
Internships revisited: Cultural 

Mentoring in enterprises to support 

the integration of placement students 

Susanna Fabricius    Christa Tigerstedt 



Agenda 

 

 Introduction and background of our project 

 Perspective and definition 

 The cultural mentoring program 

 Suggestions so far 

 
 



The SKILL2E Project 2010-2012 

European Commission, Life Long Learning Programme 



Goals:  

 accountability and sustainability of intercultural 

competence acquisition in the context of placements  

 integration of stakeholders - university, students, 

enterprises - to secure the added value of intercultural 

competence acquisition 

 design of a cultural mentoring concept for enterprises 

(profile, training, multiplication potential)  
 

 



Output:  

 handbook for enterprises on the implementation of the 

cultural mentoring concept  

 curriculum for training for cultural mentors and model 

implementation  

 evaluation of assessment tools for intercultural 

competence development  
 



Projects partners 

Universities 

 FH Salzburg, Austria 

 University of Alicante, Spain 

 Arcada University of Applied 

Sciences, Finland 

 MUGLA University, Turkey 

 Southhampton Solent 

University 

 Technical University of 

Timisoara, Romania 

 

Enterprises 

 Universum 

 Porsche Austria 

 TaylorMade Training 

Solutions 

 Mosder 

 Wirtschaftskammer 

Salzburg 

 … 

 



Other partners 

 Zicklin School of Business, Baruch College 

 IDI - Intercultural Competence Development 

 Other companies where the mentoring will take place 
 



What we are doing 

1. Intercultural Competence Assessment 

2. Pre-Placement Training Concept 

3. Cultural Mentor Concept 

4. Enterprise Handbook 

5. Evaluation Concept 
 



The cultural mentoring 

concept 

Keywords: mentor, mentee, 

understanding, culture 
 

 

 



definition 

 

Mentoring is often seen as a one-way road, where the 

mentee is the receiver and the mentor is the giver. However, 

this is an old-fashioned way of looking at mentoring. 

Nowadays it is most important for both parties to have 

mutual gain from the process, for example a learning 

experience both ways where knowledge is exchanged. In 

addition, mentorship should be seen as a relationship, rather 

than a top down process where both parties  can freely 

express their feelings and co-operate with respect to one 

another (Shea, 2001, p. 81-84; Conway, 1998, p. 15-16.) 
 



WHY and the benefits 

 Mentor 

 Mentee 

 Enterprise 

 The HEI 

 Labor market 

 Surrounding society 



The placement 

 Example Arcada: 15 + 15 ECTS 

 Part of curriculum (compulsory) 

 Specific learning outcomes 

 10 weeks, ~40 h /week 



The pilot program 

Selection, recruitment 
and matching 

Pre-departure 
training/Mentor training 

 

Cross-cultural 
mentoring/internship 

period 

Forum, diary, group 
meeting (to support the 

on-going process 

Evaluation and feedback 



The deardorff Model  



 http://www.unr.edu/oiss/toolbox/2009/INTERCULTURAL%20COMPETENCE

%20MODELS%20deardorff%2006.pdf 

http://www.unr.edu/oiss/toolbox/2009/INTERCULTURAL COMPETENCE MODELS deardorff 06.pdf
http://www.unr.edu/oiss/toolbox/2009/INTERCULTURAL COMPETENCE MODELS deardorff 06.pdf


IDC– Intercultural 

development CONTINUUM 



Mentor training 

•Introduction 

•Responsibilities 

•Goals 

General part 

•Training 

•Deardorff 
model 

Intercultural 
awareness part •Self-

assessment 

IDI testing 



How to be a good mentor 

–suggestions so far 

 Have an open communication. Talk about things to avoid 

stereotyping and misunderstandings, for example. 

 Have a mentoring plan, an agreement on how you want 

to work together. Both parties should agree on the goals 

for the mentoring.   

 Keep up a relationship where you can both give and 

receive constructive feedback. This is the key to learning 

from the mentoring for both parties.  



 Build networks of cultural diversity and maximize the 

benefits found in these diversities. 

 Maximize the knowledge flow within the relationship from 

the beginning by identifying talents and skills of both 

parties. It is important to take the mentees skills and 

knowledge into consideration in order to avoid power 

imbalance and underestimation in the relationship. 

  Let the mentee set own goals and promote this. A 

personal development plan will result in professional 

success (Moore et al, 2008). 
 



Task and qualification 

profile 

Task  (Role) 

 Consultation and 

discussion partner 

 Role modelling 

 Support 

 

Qualification 

 Appropriate knowledge: 

cultural, professional and 

company specific 

 Good communication 

skills 

 Trustworthiness 

 Social competence 

 



Our recommendations so far: 

 Matching: it is important to take into 

considerations the personal traits of the mentor 

and mentee. 

 Time: both parties should allocate enough time 

for the program 

 Commitment: both parties need to demonstrate 

their commitment 

 Training: necessary, both when it comes to 

mentoring and the cultural understanding 
 



Task (Role) 

 Consultation and discussion partner 

 Role modeling 

 Support 

Qualifications  

 Appropriate knowledge: cultural, professional and 

company specific 

 Good communication skills 

 Trustworthiness 

 Social competence 
 



http://skill2e.fh-salzburg.ac.at/ 



Contact information 

 Christa.tigerstedt@arcada.fi 

 Susanna.fabricius@arcada.fi 

 Phone: +358 (0)207 699 699 

 www.arcada.fi 

 Arcada University of Applied Sciences, Helsinki, Finland 
 

mailto:Christa.tigerstedt@arcada.fi
mailto:Susanna.fabricius@arcada.fi
http://www.arcada.fi/
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Thank you! 


