feedback

Discord




CninkyBaHHs: OueBngHe - HeoueBugHe

OueBuaHe abo HU3bKO-KOHTEKCTHE: Crinky-
BaHHSA € KOHKPETHUM, MPOCTUM | 3PO3YMISTUM.
[MoBiAOMAEHHS BUCNOBMIOIOTLCHA Ta PO3YMIitOTb-
cs NpsiMO. [1O0BTOPEHHS LIiHYETbCS, AKLO BOHO
CNPUSIE MOSICHEHHIO.

HeoueBnaHe abo BUCOKO-KOHTEKCTHE: CMiNKy-
BaHHS € BUTOHYEHUM i BaraTowaposuM. [oBi-
LOMIEHHS IK BUCITOBITIOIOTBCS, TaK | PO3YyMIitOTb-
ca «MiX pagkaMu». [HopMaLito y Takmx NoBi-
LOMJIEHHAX 4YaCTO «MaloTb Ha yBasi», ane He
BMCJTOBJTIOIOTb YiTKO.

O6rpyHTyBaHHS: [lefyKTVBHE - IHOYKTUBHE

LedykmusHe /| Bippasy koHuenuis (Big 3aranb-
HOI TeoPIi 4O KOHKPETHOIO, OKPEMOTO BUMAAKY):
po3pobka Teopiiabo cknagHoI KoHLenLUii nepen,
noaaHHaM dakTy, TBEPOXKEHHS, OyMKW. [1oBi-
LOMJIEHHS OyAyeTbcsa 3a MNPUHUMMNOM  «Bif
3arasibHOro 10 KOHKPETHOro», TO6TO NoAaeTbCA
3 TEOPETUYHUM apryMeHT, MepLU HXX BAATUCS 1O
KOHKPEeTUKMU. LLiHytoTbCA OCHOBHI KOHL,eNTyab-
Hi MPUHLMAN.

Communication: Explicit vs. Implicit

Explicit or Low context: communication is
precise, simple and clear. Messages are
expressed and understood at face value.
Repetition is appreciated if it helps clarify the
communication.

Implicit or High context: communication is
sophisticated, nuanced and layered.
Messages are both spoken and read between
the lines. Messages are often implied but not
plainly explained

Reasoning: Deductive vs. Inductive

Deductive | Concept first (from general
principle to concrete, special case): develop a
theory or complex concept before presenting
a fact, statement, opinion; begin a message by
building up a theoretical argument before
moving on to a conclusion. The underlying
conceptual principles are valued.




IHOykmuBHe | Bigpasy dakT: noyaTok 3 dakTy,
TBEPOXKEHHS UM TOUKM 30pY. [oHATTS fopatoTb-
csa nisHiwe, Woo, Npu HeObXiAHOCTI, NIAKPINUTH
YN MOACHUTWU 3aranbHUM (YN TEOPETUYHUN)
BUCHOBOK. [lOBIAOMNEHHS MNOYMHaeTCba 3
pestoMe abo nyHkTiB. [Jo obrosopeHb niaxo-
AATb NPaKTUYHO Ta KOHKPETHO, Bif, KOHKPETHO-
ro BUMaAKy A0 3arafibHOro MpUHLMMNY.

Heaki kynbTypu, Hanpwknag ¢paHuy3bka Ta
iITaNniMCbKa, BBaXKatOTbCA CXUIbHUMU O OeLYK-
TMBHOIO MigxoAy y nofadi iHdopMaLiii, 60 MatoTb
TEHAEHLIIO 30CepeaXyBaTUCb Ha Teopiax Ta
CKJTaAHMX KOHLeNUiax, nepLw HX NpeactaBuTu
daKT, TBEPAXKEHHS YM TOUKY 30pY. [HLi, ocobnn-
BO aHITIOCAKCOHCHKI Ky/IbTypW, MatoTb TEHOEH-
Lito  OTpMMyBaTUCA IHAYKTUBHOMO MIAXOAY:
BOHM, K MPaBUJIO, MOYMHaOTb 3 dakTy, NepLu
HIX nepenTn o Teopii. Llen ctnnb MoxxHa cno-
CTepiraTv y BCbOMY - Bif, TOrO, AK JIIOAM NMPOBO-
AaTb npe3eHTauilXl yn BeayTb 3yCcTpivi, 4O TOro,
K BOHM NULLYTb €/1€KTPOHHI MOBIAOMNEHHS.

Inductive |/ A fact first: begin with a fact,
statement, or opinion and later add concepts
to back up/explain the conclusion as
necessary; begin a report with an executive
summary or bullet points. Discussions are
approached in a practical concrete manner.

Some cultures, such as French or ltalian, are
considered to be prone to a deductive
approach of information presentation as they
tend to focus on complex concepts and
theories before presenting a fact, statement or
point of view. Others, particularly Anglo-Saxon
cultures, tend to follow an inductive approach:
they generally start with a fact before moving
on to the theory. Reasoning styles can be
found in everything from the way people make
presentations, run meetings to the way they
write emails.



3BOpOTHIKU 3B'A30K: [lpAMUN HeraTMBHUM -
HenpamMunin HeraTMBHUMN.

3anpornoHymnTe yyacHWKaM BaLlOro TPEHIHry
HaBeCTM NpMKIIaZ NPSMOro Ta HENPSIMOro Hera-
TMBHOIO 3BOPOTHOTO 3B'A3KY 3 pob0o4oro cepe-
JOBULLA.

Bigpeo 3a HacCTynmHWMM MNOCUNaHHAM € TaKoX
B/TYYHWUM MPUKIaL0M

https://erinmeyer.com/media/videos/

[MoBiLOMMEHHS 9K MPAMOro Tak i HenpPsMOoro
HeraTMBHOIO 3BOPOTHOIO 3B'A3KY YaCTO Cymnpo-
BOLKYIOTbCS MEBHUMU CTaNIMMU BMPa3aMm, WO
MW BIAMNOBIAHO Ha3MBaAEMO MigcutoBaYaMm 4m
NOM'aKLIyBadYaMu.

[lidcunoBayi NPAMOro HeraTUBHOIrO 3BOPOTHO-
ro 3B'a3ky: besymosHo, [yxe, 3BnyanHo, YiTko,
DaKkTNYHO

[Nom'akwyBayi, HEMPAMUM HEFaTUBHUIN 3BOPOT-
Hin 3B'a3ok: Hibu, Tuny, Moxe 6yTtu, JocuTtb, A
BBaXKato

Feedback: Direct negative vs. Indirect

negative

Ask participants to give examples of direct
and indirect negative feedback from work
situations.

The video at the following link is also a good
example

https://erinmeyer.com/media/videos/.

Direct and indirect negative feedbacks are
often accompanied by typical expressions,
which we call “up-graders” or “down-graders”
respectively.

Up-graders, direct negative: definitely, very,
certainly, clearly, in fact

Up-graders, indirect negative: sort of, kind of,
maybe, pretty much, | guess




JNlipepcTtBo: EranitapHe - iepapxiyHe

EeanimapHe: wed uUm KepiBHUK oOpraHisauil
po3rnspacTbes 9k dacunitTatop cepen piBHUX.
OpraHizauinHa cTpykTypa nnocka. CninkyBaH-
HA 4acTOo MPOMyCKae IiepapxiyHi piBHI, BW
MOXXeTEe He MOroamUTUCS 3 BalLMM KEPIBHUKOM

lepapxiyHe: BennKa BiACTaHb MiXK KEPIBHUKOM
Ta nignernumn. KepiBHUK € nigepom, Wwo nae
nonepepny. Cratyc Baxnmeumn. OpraHisaLinHa
CTPYyKTypa baratolwapoBa i dikcoBaHa. Cninky-
BaHHA [OTPUMYETbCA Habopy iepapXivHMX
npasBwn i BinbyBa€eTbCA 3a BiANOBIAHO BCTAHOB-
NeHUMU KaHanamm

JloBipa: Ha OCHOBI cniBnpaL, - Ha OCHOBI OCO-
OGUCTUX BIGHOCUH

Ha ocHoBi cniBnpaui: Bawa BMNEBHEHICTb Yy
UMiIXoCb 3AiOHOCTAX BMKOHaATW TEe 4M iHWe
3aBOaHHs 6a3yeTbca Ha AOCBIAI NonepeaHbol
cniBnpaui. MeHi nogobaeTbcs npauoBaTn 3
BaMu - 9 BaM JOBIpsItO.

Leadership: Egalitarian vs. hierarchical

Egalitarian: The boss is viewed as a facilitator
among equals. Organizational structure is flat.
Communication often skips hierarchical lines,
you can disagree with your boss

Hierarchical: a large distance between the
boss and a subordinate. The boss leads from
the front. Status is important. Organizational
structure is multi- layered and fixed.
Communication follows a set of hierarchical
rules. Communication happens through the
established appropriate channels

Trust: Task based vs. Relationship based

Task-based: your confidence in someone
else’s abilities to do a job or perform a task is
created through having worked together
before. | enjoy working with you - | trust you.



Ha ocHoBi ocobucmux BIOHOCUH: Balla BreB-
HEeHICTb Yy YMIXOCb 3AIBHOCTSAX BUMKOHATU Te UM
iHWe 3aBAaHHA 6a3yeTbcsa Ha BallnX abeKTUBHMUX
CTOCYHKax 3 JIOAMHOI, 3 AKOK CMiSIKyBanuUCh.
[oBipa 6yayeTbca Ha OCHOBI CMiNbHUX Tpanes,
Beuepb, becig y KaB'apHi, Towwo. Poboui BigHOCK-
HW BYAYIOTbCA MOBINIBHO MPOTArOM JOBIroro yacy.
A nopfinas 3 BaMu 0cobUCTUIM Yac, A fobpe 3Hato
Nofen, LWo BaM A0BIpSIOTb, OTXe, A BaM AOBIpSto.

Tenep, konn Mu
M m HapewTi gocaran
f3nasy ' 651 KoMaHaa KOHCeHCyCy —
/J?l’/‘-"‘\ HbOrO € NnaH! HIKOAW Ha Lie He  MEPEr/AHBMO Haly
niae, nnan! (-ry‘\\
o R

BiH He cyxaB Moro
XoAHoro cnosa!

MantoHok 4. [xepeno: www.michaelseitchik.com

MpunHaTTa piweHb: KoHceHcycHe - 3ropu BHU3

KoHceHcycHe: TBOpYMM Ta AMHAMIYHMIK Ccnocib
AOCATHEHHS 3roAn MiXK yCiMa YNeHaMu rpynu, wo

Relationship-based: your confidence in
someone else’s abilities to do a job comes
from your affective relationship with a person
you have socialized with. Trust is built through
sharing meals, evening drinks, discussions at
coffee machine. Work relationships build up
slowly over long term. I've shared personal
time with you, | know others well who trust you
- | trust you.

Now that we have
consensus, let's
review the plan.

/W"’\
[ Vinewhe
already

had aplan
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My toam
will never

" supportit

e
He didn't

listentoa
thing | said! )/
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Picture 4. Source: www.michaelseitchik.com

Decision Making: Consensual vs. Top-down

Consensual: a creative and dynamic way of
reaching agreement between all members of



nparHe BpaxyBaTW TOYKM 30pYy, MOTpebu Ta
BpeLwTi-pewT ix 3agoBonbHUTU. KoxeH b6epe
yyacTb y GOpPMyBaHHI pilleHHS OO MOMEHTY
LOCAMHEHHS KOMMPOMICY, KU OBrpyHTOBaHO
3a[l0BOJIbHSIE BCIX.

3Bepxy BHU3: NMigxXig 4O MPUNHATTA pilleHb Ha
OCHOBI OILIMHUX MO3ULLIK BNagu.

Yac (ynpaeniHHA): CTpykTypoBaHe - [Hyuke

CmpykmypoBaHe: Yac po3rnafacTbCa AK MiHin-
Ha MOCNIAOBHICTb, BaXxXIMBO, W06 BCe BinbyBa-
nocs BignoBigHoO Ao rpadika - 3aBoaHHS NPoek-
TY BUKOHYIOTbCA OfHEe 3a OAHMM, MO 4epsi.
[MepeBara HafaeTbCa ONepPaTUBHOCTI Ta 4OOPIN
opraHisauii, He THY4YKOCTI.

[Hyuyke: poboTa 3a rpadikoM He Taka Baxk/IMBa.
Yac MeHW Big4yTHUK, | BaraTo MNoAin Moxe
BiAOyBaTUCA OAHOYACHO, AOMYCKAETLCA Nepe-
60i Ta 3MiHa 3aBAaHb y Mipy MOSIBU MOXX/TIMBO-
cten. OCHOBHa yBara NpuAingaeTbCa NPMUCTOCO-
BaHOCTI Ta THYYKOCTI, @ HE LWWBWAKOCTI Ta OpraHi-
3aLil.

a group that strives to incorporate everyone's
perspectives, needs, and ultimately their
permission. Everyone takes part in shaping
the decision until a compromise is reached
that reasonably satisfies everyone

Top-down: approach to making decisions on
the basis of formal positions of authority

Time management: Structured vs. Flexible

Structured or Linear: time is seen as a linear
sequence it is important that everything
happens according to the schedule - project
tasks are completed one after another, one
thing at a time. Emphasisis on promptness and
a good organization over flexibility.

Flexible: schedules are not that important.
Time is less tangible and it is possible for many
events to happen at the same time, change in
tasks as opportunities arise is tolerated, and
interruptions are accepted. The focus is on
adaptability and flexibility over promptness
and organization.



Burnap, (30BHiwHiN): OdiuinHum - NoBcakaeHHNN

OgiyitHul: dopManbHUN, BUTPUMAHUN Yy MEBHUX
KaHOHaX CTW/b OLArY YW 30BHILUHIN BUrAAA, iHOAI
npukpaweHnn (y AesKnx KyJbTypax Le 3anexuTb
Big cTaTi) [loBcAKOAEHHUN: NPUPOAHWIM, 6GinbLu
po3cnabneHuni CTUsb 3 TOYKM 30PY KaHOHIB.

Y nedkunx KynbTypax 30BHIiLLHIN BUrnan 0cobu € o3Ha-
Koo ii cTaTycy, iepapxiyHoi nosuuii. OTxe, € BUNagKu,
KOMU MNPeAcTaBHUKM LIMX KYNbTYp MO3ULIOHYIOTb
MOBCSKAEHHO BAAMHEHUX HE3HaAWOMLIB HWXYe B
iepapxil.

Hesropa: KoHdpoHTauis - il YHUKHEHHSA

KoHgppoHmayis: po3bixXHOCTI Ta cynepeyks nosu-
TMBHO CMPUMMatOTbCA Ta MPUMMatOTbCS KOJTEKTUBOM
4M  opraHizauiero.  Bigkpute = NPOTUCTOAHHS
BBa)Xa€ETbCHA JOPEYHMM i HE BMIIMBAE HEraTUBHO Ha
CTOCYHKM.

YHUKHeHHS KOHppoHmMaull: Hesroom Ta pAebaTm
HeraTMBHO CMPUMMAOTbCA KOJIEKTMBOM Y OpraHi-
3auieto. Biokpute NpoTUCTOAHHS BBaXKaeTbCA HEAO-
PEYHWUM, HeraTMBHO BMJIMBAE Ha CTOCYHKM Ta
MPU3BOANTb A0 NOPYLUEHHS KOMMEKTUBHOI FrapPMOHii.

Look (appearance): Formal vs. Casual

Formal (beautified- in some cultures more for
women, in some - for men) vs Casual (relaxed,
natural)

Some cultures assign hierarchical positioning
based on the way a person looks, e.g. they place a
more casually dressed individual lower in a
hierarchy/organization

Discord: Confrontational vs. Confrontation

avoidance

Confrontational: disagreement and debate are
positively viewed and accepted by the team or
organization. Open confrontation is appropriate
and will not negatively affect the relationship

Confrontation avoidance: disagreement and
debate are negatively viewed by the team or
organization. Open confrontation is inappropriate
and will Break group harmony war negatively
affect the relationship.




Yac auckycii:

3anpociTb y4YaCHUKIB OOroBOPUTU OAMH i3 BUOPaHUX
BaMu acnekTiB KapTtu Kynbtyp. Hanpuknag;:

MpocrTip: CyciacTteo - [lncTtaHuis

BBaxkaeTbcq, WO MPEACTaBHUKU LEAKUX  KYNbTy
Hampuknag, NiBaEHHO-EBPOMENCHKOI, a3iaTCbKOI, apal!
CbKOI, 36epiratoTb MeHLy di3nyHy BiACTaHb MiX cobc
y NOBCAKAEHHOMY CMiNIKyBaHHI, HiXX, HaNnpukiaa, NiBHi
HO-€BPOMENL Y1 aMepUKaHL.

Yum 3rogHi BM 3 UMM? AKKMIM Ball BllacHUM gocsin?

fAka npumHaTHa disnyHa BiACTaHb MK KONleramm, opys
MW, YI€HaMM CiM'Ty BaLLin KynbTypi?

Ak BM MpopearyeTe, SKWO XTOCb i3 iHWOI KynbTyf .
NOPYLUUTb MPUNHATY Gi3UYHY ANCTaHLUIO? o

MpuMiTka: Mexi PisnyHMX BigCTaHEN Ha LibOMY MasltOH-
Ky 6ynu po3pobneHi aMepmkaHCbKUMKU MCUXONTOraMu.
LLi Mexi MoxXyTb 6yTU PISHUMW ANS PI3HUX KynbTyp,
TOBTO PO3MipK 306paKeHUX iIHTUMHOIo, 0COBUCTOrO Ta
COLiaNbHOrO Kisl MOXYTb Bigpi3HATUCSA. Lle Baknmeo
MaTu Ha yBa3i Mig, Yac CrifikyBaHHA Ta B3aEMOAII Pi3HUX

KyNbTYyp.

MartoHok 5: @isnyHa BiacTaHb
Ioxepeno: www.michaelseitchik.com




Discussion:

Invite participants to discuss one of the Culture
Map dimensions of your choice. Here Space is
chosen.

Space: Proximity vs. Distance

[t is considered that some cultures - e.qg.
Southern European, Asian, Arab - maintain
closer physical distance between each other in
everyday interactions than other cultures - e.g.
Northern Europeans, Americans.

Do you agree with this? What is your own
experience?

What is the acceptable physical distance
between colleagues, friends, family members in
your culture? What would you do if someone
from a different culture breaks the accepted
physical distance?

Picture 5: Physical Distance
Source: www.michaelseitchik.com




BucHoBok:

Mopenb Po3BuUTKY, WO posrnsnanacs B po3aini 2 gk
IHCTPYMEHT AnNS po3yM|HHq Ta ineHTudikauii cTaail
KynbTypHOI cBigoMocTi, Ta Kapta KynbTyp, Wwo nosc- wr
HIOE, MO3ULLIOHYE Ta MOPIBHIOE KIIKOYOBI BIAMIHHOCTI xauja
OAHIET KyNbTYpM Bif, iHLWOI, pa3om dopMytoThb [Napagmr-
My |HTepkynbTypHOi KomneTeHTHOCTI. [lapagurmy
CTBOPEHO B pe3ynbTaTi nepeTnHy Mogeni Po3BuTky
(ropmnsoHTanbHa Bicb) Ta KapTn KynbTyp (BepTUKanb-
Ha BiCb).

OTxe, NMapagnrma IHTepKyNbTypHOT KOMMNETEHTHOCTI-
LLe CBOro poay cucTeMa Bigsliky (Mogens), o gonoMa-
rae pobuTtn obpe iHPopMoOBaHi BUCHOBKM Ta afanTy-
BaTW Hally NOBEAiIHKY Ha OCHOBI BiNbLIOI KYbTYPHOT
obi3HaHoCTI, igocaraTu 6inbl edbeKTUBHOI Ta LIaHOBa-
HOI B3aEMOAIT 3 MPeACTaBHUKAMM PI3HUX KyNbTyp.

|IHTEPKYIbTYPHO KOMMETEHTHI NIOAM YCBIAOMIIIOIOTb
€1EMEHTMU LIMX OBOX OCEM i CBIAOMO OPIEHTYIOTHCH B
IHTEPKYJIbTYPHOMY MPOCTOPI, BPaxXOBYHOYMN KyJIbTYPHI
BIAMIHHOCTI Ta HaNeXXHWUM YNHOM pearyto4m Ha NnoBcs-

MantoHok 6.MNapagurma IHTepKynbTypHOI

KOEHHI CUTyauil, 9Ki € 4YaCcTO CMOHTaHHUMKW Ta Hene- O o
penbdadyBaHUMM.




Conclusion:

Together with the Developmental Model, discussed
in Chapter 2, that facilitates our understanding of the
stage of cultural awareness of an individual or a
group, the Culture Map, which helps us to compare
the positioning of one culture in relation to another,
form what we call Intercultural Competence
Paradigm, where the horizontal axis (Developmental
Model) and the vertical axis (the Culture Map) cross.

Interculturally competent people are aware of the
elements of these two axes and consciously navigate
the intercultural universe accounting for cultural
variance and responding appropriately to real-life
situations, which are often spontaneous and
unpredictable.

Intercultural Competence Paradigm is a frame of
reference that helps individuals make well-informed
behavioral judgements on the basis of greater
cultural awareness and to achieve a more effective
and respectful interaction with the people from
different cultural backgrounds.

Communi
cation

Leadership

Feedback Time

Picture 6: The Intercultural Competence Paradigm




Po3nin 4
KOJA ICTOPIU

MpakTnunum Mipxia

ICHye UMMM NerioH IHTEPaKTUBHWUX IHCTPY-
MEHTIB IHTEPKYJIbTYPHOI OCBITU - POJSIbOBI IFrpy,
CUMyRnSaLil, TeMaTUYHI OOCNIAXEHHS, rpynosi
3axoau (irpu, AUCKyCii, CTPYKTYypOBaHi HaBYasb-
Hi BMnpaBW), OH-NTAWH IHCTPYMEHTU Ta Cecil.
MpoTte, Kona IcTopin 3anuwatoTbCa OQHUM i3
HanePEKTUBHIWNX MPaAKTUYHUX [IHCTPYMEHTIB
ANA po3pobKM Ta BigMpaLtoBaHHA HaBUYOK
IHTEPKYJIbTYPHOI KOMMETEHTHOCTI, O BUKOPU-
CTOBYIOTbCS PI3HUMW FpynamMu NIOAEN Y Pi3HO-
MaHITHUX KOHTEKCTaX y BCbOMY CBITi.

Chapter 4
STORY CIRCLES

Practical Approach

Interactive intercultural training tools are legion -
Simulations, Role-Playing, Case Studies, Group
Activities (games, discussions, structured learning
exercises), Online Tools, Coaching. And yet, Story
Circles remains one of the most effective practical
tool for developing and practicing intercultural
competence skills that can be used with different
groups of people in many contexts around the
world.



MepeBara i ocobnumeicTb Kin IcTopin nondarae B
TOMYy, LLO Len Niaxia MOXHa BUKOPUCTOBYBATHU
nosa 6yab-aKMMM GOpManrbHUMKU YN OCBITHIMM
MexxaMu. [igxig noTpebye HebaraTo pecypcis,
abo B3arani ix He noTpebye. BukopucrtoByBaTh
MOro MOXHa HaBiTb 6e3 HasgBHOCTI BEJIMKOro
IHTEPKYIbTYPHOIO AOCBIAY YM MMUOOKMX 3HaHb
IHTEepPKyNbTypHOI Teopii. KpiM TOro, LiHHICTb Ta
BMJIMB OMOBIAaHb Ta iCTOPiN BU3HaHa baraTbMa
KyNbTypamu CBITY.

Cnig 3a3HauuTuK, NMepLll 3a BCe, WO MeToaMKa
Kona IcTopin 30cepenxyeTbCca Ha TaKMX OCHOB-
HUX eNNleMeHTax PO3BUTKY IHTEPKYbTYPHOI KOM-
MEeTEHTHOCTI, ik MoBara, yCBiLOM/IEHHs cebe Ta
iIHLWMX, TIMOOKe MUCTEHHS, OBMIH, CriiBNepeXm-
BaHHS Ta NobyAoBa CTOCYHKIB.

[Mo-ppyre, 3a gonomoroto Kona lctopin MoxHa
AOCATTU LNEeN [IHTEPKYIbTYPHOI KOMMETEHT-
HocTi. [1o HUX BiOHOCATbCA BUXOBaHHSA 3aLlikaB-
NIeHOCTi 0O MoAibHOCTI Ta BiIAMIHHOCTI IHLIMX,
HabyTTs 6iNblOI KyNbTyPHOI CaMOCBILOMOCTI,
PO3BUTOK eMnaTil Ta HaBUYOK MOBYAOBU CTO-
CYHKIB 3 MpPEeACTaBHUKaMMU PI3HUX KYNbTyp,
PETEeNbHOIro CAyXaHHSa A9 PO3yMiHHA, noBaru
00 IHLWUX.

This approach can be used outside of any
formal or instructional setting, it requires few
or no resources and can be facilitated by
people who may not have a strong
intercultural background or knowledge of
intercultural  theory. In addition, the
importance and power of storytelling is
recognized in many cultures around the
world.

First of all, the Story Circles approach focuses
on the fundamental elements of intercultural
skills  development, including respect,
awareness of self and others, reflection,
sharing, empathy and relationship building.

Second, multiple intercultural competence
objectives can be achieved through the Story
Circles approach. These include, but are not
limited to cultivating curiosity about
similarities and differences with others,
acquiring greater cultural self-awareness,
developing empathy and building
relationships with culturally different people,
respecting others, practicing listening for
understanding.




Hapewri, niaxig Kona IcTopin gonomMarae y gocnia-
JKeHHI Uinoro pagy igen, npucnyxatucs, Kpale
PO3YMITW Ta BUNTUCH OAMH Y OAHOrO, Bigwnidosysa-
TW BRacHi iCTOpIl Ta NepeouiHioBaTK 1X 3HaYEHHA B
LUMPLUOMY KOHTEKCTI. AK NpaBusIo, y CpUaTIMBOMY
rpynosoMy cepeposuLli Kin IcTopin BUHWKatoTb Ta
pPO3BMBatOTLCA HOBI ifel.

Kona Ictopin - Le nigxig, Wo 3acTocoByeTbCS AN
BUPILLEHHSA IHTEPKYIbTYPHWUX MWTaHb y rpyni, nig
KepiBHMLITBOM MofepaTopa 3acoboM po3nosigemn
iCTOPIMN y4YaCHUKIB Ha MeBHY TeMy. He3sBa)katoum Ha
Te, Wwo Kona IcTopin MOXyTb BiAPI3HATUCS 3aN€XHO
Bif, Llinen 3ycTpidi, HEOBXiAHO CYBOPO AOTPUMYBaTU-
ca Habopy NpaBu, BU3HaYEHUX LM MIAXOLAOM.

LLlo Take icTopia? |cTopis - Le po3noBiab Npo nogaii 3
ocobucToro goceigy onoeigava. lcTopia Moxe 6yTn
BiATBOpPEHa 3 MaM’aTi, Mpii, po3ayMiB, MOMEHTY B Yaci
Towo. IcTopis, Ak MpaBUIIO, MaE CIOXET, MEBHY
aTMocdepy, repoiB, MOYATOK, PO3BUTOK i KiHELb.

LLlo € i wWo He € icTopie? IcTopia He € nekuieto,
cyrnepeuYKkoto, AebaToM Un iHTenekTyanisawieto, xoya
L eNleMeHTN MOXYTb BYTK YaCTMHOK OMOBIAAHHS.

Finally, the Story Circles approach helps groups
of people to explore a range of ideas, to listen,
better understand and learn from each other, to
refine their own stories and reevaluate their
meaning in the broader context. Typically, in a
supportive group environment of a Story Circle,
new ideas are generated and new insights are
revealed.

A Story Circle is a group of people sitting in a circle,
telling personal stories, led by a facilitator. Each
Story Circle is different according to its purpose.

What is a story? A story is a narrative of events
drawn from the personal experience of the narrator.
A story can be fashioned from a memory, a dream, a
reflection,amomentin time, etc. A story usually has
a plot, characters, a beginning, a development and
an end, a certain atmosphere.

What is and is not a story? A story is not a lecture,
an argument, a debate, or an intellectualization,
although these elements may be part of a story.



Kona IcTtopin 3aspanerigb nepeabavatoTb Hedop-
MasibHUIM OOMiH i TOMY MPOXOAATb Y 3aTULLHIN aTMOC-
depi, wo 3abesneuye poboTy 6e3 Nnepebois. 3a3Bu-
YaW Kona cknagatoTbesa 3 rpyn Big 5 o 15 yyacHwukis,
WO CUAATb Yy Koni, 6e3 ONOKHOTIB, KMLLIEHbKOBMX
3aMUCHUYKIB TOLO, | TAKUM YMHOM, KOXXEH YYaCHMK
nobpe 6aunTtb ycix iHwux. Kona lcTtopin MatoTb
MoAepaTopa, SIKUM MOYMHAE, CTEXWUTb | 3akiHUye
koxxHe Kono. MopgepaTop BCTaHOBIIOE Yac, NpoTsa-
rom akoro BiabyBaeTbcsa Kono Ictopin. Meta Kona
[cTOpi TakoX BM3HaYa€eTbCa MoOepaToOpoM Ta
Y3rogpKy€eTbcs ydacHMKaMu. Mix icTopiamMm Mae 6yTn
Tuwa. Y Konax IcTopin cnyxaHHS € HaCTiNbKM XX BaX-
JINBUM, HaCKIJIbKUW 1 CaMa pO3MoBiab.

MogpepaTop UM TpeHep 3anpoLLy€e Y4aCHWNKIB akTUB-
HO clyXaTW, OCKINIbKW Le OAHa 3 HanBaXJIMBIiLINX
ocobnmsocTen Kin lcTopin. 3a6esneyte BiaCyTHICTb
TenedoHiB, YaTiB UM MOBIYHUX AUCKYCIl. YBa)KHO
cnyxaurte!

[Mam'aTanTe: ckasaHe B KOJi 3alMLIAETbCA B KOJII.
KoxxeH yYyacHUK MOBUHEH LLOFOBOPUTM [0 KiHLSA, ane
B Me&XXax BUAINEHOro Yacy. Y4aCHUKM pO3MNoBigatoTb
no yepsi. ['ig Yac po3noBifi, He MPUMMaOTLCA XXOLHI
3aMnUTaHHS, KPUTUKa, MepPEXPECHi YMKU YN KOMEH-
Tapi. MoBYaHHA - Le HopMasbHO. AKLO XTOCb
PO34YMYE Haf TUM, LLO PO3MOBICTU, He NigraHAnTe

Story Circles allow for informal exchange
beforehand and take place in a quiet space where
interruptions are unlikely to occur. Usually they
consist of 5 - 15 people sitting in a circle without
notepads, pocketbooks, etc, and in such a
manner that each participant has a good view of
every other participant. Story Circles have one
facilitator who begins, oversees, and ends the
Circle and have a stated time period in which the
Story Circle will take place. A purpose of a Story
Circleis articulated by the leader and agreed to by
the participants. Allow for silences between
stories. A Story Circle is as much about listening as
about telling.

Facilitator invites participants to active listening,
asitis one of the most important feature of a Story
Circle. Make sure there are no phones, chats or
side discussions. Listen carefully!

Remember: What is said in the circle remains in
the circle. Each participant must speak to the end,
within a given set of time. Participants take turns
speaking. No questions, criticisms,
cross-references or comments are accepted
during story telling. Silence is normal. If someone
is struggling with what to say, don't rush them.




MOro, AamTe CNOBO HACTYMHOMY YYaCHMKY, MOTIM
noBepHITbCA A0 nonepefHboro. KoxeH y4YacHMK
MOBMHEH PO3MOBICTU CBOIO ICTOPIIO, HIXTO HE MOXE
MPOCTO CUAITU i CryXxaTu. YYaCHUKU He roBOpPSATh 3
HOTATOK i He "roTytoTb" BflacHi icTopil nig 4vac
posnosigen iHWKMX. BaxnmBa crnioHTaHHicTb! YCi
iCTOpil MatoTb UIHHICTb, HEeMaE MnpPaBUIIbHUX 4K
HenpaBMITbHUX ICTOPIN.

Yac Ha KOXHY icTopito B cepeHboMy 3-5 XBUNH

[MepekoHamnTecs, Wo y Bawomy Koni lctopin Bpaxo-
BaHO 5 HaCTYMHUX KIIFOYOBUX MOMEHTIB ePEKTUBHO-
rO IHTEPKYJ/IbTYPHOrO CMiNIKyBaHHS :

- Cnyxante

- EdekTmBHO cninkymTtecsa

« YHMKaNTe HEO4HO3HAYHOCTI
. [NoBaxkamTe BiAMIHHOCTI

- [Mo3baBTecs cyakeHb

Each participant has to tell her/his story, no one
can just sit and listen Participants do not speak
from notes, and do not "prepare” their own stories
during the stories of others. Spontaneity is
important! All stories have value, there are noright
or wrong stories.

Time for each story - 3-5 minutes

Make sure that in your Story Circle you account
for 5 key strategies for effective cross-cultural
communication

L-E-A-R-N

-Listen

- Effectively communicate
- Avoid ambiguity

- Respect differences

- No judgment

KNOW
THE
RULES



Kona IcTopit - gekinbka npaBun

TpeHep Mae Ha2adamu y4YacHUKAM Npo Hacmyn-
He:

. [NoBaxkanTe cebe Ta iHWUX

« YHuKanTe Cya)eHb, Xo4a Le LLiIKOM MPMPO/HO, Ta
36epiranTe KOHPIAEHLIMHICTb iCTOPIN

- He o6parkaiTech Ha Te, WO | K CKasaHo

+ YTpumantecd Big OCYyONMBUX UM KPUTUYHMKX
KOMeHTapiB

« JoTpuMynTECh NO3UTUBHUX HaMipiB

« PosnosinanTe icTopito nuuwe 3 BNacHOro Aocsiay,
He BI4 IMEeHI IHLWKNX

. Bubepitb ona cebe 3pyuyHWM CTUb PO3MOBIAi
(cnasum, cToaumn, 3 >kectaMm Yn 6e3s)

- CTaBTecq Lo tofen y CBOIM Fpyni, K O CBOIX

. [MigTpuMynTe CBIM iHTepec Ta UinecrnpsMoBaHe
ClyXaHH$

Story Circles : Rules

Facilitator reminds participants about the
following:

- Respect yourself and others

- Avoid judgments, although it is quite natural, and
keep the stories confidential

. Ddon't take offense at what or how something is
sai

« Refrain from judgmental or critical comments
« Pursue positive intentions

- Tell the story only from your own experience, not
on behalf of others

- Choose a comfortable style of storytelling for you
(sitting, standing, with or without gestures?

- Treat Eeople in your group like your
fellow-humans

- Maintain your interest and focused
listening




Kona IcTtopiu: npuknap

byab nacka, poTpuMymnTeChb Nopag, HagaHux y
KepiBHMUTBI AN8a TpeHepa, Wo 3HaxXoANTbCa Y
HopaTtky 1 uboro nocibHmnka. TeMa um npobre-
MaTuka Baworo Kona IcTtopin 3anexuTb Big
BaLLOI METWU.

Tema: Po3kaxiTb NpoO HaMUCKNagHIWWM iHTep-
KYNbTYPHUM [OCBIA, SKMM BU KONU-Hebynb
Masn.

Micna Toro, 9k BiadyaeTbCa PO3MNOBIAb iICTOPIN
yyYaCHUKaMy, PO3MNOYHITb ANCKYCItO, 3a4aBLUMN
y4YaCHUKaM KiflbkKa NMUTaHb, Hanpuknaga;

« Yu € woch cnifibHOro y movyTmx ictopiax? Yum
€ AKiCb CYTTEBI BiAMIHHOCTI?

. LLlo BamM 3anam’aranocs? Lo ocobnuso Buai-
nmnocs?

« AKi noYyTTA Ta igeiy Bac BUHUKIN?

« Y MOXXeMO MM 3pObUTU AKiCb 3aranbHi BUC-

Story Circles - example:

Please follow the Facilitator's guide in the
Appendix1to this manual. The topic or theme of
your story circle depends on your goal.

Prompt: Tell us about the most challenging
intercultural experience you have ever had.

After the stories have been told, initiate the
discussion asking e.g. the following questions to
the participants:

- Were there any commonalities in the stories
heard? Any noticeable differences?

- What do you remember? What stood out for
you?

- What feelings and ideas did you have?

- Can we draw any general conclusions from
everything we've heard?



3po6iTb BUCHOBKM Ta BU3HAUYTE HACTYMHI KPOKMU:

1. YyacHukiB MoxHa 3rpynysaTtu (3-5 ocib) i
3anpoCUTN 3POOUTU OCHOBHI BUCHOBKM Ha
nanipusax, BigibpaTM HaWcyTTEBIWI [ABa Ha
OCHOBI KOHCEHCYCY Ta PO3MICTUTM IX Ha gowui
AN apryMEeHTOBaHOrO NOSACHEHHS peLuTi yyac-
HUKIB.

2. fIKWO yYaCHWKM € NpeacTaBHUKaMU OAHIET
opraHisauii Ym rooMaamn, M — Ha OCHOBI KOJTEK-
TMBHO 3POOIEHNX BUCHOBKIB — MO)KHa 3anpomno-
HyBaTW PO3POOUTW MNaH AN, AKUA BU3HAUYUTD
€/1eMEHTU IHTEPKYbTYPHOI B3aEMOAII, KoMne-
TEHLIN (YN IHLIOT AiANbHOCTI, 3aN1€XHO Bif, METU
Kona), Ha AKX BOHM XOTiNu 6 3ocepeanTucs y
NEeBHUW MPOMDKOK Yacy, Ta MepesiuymTh KOH-
KPeTHI KPOKW AN BOOCKOHaNEHHA LMX efne-
MEHTIB/OiaNbHOCTI.

3. BaxnmBo mpopoBxXyBaTu BiACTeXyBaTu L
BAOCKOHaNIeHHS Ta B3aEMOLIATU 3 yYaCHUKaMM
NiCNa TPEHIHrY, MNPOBOAUTM MOHITOPUHI X
yCnixiB.

Draw conclusions and identify steps to follow:

1. Participants can be grouped (3-5 people)
and asked to write down their key conclusions
on postits/paper, select best 2 - based on
consensus, - and present them to the rest of
the participants

2. If participants represent one organization or
community group, they can be asked to
develop an action plan that identifies the
elements of intercultural competences (or
other, depending on the storyline) that they
would like to focus on, and lists the specific
steps they will take to improve these
elements/situations

3. It is important to continue to follow
up/interact with participants after the training




Kona IcTtopiu: npuknag,

MnaHyBaHHSA Yacy

3pa3ok pansa 1.5-roguHHOro
Kona IcTopin:

: 00: TpeHep 3HaMOMUTb yCix 3
npoLecom

:10: 5 xBWnuH, WwWob po3ainn-
TUCA Ha HEBEJIUKI rpynu

0 15: 3 XBUWHU ONA KOXHOI
icTOpil (3 KOPOTKMUM BCTYMOM
Ta rpynoto 3 8 ocib, ue byne
npu6ansHo 30 XBUUH)

: 45: 15 xBunuH, wob pasom
06roBopuTM NOBIAaHI icTOpIl
1:00: 3ibpaTnCb y OOHY BENNKY
rpyny

1:05 15 xBUAWH ons o6MiHy Ta
06roBOpPEHHS pasom

1:20 MigcyMku

Timing

thisis a sample schedule fora15
hours story circle experience:
:00: Exercise leader introduces
process to everyone

10: 5 minutes to get into small
groups

:15: 3 minutes apiece for stories
(with a brief introduction and a
group of 8, this will equal about
30 minutes)

A45: 15 minutes to reflect
together on the stories shared
1:00: Reassemble into the large
group

1:05 15 minutes to share and
discuss

1:20 End



CnoBHUK TepMiHiB

KynbTypHe pisHOMaHIiTTS nonarae y BU3HaHHi
Ta BLUaHYBaHHI KYyJIbTYPHUX BIGMIHHOCTEW.
[MiaTpUMyeTbCA I8eq, WO KOXXHA NTIOANHA MOXe
3pOBUTU YHIKaNbHUM | MO3UTUBHUN BHECOK Y
CyCniNbCTBO 3aBAAKMN CaMe CBOIM BiAMIHHO-
cTaM. [1i3HaHHS IHWKX KyNbTyp AoMnoMarae Ham
3PO3YMITW Pi3HI TOYKM 30pPY, LLLO ICHYIOTb Y CBITI,
B IKOMY MU XXMBEMO, Ta PO3BIATU HEraTUBHI
CTEPEOTUMU YM OCOBUCTI ynepeaKeHHs LWoAo
PI3HUX rpyn.

KynbTypa - Lie CyKynHICTb CMiNbHUX NOrNSAIB,
LiHHOCTeW, uinewn, BipyBaHb, coLianbHUX GOpPM,
MaTepianbHUX PUC Ta CoLia/ibHUX NPaKTUK, WO
XapaKTepusye nesHy rpyny toneu.

PiBHicTb rapaHTye, Lo Ti, XTO BiAcTaE (couianb-
HO, EKOHOMIYHO, MONITUYHO, reorpadivyHo
TOLLO) MO BiAHOLWEHHIO 1O iHLWWNX, OTPUMYIOTb
TpOXM binbLue NiATPUMKM Ta CTUMYIY AJ1 TOTO,
L1406 3MOrTU MOBHICTIO PO3KPUTM CBiM MOTEH-
Lias i 6yT1 Ha PIBHUX 3 yCiMa iHLWMMW.

Glossary of terms

Cultural diversity is about acknowledgment
and recognizing differences cultural
differences. It supports the idea that every
person can make a unique and positive
contribution to the larger society because of
their differences. Learning about other
cultures helps us understand different
perspectives within the world in which we
live, and helps dispel negative stereotypes
and personal biases about different groups.

Culture is a set of shared attitudes, values,
goals, customary beliefs, social forms,
material traits and social practices that
characterizes a group of individuals.

Equityensures that those who are behind
(socially, economically, politically,
geographically, etc.) in relation to others
receive a little more support and stimulus so
that they can reach their full potential and be
on an equal ground with everyone else.




CnoBHUK TepMiHiB

IHTepKynbTypHiCTb - Le crocib XuTta B
CyCniNbCTBI, WO CNPUSAE NIATPUML, IHTEPKY b=
TYpHOro gfianory Ta npoTuail TeHAeHUiaM
caMo-cerperauii KysbTyp Y1 €THIYHWX Fpyr.

IHTepKynbTypHa KOMMNETEHTHICTb - Lie KOM-
MNNEeKCHUMN Habip 3HaHb, YMiHb Ta HABMYOK, LLLO
AO3BONAOTb AIATU HAaNEXHUM Ta ePEKTUBHUM
YMHOM Mif Yac B3AEMOAII 3 OAbMU PIZHOrO
MOBHOTO YU KYJIbTYPHOIO MOXOAXKEHHS.

Mapapurma IHTepkynbTypHOi KoMneTeHT-
HOCTi - Le cucTeMa Biasiky (Mogens), Wo
[fornoMarae HaM pobutn gobpe iHbopMoBaHi
BMCHOBKM Ta aganTyBaTW CBOIO MOBEAIHKY Ha
OCHOBI 6iNbLIOI KyNbTYpHOI 06i3HaHOCTI, a

TakoX gocsiraty 6inbll ePpekTUBHOI B3aeMOoL,i

Ta B3aEMoOMoBaru 3 NpeacTtaBHUKaMM Pi3HUX
KYynbTYp.

Glossary of terms

Interculturalism is the way of life in society
that supports cross-cultural dialogue and
interaction and counters tendencies towards
self-segregation of cultures or ethnic groups.

Intercultural competence is a complex set of
abilities, knowledge, attitudes and skills, that
allow an individual to perform appropriately
and effectively when interacting with people
of different linguistic and  cultural
backgrounds.

Intercultural Competence Paradigm is a
frame of reference (model), in relation to
which behavioral judgements can be made in
order to interact with people from different
cultural backgrounds in an appropriate and
effective way.



CnoBHUK TepMiHiB

MynbTUKYNbTYPHICTb - Le cuUCTEMa MNepeKko-
HaHb Ta MOBEAIHKW, fIKa BM3HAE Ta MOBaXae€
MPUCYTHICTb PI3HUX KYJIbTYPHUX (YN €THIYHUX)
rpyn y CycnifibCTBI, BU3HAE Ta LiHYE IX couiasb-
HO-KYJ/IbTYPHI  BIAMIHHOCTI, 3a0XO4yloun Ta
3abe3neyvyoun IXHIM  MOCTIMHWM BHECOK Y
CyCninbCTBO.

CouianbHa 3rypToBaHicTb, 3rifHO 3 BU3HaYeH-
HAM Pagu €Bponu, € "3gaTHICTIO cycninbcTBa
3abe3nevyBaTn JOOPOOYT yCiX CBOIX YNEHIB,
MiHIMi3ytouM PO3BIKHOCTI Ta yHMKatouM nonsa-
pu3aLii. 3rypToBaHe CyCnifibCTBO - Lie B3aEM-
HO-MIATPUMYIOYa CMiNTbHOTa BiNTbHUX NTIOAEN, AKI
nepecnigyroTb Ui CRiNbHI Lini 4EMOKPaTUYHUMM
cnocobamun”

Crepeotunu - Le npunucyBaHHA psay Cnpo-
LWEeHMX Ta CTaHAapTU3OBaHWX XapaKTepPUCTUK
(cnocobiB icHyBaHHS Ta MOBEAIHKWU) YCiM, XTO
noaiNs€e nMneBHYy ChiflbHY  XapaKTePUCTUKY
(Hanpwuknag, OfHaKoOBY CTaTb, HaLiOHabHICTb,
penirito, npodecito, Bik TOLLO).

Glossary of terms

Multiculturalism is a system of beliefs and
behaviors that recognizes and respects the
presence of all diverse groups in an
organization or society, acknowledges and
values their socio-cultural differences, and

encourages and enables their continued
contribution within an inclusive cultural
context which empowers all within the

organization or society.

Social Cohesion, according to the Council of
Europe’s definition is “the capacity of a society
to ensure the welfare of all its members,
minimizing disparities and avoiding
polarization. A cohesive society is a mutually
supportive community of free individuals
pursuing these common goals by democratic
means.”

Stereotypes consist in attributing a number of
simplified and standardized characteristics
(ways of being and behaving) to all those who
share a particular feature (same gender,
nationality, religion, profession, etc.).




Hopatok | -
KepisHuureo ana TpeHepis
(niaxia Kona IcTopin)

1.MoscHiTb MeTy Baworo Kona Ictopin (o6
BCTAaHOBWUTU 3B'A30K 3 ayAUTOPIEIO Y4aCHUKIB).
[TonpocCiTb y4aCHUKIB LWBMOKO Ha3BaTM TUMOBI
€N1eMeHTU ICTOpPIT = BCTYN, CIOXKET, repol TOLWO.

2.NMosicHiTb NpaBuna Kona Ictopin Ta pante
BiAMOBIAI Ha OyAb-gKi 3aMMTaHHA YYaCHMKIB.
[NoBigoMTe, WO 3a MUTb BU MOAIIUTECH TEMOIO
(OCHOBHWM MUTaHHSAM).

3.[MosACHITb, CKINbKK Yacy BIABOAUTLCS KOX-
HOMY Y4YaCHUKY Ha po3noBiap icTopil. [naHyn-
Te npubnusHo 5 xB Ha BcTyn, 30 xB And
po3nosgiai ictopin Ta 10 XB 4519 06roBOpPEHHS.
TobTo, AKWo y4yacHuKiB 10, TO KOXEH 3 HUX
MaTMMe 3 XB Ha pO3MoBiab. TpeHep Mae cno-
cTepiratm 3a YaCOM PO3MOBIAEN Ta MOACHUTH,
KU CUrHas BiH/BOHa nofdacTb (MigHATa pyKa,
Hanpwkag), Koy 4O KiHUS po3noBifi 3anm-
WwnTbcH, Hanpuknag, 30 cekyHA.

Appendix | -
Guidelines for the Facilitator
(Story Circles)

1. Describe the story circle’s purpose (to find
new ways to be in relationship with other
members). Ask participants to quickly name
the typical elements of a story - narrative,
plot, characters, etc.

2. Tell the rules of the story circle (see below)
and answer any questions. Explain that you
will share the promptin a moment.

3. Explain how much time each person will
have to tell a story. Aim for a 5-minute
introduction, 30 minutes to tell stories, and 10
minutes to wrap up. So if there are 10
participants, allow 3 minutes per person. The
facilitator should time the stories and explain
the signal that you will give (raised hand)
when there is a minute/30sec left.



4. HarapganTe yyYacHWKaM, LLO ICTOPII MOXYTb
6yTn Npo byab-aKni 0oceia, 6yab-aKy cuTya-
Lito. Yci icTopil MatoTb LIHHICTb, | HEMaE Npa-
BUJIbHOI YK HEMPaBWITbHOI ICTOPII.

5.0ronocite TeMy (3annTaHHA) i noymHamTe!
Bu MoxxeTe nonpocuTti 4O6poBObLSA MoYaTH
KOMo po3nosiger, abo MoxeTe po3nodaTy 3
PO3MNOBIAI BaLLOl BSIACHOI ICTOPII.

6.icna nepwoi icTopil, 3a4yekanTe, MOKU
HaCTYMHWUMX yYaCHUK MOYHE CBOK ICTOpItO.
Llen npouec TpnBae Ao TUX Nip, MOKM BCi He
PO3KaXyTb CBOI icTOpil. Bn Takox MoxeTe
BUK/IMKATWU YYaCHUKIB 3@ TOAMHHWUKOBOO
CTPINIKOI. AKLLO BM BOAETECS A0 LbOro Crno-
coby, namM'aTanTe, WO MOBYAHHSA - L& HOp-
MasibHO, i chopMystonTe MpaBuIIo, 3rigHoO 3
AKMM XTOCb MOXE «MPOMYCTUTU» CBOIO Yepry,
ane Koso MOBEpPHETbCH A0 HbOro/Hel nicns
TOrO, K BCi iHLWI pO3KakyTb CBOI iICTOPII.

4. Remind people that stories can be about
any experience, any situation. All stories have
value, and there is no right answer.

5. State the prompt and begin! You may ask
for a volunteer to begin or you may begin.

6. After the first story, wait forsomeone else to
begin their story. This rotation continues until
everyone has told a story. Alternatively, you
may call on the participants in the order in
which they appear on your own screen. If you
do this, remember that silence is okay, and
state the rule that someone can “pass” their
turn but that the circle will return to them
after everyone else has spoken.




7.Ilicna Toro, Ak BCi pO3KaxkyTb CBOI iCTOPII,
3anuTanTe, 4Mm 6yNo WOCb ChiSIbHOMO 4Mn
BIAMIHHOIO y LUMX OMOBIAAHHAX, AanTe npu-
67113HO 10 XB Ha O6rOBOPEHHS.

8. HanpwukiHLi 3aNponoHymnTe y4acHWKaM e
pa3 0OMipKyBaTW rMovyTe.

Q. HacTynHi 4n nopibHi 3annTaHHa AOMOMO-
XKYTb M y 0OB6MipKyBaHHi Ta AUCKYCIl:

. Wo Bam 3anaM’atanocb? Wlo ocobnuso
Buainunoca?

« AKi nouyTTA Ta igeiy Bac BUHUKIN?

« Y MOXXEMO MU 3pOBUTU AKiCb 3arasibHi BUC-
HOBKMW 3 yCbOrO MOYyTOro?

7. After everyone has spoken, ask what
common themes stood out in the stories and
let the group talk about them for about 10
minutes.

8. At the end, engage the group in reflecting
on the stories. Were there common themes?
Notable differences? What stood out for you,
if anything? What touched you, if anything?
What feelings and ideas were sparked? Ask
people toraise theirhands and call onthemin
turn.
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