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Introduction
The Interreg 5A project “Benefit4Regions” (B4R) aims to improve living conditions in rural areas,
specifically in the Danish-German border-region. As its main methodology, stakeholder-based case
studies were carried out between to identify challenges and solutions for municipalities and other
regional bodies carrying out projects in a cross-border setting. Case study member participation and
communication has been analysed by B4R scientific partners in order to produce general proposals
and strategic help for future project work in the region. Stakeholders for the project are municipalities,
NGOs and local businesses, among others.
To pass on the results of the above-mentioned communication and participation research and to
transfer of practical tips to regional stakeholders, the “Project Planning School” (PPS) has been
developed. The majority of work in most organizations is now project work (Moran, Youngdahl and
Moran, 2009, p. 288), as is the nature of cross-border rural development work between Denmark and
Germany. The Project Planning School was initially named “Process Planning School” in the
Benefit4Regions application, and was changed after the high relevance of project planning and
execution for border-region stakeholders was recognized.
1.1 Definitions of the Planning School in the B4R application
The Planning School is mentioned in several places within the B4R application. The major aspects
predefined by the document are:
In the description of the project targets, under sub-target 2 it says: “The methods (of communication
and participation) are collected in an overview (method toolbox) and a methodology education.” This
defines the general target to develop methods (for communication and participation), which are
collected in the methods toolbox and then transported by a training concept.
Chapter 7, dealing with the approaches to secure the sustainability of the B4R results, states:
“Especially the Process Planning School and the connected educational concept are a
multiplicator for the effective dissemination of the results which is usable even after the end of the
project.” Thus, the Process Planning School is meant to secure sustainability by collecting the
(practical) results of the project and disseminating them to the relevant stakeholders. This should not
only be done once, but an educational concept is expected which helps to continue the activities of the
school in the future.
Finally, in chapter 9, in the description of Work Package 3 it says: “The project partners and the
network partners will be educated to use these new methods in the framework of a Process Planning
School … “. This gives a clear indication about the target group that should benefit from the training
courses: project partners and network partners of the project.
Next steps for the development and implementation of the Process Planning School will involve a
(preliminary) project plan, the assignment of a concise data flow from the evaluations of the case
studies via the methods toolbox within the Information tool into the teaching contents of the Planning
School (including a workshop to align the research approaches of participation and communication),
as well as the analysis of the definitions in the B4R glossary to structure and standardise the structure
of the School’s contents.
1.2 Basic concept of the Project Planning School
The final basic concept for the Project Planning School was developed following expert consultation
from two method adaptation workshops (see pp. 42-43). The Project Planning School will carry out
workshops at various locations throughout the Danish-German border region to provide skills, tools
and information to help stakeholders effectively carry out collaborative projects for rural development.
The contents of each workshop depend upon the requests and demonstrated interests of participants.
The methodological foundation of the School is built upon the B4R research on communication and
participation and upon other findings, which have come from literature review and Project Planning
School data collection. At the first workshop, facilitators are sought to lead topical sessions. Both
facilitators and participants bring existing knowledge and skills to the workshop to share with others. At
future workshops, participants from previous workshops are able to serve as facilitators, having gained
skills in group facilitation from attending previous workshops. They and new participants continue to
bring knowledge and skills to share with one another. Having participants serve as facilitators are
future sessions contributes the sustainability of the project, setting it up so that new facilitators are
6

already ready and familiar with the concept of the School. Workshops are planned to continue
indefinitely in the same fashion, developing according to the needs of participants.

Basic concept for the Project Planning School: (Hollyn Hartlep)

Detailed planning
The input for the Project Planning School was derived from literature review, the observation and
analysis of case studies within B4R and from expert consultation (see method adaptation workshops,
pp. 42-43).
General flow of information into the Planning School

7

Flow of information from the B4R activities via the information collection into the Planning School:
(Uwe Rammert)
The basic elements needed for the Project Planning School are: contents to be transferred, a clear
orientation towards the relevant target group(s) and a methodological training concept. The basic
information will be collected before being used as a part of the PPS. Outputs from the previous
Interreg project, Baltic Compact (http://www.agri-enviro-solutions.eu/pages/en/home.php), as well as
the method toolbox, will be included as a part of the information collected. Both will be available on the
online platform, Copedia (http://copedia.eu/), an output of Benefit4Regions for knowledge- and
information-sharing.
The glossary will contribute to a harmonisation of the terminology used. This will also provide support
in order to develop advice relevant for the stakeholders. Finally, the Project Planning School (like the
Information collection and other outcomes of WP3) will provide substantial input to the development of
strategic proposals in WP4.
A GANTT chart detailing the different steps of the development can be found in Annex II.
Basis of the concept: the planning cycle
An analysis of literature about planning will sooner or later bring up a “planning cycle”, which is a
series of steps that have to be carried out in order to efficiently come to the solution of an identified
problem (see example below). At first sight, all planning cycles seem to be identical, but a closer
analysis reveals distinctive differences regarding the area covered (and thus the degree of detail), the
topic discussed or the group of stakeholders involved. In the framework of B4R a fourth dimension has
to be added: the State (and planning culture) affected.

8

Major steps of the planning cycle: (Uwe Rammert)
The yellow rectangles highlight the information flow to or from the public. The red ovals point at steps
where goal definitions for the planning process are needed.
Every step of the planning process has its very own requirements related to the contents discussed,
the data needed and the communication approaches used. In addition, the German and Danish B4R
partners have different legal and organisational frameworks and different communication cultures. This
means that a comparison and adjustment of these different settings has to be carried out to develop
useful contents for the Project Planning School.
As prerequisites for this, the results of the Projects Baltic COMPASS and BalticCompact can be used:
the developed communication concept has already identified that the participants in a planning
process need certain skills for a productive involvement. Moreover, the planning cycle has been
analysed, developing a new approach for a target definition, and the process steps have been
analysed, giving support for the communication challenges that may occur in an agro-environmental
project setting.
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Proposal for an enhanced planning approach: (Uwe Rammert)
The diagram takes into account the plans and imperatives of the people affected (top right rectangle)
as a basis for sustainable development.
Following the classical planning approach defined by the legal framework, the finding of a “difference
between present and future” – which can be a problem, a deficit, a (developmental or infrastructural)
need, or another difference – will bring up a solution that is coherent with the “state of the art” or the
“standard solution” and that suits the relevant legal prescriptions. This solution may be legally sound,
but in many cases, it will not really meet the needs of the people affected. Consequences could be
that the solution is not useful in a certain region, the implementation of that solution is difficult, or the
acceptance for the solution is missing. Thus, it may be more useful to define a process (“ways to reach
the sustainable solution”, see diagram 3) that will bring up a solution that fits into a certain region and
that also meets the needs and imperatives of the people affected. It should also take into account
different local, regional and cultural preferences that can only be found in the course of a productive
local/regional communication process.
Timetable for implementation
The process of planning the Project Planning School was initiated during the project partner meeting
in Knivsbjerg on November 21st, 2017. Since December 2017 the preparations for the generation of
contents and methods have been running. A first analysis of existing information began in January
2018. A qualitative network analysis began at the same time, which can be found as a separate
publication.
On June 25th and August 31st, 2018, method adaptation workshops were carried out to adapt the
proposed methodology and content of the School to the recommendations of scientific and expert
partners. Following the workshops, the planning for the first prototype workshop on January 16 th and
17th, 2019 began.
A more detailed description of the steps as well as a documentation of the results can be found in the
following text describing the three phases of the project.
A GANTT chart for the project can be found in Annex II.

3. Phase I: Evaluation of expectations and proposals for workshop
implementation and knowledge transfer
As a first source of information about the expectations for the Planning School several sources are
analysed. The first method was to interview participants at various B4R meetings about their proposals
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for the school. A second approach was the analysis of relevant literature about planning schools on
both sides of the border. The third step was a qualitative network analysis of the participants of the
different case studies in B4R.
3.1 First draft set of expectations from B4R project and network partners
A first collection of ideas and proposals for the Planning School was carried out at the project partner
meeting in Knivsbjerg on November 21st, 2017. The complete list of answers can be found in Annex I.
Summary (translated from the summary in Annex I*):
Contents related proposals

Format related aspects

Best Practice examples (D)

General applicability / transferability (D & DK)

Clear cross-border [administrative] structure
and role definitions (DK)

Simple language / easy to understand for
everyone (D & DK)

[Problem-solving/project-realisation] templates
Long-term dissemination of successful
participation process methods

German - Danish

Dissemination of effective / successful
communication process methods

Interesting setting (attractive …)

Orientation guidance (pattern) for planning
processes

Workshops

Dissemination of basic knowledge
Initial ideas and proposals for the Project Planning School: (Uwe Rammert)
*The participant proposals are sorted by frequency of occurrence. For the two most frequent proposals the state of
origin is also mentioned. Some answers have been omitted. See list in Annex I for complete set of answers.

Other content suggestions:
●
●
●
●
●
●
●
●
●
●
●
●
●
●
●
●
●
●
●
●

Scalability
Recommendations for target-group oriented communication
Process design and problem-solving templates
Game
Fun to entice people for more
Simple and short documentation
Practice oriented methods
Collegial counselling
Common understanding of methodology
Basic hand tool: Conflicts/moderation do’s and don’ts
Continuous development
Structures that are transferable
Long-term communication of successful practices at the municipal level with regard to
participation processes
Communicating effective/successful practices at the municipal planning level in relation to
communication processes
Evaluation methods
What methods/tools can be used if the plan is dependent on citizens and others?
Suggestions for planning preparation
Voluntary workshops
Good documentation
Good introduction for the partners in the topic
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3.2 Cultural considerations
3.2.1. Adult learning in the target countries

Percentage of Population

The above-mentioned expectations are an important guide for the content and format of initial
workshops. To gain a deeper understanding of how to build workshops in the Danish-German context,
it is important to delve into cultural considerations. A first look at the differences in participation in adult
learning in the target countries shows
that it may be more familiar for Danes
Percentage of Population Participating in
than for Germans. A larger percentage
Lifelong Learning
of the Danish population has been
35.0
shown to be engaged in lifelong learning
when compared with the German
30.0
population, according to a survey of
individuals ranging from 25-64 years old
25.0
in Germany and Denmark in 2005 and
20.0
subsequently in 2010 (European
2005
Commission, 2012). Denmark has the
15.0
highest participation rates of adult
2010
learning in the EU (European
10.0
Commission, 2012) and a long history of
adult education, starting with the
5.0
founding of folk high schools
0.0
(Folkehøjskole) in the 19th century,
Denmark
Germany
driven by the ideas of N.F.S. Grundtvig
and Christen Kold (OECD, 2001, p.12).
Percentage of population participating in lifelong learning: (Data
In 2005, about 27.4% of the Danish
retrieved from the European Commission, 2012)
population was engaged in continuing
education or training, compared with
7.7% in Germany. In 2010, participation increased to 32.8%, while remaining the same in Germany
(ibid.). That being the case, more effort may be needed to seek out Planning School participation in
Germany. Obstacles to participation in Germany from the same study were noted as high costs
(37.4%), conflict with work schedule (31.6%), no time due to family (29.1%), no training within
reachable distance (21.3%), lack of prerequisites (20.6%) and health or age (10.4%) (ibid.). To avoid
lack of participation from the most prominent obstacle, high costs, the Project Planning School will be
free of cost for individuals or institutions without the necessary means to attend. The prototype
workshop will be fully financed by Benefit4Regions, and thus, free of cost to all participants. Moreover,
no prerequisites will be needed for participation. The most frequent motivations for participation in
non-formal education and training in Germany were to do a better job or to improve career prospects
(68%) and to acquire knowledge or skills relating to interesting subjects (45.9%) (ibid.). The Project
Planning School aims to contribute to improvement in both above-mentioned motivations and thus,
meet the needs of participants to the best degree possible.
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3.2.2. What is culture?
For the purposes of this paper, culture will be defined as by Geert Hofstede as “The collective
programming of the mind that distinguishes the members of one group or category of people from
others” (Hofstede, Hofstede, and Minkov, 2011, p.3). The programming of the mind that Hofstede
refers to includes the patterns of thinking, feeling and acting that humans acquire from their social
environments (Hofstede et al., 2010, p.5). While culture is always collective, it can be attributed to
different collectives, for example, nations, tribes or ethnic groups, and organizations, but also
occupations (e.g. engineers, accountants, farmers, or academics from different disciplines). Moreover,
it can be applied to genders, generations, or social classes (Hofstede, 2011, p.3). As Wlodkowski and
Ginsberg put it, “Culturally, a person has a variety of identities that are woven into a personal history
and lived in an individual context” (2017, p. 42). It is important to note that societal, national, and
gender cultures, which are acquired from early youth onwards, are more deeply engrained in the
human mind than occupational or organizational cultures acquired at school or through work.
Moreover, societal cultures are often based on unconscious values, whereas organizational cultures
are often based on visible and conscious practices (Hofstede, 2011, p.3). That being the case, it is
important for the Project Planning School methodology to take into account unconscious societal and
national cultures, but also the culture of occupations, as the School will include national cultures from
two or more nations and participants with various occupational training backgrounds.
The base of culture is values, which are acquired early in life, mostly between birth and ages 10-12
(Hofstede et al., 2010, p.9). Rituals, heroes, and symbols usually manifest later in life as practices.
Rituals are collective activities that are not necessary to reach desired ends but are considered
socially essential within a social context. Examples are greetings and ways of paying respect to
others, as well as social and religious holidays (ibid., p. 9). Heroes are individuals—living or deceased,
imaginary or real—who possess attributes that are valued by society and serve as models for
behaviour (ibid., p. 8). Symbols are words, gestures, pictures, or objects that carry a particular
meaning that is recognized only by those who
share a particular culture (ibid., p. 8). Dress,
hairstyles, flags, status symbols and the words
of a language correspond to this category.
Symbols change easily and are often passed
from one cultural group to another. For this
reason, symbols are found in the most
superficial layer of the “Onion” representation
of culture.
National symbols for Denmark include Mother
Denmark, the female symbol of the Danish
nation, the Girls of South Jutland, the symbol
The "Onion": Manifestations of culture at different
of the lost Southern Jutland (or Slesvig), the
levels of depth: (Hofstede et al., 2010, p. 8)
Little Mermaid, and Dannebrog, the world’s
oldest national flag (Adriansen, 1991, p. 64; p.
84). On the German side, comparable national
symbols include Germania, the female symbol of the German people and the double oaks
(Doppeleiche) of Schleswig-Holstein, which symbolize the rooted and close relations between
Schleswig and Holstein. The German flag, however, does not play such an important role as a
national symbol in Germany as the Danish flag does in Denmark, likely because of the Danish flag’s
divine association; according to well-known myth, the Dannebrog was sent by God to the Danes in
1912 when they were in trouble on a crusade in Estonia (ibid., p. 64; p. 80).
The rituals, heroes and symbols introduced above, which make up the practices of cultures, are
observable; however, their cultural meaning cannot always be easily interpreted by an outside
observer (ibid., p. 9). Cultural practices are advised to be presented and discussed in the intercultural
training component of the PPS.
3.2.3. Cultural comparison
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The following paragraphs compare the national cultures of Denmark and Germany. Similarities
between the two countries will be summarized, followed by an overview of the Danish and German
cultures according to the six dimensions of culture developed by Geert Hofstede, and lastly, an
overview of the cultural categories that do not belong to the six dimensions. Taking Danish and
German overarching cultural differences into account should not overrule individual differences in
preferences, values, behaviour and worldview. Thus, cultural considerations should not overgeneralize, but be considered and applied carefully. As Hofstede notes, a variety of individuals exist
within each collective, and vary according to some bell curve (2011, p. 3). Moreover, behavioural
patterns are dependent upon individual characteristics (Müller and Hallsteinsdóttir, 2015, p. 105) and
people have the basic ability to deviate from patterns of thinking, feeling and acting acquired from the
social environment in which they grew up (Hofstede et al., 2010, p. 5). While personality and culture
are not totally independent, this does not justify the use of national culture trends to stereotype
individuals from these nations (Hofstede et al., 2010, p. 40). Danish and German society may make up
bell curves that lie relatively close together on the continuum of differences measured by the six
factors that Hofstede examines, but some Danes within the bell curve may have more German
tendencies than some Germans themselves and vice-versa—or fall closer to other national cultures
entirely.
Germany and Denmark share many
similarities; both are individualist societies, in
which speaking one’s mind is encouraged and
low-context communication prevails (Hofstede
et al., 2010, p. 95, p.113; further details on
low- and high-context communication are
covered on pp. 17-18). Both countries share
the same amount of government stakeholder
engagement, at a level just below the OECD
average (D/DK = 2.1/4; x̄ = 2.4/4) (OECD,
2017c). Both countries highly value privacy
(Hofstede et al., 2010, p. 126). Life
satisfaction between the two countries is
somewhat similar, at 7.5 in Denmark and 7.3
in Germany, on a scale from 0 (not at all
satisfied) to 10 (completely satisfied) (OECD,
2017c). The importance of leisure is another
area in which Germans and Danes have
come to share similar mind-sets. In a 2012
European survey, when asked to what extent
they agree with the statement “More
importance should be given to spare time
than to work,” Danish (DK) and German
respondents (DE) disagreed with the
Importance of leisure in Europe (European Commission,
statement at 59% and 62%, respectively (see
2012)
figure ‘Importance of leisure in Europe)
(European Commission, 2012, p. 39). It wasn’t always this way, though; between 2008 and 2012,
Danish opposition to the statement grew by 14% (ibid.).
Moreover, as seen in the figure ‘Most important values for Danes and Germans’, the two cultures
value individual freedom and religion equally, and respect for human life, support for others and
tolerance almost equally (European Commission, 2012, p.11). These shared values form the base of
Values

Respect
for
human
life

Human
rights

Peace

Democracy

Individual
freedom

The
Rule
of
Law

Equality

Solidarity,
support
for others

Tolerance

Selffulfilment

Respect
for
other
cultures

Religion

DK

38%

38%

42%

52%

23%

29%

21%

10%

18%

5%

17%

3%

36%

50%

55%

39%

23%

24%

10%

11%

16%

9%

11%

3%

DE

Most Important Values for Danes and Germans (European Commission, 2012, p.11)
culture (Hofstede et al., 2010, p.9) and likely facilitate cooperation and understanding between Danes
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and Germans participating in cross-border cooperation. Although the two countries are so close in
geographical proximity, cultural differences also exist and are addressed below. Awareness of these
differences makes it possible to improve communication and understanding between the two cultures
and to develop a Project Planning School training concept that accommodates for both cultures.
3.2.4. Danish and German dimensions and values comparison
Researchers Geert Hofstede, Gert Jan Hofstede and Michael Minkov have analysed cross-cultural
data on self-scored values from various sources to find national trends in values (2010, p. xi), including
those of Denmark and Germany. Their research focuses on the following six dimensions of culture:
power distance, individualism, masculinity, uncertainty avoidance, long term orientation, and
indulgence. Each dimension will be discussed below, focusing on distinctions between Danish and
German culture.

Dimensions country comparison
90

83

80

74

70

67

66

70

65

Value

60
50
40

35

35

30
20

18

40
Denmark
Germany

23
16

10
0
Power
Distance

Individualism Masculinity Uncertainty Long Term
Avoidance Orientation

Indulgence

Dimension
Cultural dimensions comparison between Denmark and Germany: (Hofstede et al., 2010, pp. 53-296)
Power distance index
According to the definition given by Hofstede et al., power distance is “the extent to which the less
powerful members of institutions and organizations within a country expect and accept that power is
distributed unequally” (ibid. p. 63). The Power Distance Index (PDI) in Denmark is about half the size
of that of Germany, with scores of 18 and 35, respectively (Hofstede, Hofstede and Minkov, 2010, p.
59). PDI scores are a reflection of dependence relationships in a country, thus, the higher the PDI
score, the higher the dependence of subordinates upon their bosses. Subordinates are less
dependent upon their bosses in countries scoring low on the PDI, such as Denmark. In such countries,
there is also a preference for consultation, and thus, interdependence among boss and subordinate.
Moreover, subordinates will rather easily approach and contradict their bosses, which shows a small
emotional distance between these two levels of hierarchy. In contrast, in countries that score on the
higher end of the spectrum, subordinates are more dependent upon their bosses, have a larger
emotional distance from them and are less likely to approach and contradict their bosses directly
(Hofstede et al., 2010, p. 63). Such is the case in Germany, although not to a much higher degree
than in Denmark. Flat or horizontal hierarchy is commonplace in Denmark, and is reflected in Jante
Law (Janteloven), the idea that no person is greater than any other and is not to think that he or she is
(Hofstede et al., 2010, p. 160). That being the case, in Denmark, the group is considered of greater
importance than the boss. Moreover, modesty is highly valued, and Danes tend to be suspicious of
people who push themselves forward, behave extravagantly, or boast about their achievements (Carté
and Fox, 2004, p.26).
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While power distance relationships in Germany and Denmark vary, both countries are at the lower end
of the spectrum in Hofstede et al.’s study; when compared with the 76 participating countries,
Germany ranks 66th and Denmark 74th (ibid., p. 59). Hofstede et al. claim that because Denmark and
Germany come from the same language school, their PDI tends to be closer than if they came from
different language schools (ibid. p. 83). European countries in which the native language is Romance
scored medium to high on the PDI, while European countries in which the native language is
Germanic (Danish, Dutch, English, German, Norwegian, and Swedish) scored low. They pose that this
is because the Germanic speaking peoples were divided into small tribes instead of being ruled by a
central power—in this case the Roman Empire (ibid., pp. 83-84). Cultures that use a language with
multiple second-person personal pronoun forms (eg. du and Sie), imply more social distance, such as
power differentiation, which applies in the case of PDI (Kashima and Kashima, 1998, p. 467).
As is reflected in the figure below, Danes feel that they have a greater deal of freedom when it comes
to decision making in the workplace than do Germans (EVS, 2010a; EVS, 2010b, Q17). German
business culture is structured more hierarchically than in Denmark, as is reflected in the form on
addressing superiors (Rehrmann-Jørgensen and von der Banck, 2011, p. 104). Regarding GermanDanish cross-border projects, there may be fewer hurdles to overcome for Danes than Germans when
How free are you to make decisions in your job

Denmark

Germany

Perception of freedom to make decisions at work in Denmark and Germany: (EVS, 2010a, 2010b)
it comes to seeking approval of superiors for new ideas or project implementation. It is important for
Danes to know that their German counterparts may not have as much leeway in project
implementation as they have, and thus the steps to implementation may take longer on the German
side. Indeed, in Denmark change processes take place faster than in Germany due to fewer
administrative levels and larger administrative units (Inclán Garcia, 2017, p.77). Moreover, lack of
mutual understanding of administrative differences has been noted by experts in the cross-border
region as a barrier to cooperation (ibid., p. 77).
Denmark and Germany differ slightly in the realm of civic engagement and governance, which is
reflected in their power distance scores. More democratic countries have a smaller power distance
(Hofstede, Hofstede and Minkov, 2010, p. 79). Voter turnout is 86% in Denmark and 72% in Germany
(OECD, 2017c). While their numbers do not differ too much, in Denmark, 50% of the population feel
that they have a say in what the government does, compared with 25% in Germany (OECD, 2017a, p.
6; 2017b, p. 6). This is a reflection the strong value of democracy within Danish society. Because
Denmark has a longer democratic tradition than does Germany, Danish culture puts more of an
emphasis on egalitarian values (Rehrmann-Jørgensen and von der Banck, 2011, p. 103).
In terms of family interactions, children in low-scoring PDI countries are more or less treated as equals
as soon as they are able to act, whereas in high scoring countries, children are expected to be
obedient toward their parents, although cases of complete equality are rarely seen and merely
represent the extreme end of the spectrum (Hofstede et al., 2010, p. 67). This relationship of parentchild may translate to that of teacher-child, and later in life to that of boss-subordinate (ibid., p. 73). In
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the workplace in countries with higher PDI scores, manual labour has a much lower status than office
work and the number of supervisory personnel is high and structured into tall hierarchies of people
reporting to each other (ibid., 2010, p. 73). Incomes in low power-distance index countries are more
equally distributed than those with high PDI scores (ibid. p. 76). While income inequality is low in both
Germany and Denmark, it is slightly lower in Denmark, with a Gini coefficient of .26, while Germany’s
is .29 (0 = complete equality, 1 = complete inequality) (OECD, 2018). Hofstede et al. suggest that
small power-distance cultures may be better at tasks demanding subordinate initiatives, whereas large
power-distance cultures at tasks demanding discipline (2010, p. 75). In terms of the School, it may be
important to consider that German partners may perform slightly better at tasks demanding discipline
and Danish partners at tasks demanding subordinate initiatives.

Individualism vs. collectivism
Individualism refers to “societies in which the ties between individuals are loose: everyone is expected
to look after him- or herself and his or her immediate family”. Conversely, collectivism refers to
“societies in which people from birth onward are integrated into strong, cohesive in-groups, which
throughout people’s lifetime continue to protect them in exchange for unquestioning loyalty” (Hofstede
et al., 2010, p. 92). In collectivist societies, the power of the group prevails over the individual and
children grow up thinking of themselves as part of a “we” group, most often their extended family. In
individualist societies, the interest of the individual prevails over the interests of the group, and children
grow up thinking of themselves as “I”; these individuals are usually part of a smaller family, called a
nuclear family. They still have extended family, but it is not as common in individualist societies for the
extended family to be in as close of contact or to live as close to one another is in collectivist societies
(ibid., p. 91).
In Hofstede et al.’s study, countries were given an index score between 1 and 100; the higher the
score the more individualist the society and the lower the score the more collectivist the society. The
study results showed Denmark with an index score of 74 (rank 10 among the 76 countries measured)
and Germany with an index score of 67 (rank 19 among the 76 countries measured). While there is
variance in the index scores between Denmark and Germany, they are found relatively close when
compared to the full index range, from the most individualist at 91 (United States) to the most
collectivist at 6 (Guatemala) (Hofstede et al., 2010, pp. 95-97).
These scores were most strongly associated with the importance that respondents associated with
more individualist goals: (1) personal time, (2) freedom, and (3) challenge or more collectivist goals:
(1) training, (2) physical conditions, and (3) use of skills. Thus, Danes more often associated more
importance with having a job that leaves one with sufficient time for personal or family life, having
considerable freedom to adopt one’s own approach to the job, and having challenging work to do from
which one can get a personal sense of accomplishment (ibid., p. 92). Germans, on the other hand,
gave slightly more importance to having training opportunities to improve or learn new skills, having
good physical working conditions (good ventilation and lighting, adequate work space, etc.), and fully
using one’s skills and abilities on the job (ibid., p. 93). These priorities alone do not deem a society
collectivist or individualist, but have been correlated with other characteristics of societies, which yield
parallel positions on the individualist-collectivist spectrum (ibid., p. 105).
Management in individualist societies is management of individuals versus groups. If incentives or
bonuses are given, these should be linked to an individual’s performance and not their in-group (ibid.,
p. 122). While preferential treatment of one customer or business partner is considered bad business
practice and unethical in individualist countries, the reverse is true in collectivist countries (ibid., pp.
122-123). Organization cultures, however, can sometimes deviate from majority norms within a nation;
such an example would be an employer in an individualist society who has established strong group
cohesion with his or her employees, with the same protection-versus-loyalty balance that is the norm
in collectivist societies (ibid., p. 121).
It is important to note, however, that within countries with a dominant individualist middle-class culture,
regional rural subcultures have sometimes retained strongly collectivist elements (ibid., p. 123).
Although individualism dominates in Denmark and Germany, more collectivist-leaning tendencies
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could be present in rural areas in both countries. As noted previously, individuals are unique and do
not necessarily easily fit into the bell curves or stereotypes that represent cultural values, attitudes and
beliefs. For example, a percentage of individuals living in a collectivist culture may think, feel
oppressed by groups and behave more like individualists; they are considered idiocentric people, and
vice-versa, allocentric people living in individualist societies may seek out group membership to satisfy
their desire for group belonging (Landis, Bennett and Bennet, 2004, x).
Generally, individuals from collectivist societies perform best when operating anonymously in a group
setting, whereas those from individualist societies perform best when having an individual instead of a
group goal, and when receiving recognition for their share of the work (Hofstede et al., 2010, p. 120).
Taking this into account for group work during the PPS workshops, it is suggested that the first trial
workshop include both individually assigned tasks within groups and non-designated group-work with
one final product or outcome to gauge which method works best with the target-group participants
regarding certain tasks.
Although Germany and Denmark are countries in which individualism dominates, the scores from
Hofstede’s study imply that in Germany individuals may be slightly more likely to consider themselves
part of an in-group to which they owe loyalty (2010, p. 107). In-group and out-group differentiation is
reflected in the German usage of du and Sie, in which insiders are referred to using one pronoun
because of closeness and outsiders are referred to using another pronoun because of distance
(Kashima and Kashima, 1998, p. 467).
It can thus be deduced that in Germany and Denmark, an individualist norm such as telling the truth
about how one feels is most-often considered characteristic of a sincere and honest person;
contrastingly, in collectivist cultures, maintaining harmony supersedes any desire to speak one’s mind
In such cultures, saying “no” is a confrontation, and is seldom used, whereas in individualist societies,
confrontation may be seen as rewarding because disagreement is thought to lead to a higher truth.
Moreover, adult individuals are expected to take direct feedback constructively in individualist cultures
(Hofstede et al., p. 107). Taking this into consideration, encouragement of feedback within discussion
groups, interactive presentations, and at the closing of workshops should yield good results.
Low-context communication is tied to individualism (Hofstede et al., 2010, p. 109). Germans and
Danes are both generally grouped into low-context communicators; however, personal experience,
mother tongue, the environment at hand and individual preference influence each person’s
communication technique. Low-context communicators focus on the meaning of words being used to
communicate and generally consider too many adjectives, adverbs, or fluff to hinder a conversations
real purpose (Cotton, 2013, chp. 18). They tend to be more objective than subjective. High-context
communicators, contrarily, tend to feel that if there is not enough tonality and body language, word’s
meanings are not effectively communicated. Such communicators may discuss or touch on several
topics at the same time, engage in more rapport building and small talk in a conversation, be more
sensitive to emotion, speak with descriptive words and exhibit animated facial expressions. To
illustrate the difference between the two communication contexts, Gayle Cotton gives two examples of
what an individual from each group might say when describing a hotel. A high-context communicator’s
description may sound something like: “It was a very, very nice hotel, with a really beautiful lobby that
had super stylish and modern furniture. The rooms were enormous with large flat-screen TVs, and the
view of the ocean was absolutely fantastic!” On the other hand, a low-context communicator might
describe the same hotel in this way: “It was a nice hotel, with an attractive lobby. The rooms were
large and had a good view of the ocean.” Higher-context communicators are often found in Central
and South America, southern Europe, tropical islands and the Middle East and Northern and SubSaharan Africa. Lower-context communicators are often found in the Germanic, Scandinavian and
Nordic cultures, northern European cultures, and the Japanese culture, among others (Cotton, 2013,
chp. 18). The familiarity of low-context communication among Danes and Germans will likely facilitate
communication between the two cultures. High- and low-context communication is suggested as a
brief part of the training on intercultural communication, to give participants the opportunity to reflect
on their own communication style and to understand how to better communicate with those who differ
from their style.
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The figure below shows a strong tendency for cultures which are dependent upon in-groups to also be
dependent upon power figures and for cultures which are relatively independent from in-groups to be
less dependent on power figures. Denmark and Germany are both found in the quadrant with a small
Power Distance Index (PDI) and a high degree of individualism, showing their overall similarity, but
slight differences: Denmark is more individualist and has a smaller PDI, while Germany is slightly more
collectivist and has a slightly higher PDI (Hofstede et al., 2010, p.103).

Power distance vs. individualism: (Hofstede et al., 2010, p. 103)

Head of figure: Power distance vs. individualism: (Hofstede et al., 2010, p. 103)
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Masculinity vs. femininity
Masculinity and femininity refer to the roles that humans play in society; masculinity stresses the ego
while femininity stresses the relationship with others (Hofstede et al., 2010, p. 146). The masculine
role is more assertive, tough, competitive, and focused on material success, whereas the feminine role
is more caring, modest, tender, and socially and environmentally oriented (Hofstede et al., 2010, pp.
139-140). A society is considered masculine when these roles are clearly distinct: the women play the
feminine role in society and men the masculine role. In contrast, a society is considered feminine when
gender roles overlap: men and women are supposed to be tender, modest, and concerned with quality
of life (ibid., p. 140).
The Masculinity Index Value (MAS) for Germany is 66, while in Denmark it is 16 (Hofstede et al., 2010,
pp. 141-143). The higher the index value, the higher the masculinity in a country, and vice-versa; the
lower the MAS for a country the more overlap between gender roles there is within the country.
Denmark ranks 72nd among the 76 countries measured and Germany 12th. Danish and German
societies differ greatly in this regard—Denmark is feminine and Germany masculine. In masculine
countries, the ethos tends more toward “live in order to work” versus the feminine, “work in order to
live”—more feminine countries have a preference for working less hours (ibid., p. 167). Because of
Denmark’s low score in this dimension, the country generally highly stresses well-being (Hofstede et
al., 2010, p. 146). When compared with Germany, Danish culture is generally gentler, placing value on
maintaining relationships rather than on competition, high performance or outcomes. German culture
is generally more focused on performance, leadership and the ability to prosper—thus fostering a
more competitive culture (Zavřelová, 2017).
Masculine societies more often have a competitive advantage in manufacturing, especially in large
volume, as this requires doing thinking efficiently, well, and fast. In contrast, feminine societies excel in
service industries such as consulting and transportation, in manufacturing according to customer
specification and in handling live matter such as in high-yield agriculture and biochemistry (ibid., 2010,
p. 169). In more masculine countries such as Germany, careers are more likely seen as compulsory
for men and optional for women, while in more feminine countries such as Denmark, careers are more
likely seen as optional for both genders (ibid., p. 170). In more masculine countries there is also a
preference for working for a larger organization, whereas in feminine countries smaller organizations
are preferred. Rewards are more often based on equity in masculine countries and on equality in
feminine countries. In the case of equity, individuals would more often be rewarded based on their
contributions or performance, whereas in societies that reward based on equality, reward is distributed
according to need (Espinoza, 2007, p.348; Hofstede et al, 2010, p. 167). Moreover, in feminine
societies, management is employed through intuition and consensus, while in masculine societies it is
more decisive and aggressive (Hofstede et al., 2010, p.170). Individuals from more feminine cultures
may show more interest in exchanging feelings and establishing a relationship, whereas more
masculine cultures may emphasize the transfer of information in discourse (ibid., p. 164). It is
important for these differences to be introduced in the intercultural training session so that participants
can understand how management is typically carried out in the neighbouring country and to come to a
consensus together about how to manage projects in a way that resonates with both cultures. An
introduction to these and other cultural differences will then facilitate intercultural group work
throughout the PPS workshops and the project planning training sessions.
Due to differences in masculinity and femininity, in Germany, communication is more technical and
informative, while communication by the Danes is described as more casual, vivid and entertaining
Inclán Garcia, 2017, p. 96). An important lesson learned from these observations is that when
formulating press releases, invitations or other written communications, the culturally specific tone
should be conveyed. Distinctions in media communication include topic selection and narration
patterns. In Denmark, more positive stories are selected, and news is more often processed in a
compact format, also known as tabloid format. Whereas in Germany, news is focused on facts and
scientific evidence, and catastrophes are often used as patterns of narration (ibid., p. 96).
Uncertainty avoidance
Uncertainty avoidance is the degree to which members of a society feel threatened by ambiguous or
unknown situations (Hofstede et al., 2010, p. 191) Ways of coping with uncertainty as well as levels of
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anxiety are acquired and learned through basic institutions such as the family, school, and the state
(ibid., p. 189; p. 191). In countries scoring high on the Uncertainty Avoidance Index (UAI), people more
often feel under stress at work, want rules to be respected, and/or want to have a long-term career.
That is not to say that each person in a high scoring UAI culture feels or wants each of these
elements, but that within a high-scoring culture, individuals are more likely to feel one or more of the
above-mentioned three elements (ibid., p. 191).
Denmark scores 23 on the UAI, while Germany has a score of 65. Denmark was among the top three
countries least phased by uncertainty, Singapore being the first and Jamaica the second (Hofstede et
al., 2010, pp. 192-194). Germany was found among the middle high range, at rank number 43 of 76
countries, leaning more toward avoidance of uncertainty. Countries scoring high on the UAI are more
often expressive cultures—they let their emotions out. In countries scoring low on the UAI such as
Denmark, anxiety levels are low; aggression and emotions are not supposed to be shown and
behaving emotionally or noisily is often disapproved of. Stress is thus often internalized as releasing it
in activity (e.g. yelling or pounding a table) is frowned upon. Such internalization of emotions, however,
can cause cardiovascular damage (ibid., p. 196). The potential difference in expression of emotions is
important to introduce in the intercultural training session so that German partners are aware that
expressing aggression or other emotions may be considered impolite by Danish partners and so that
Danish partners are aware that it may be more acceptable in Germany. Germans may come across to
Danes and other low UAI countries and busy, whereas Danes may come across to Germans and
other high UAI countries as easy-going (ibid., p. 197).
According to the UAI results, Germans are more likely to look for structure in their organizations,
institutions, and relationships to make events more predictable and clearly interpretable (Hofstede et
al., 2010, p. 198). Changing employers is not as common in high UAI countries because of the
uncertainty that doing so implies (ibid., p. 191). In Denmark, rules are likely more flexible, the world is
seen as more benevolent, and experiencing novel situations is encouraged (ibid., p. 201).
Languages in uncertainty-avoiding cultures more often have different modes to address different
people (Kashima and Kashima, 1998, p.477), as is the case in Germany as noted in the distinction
between du and Sie. Language learners face more choices according to tight cultural rules as a result
of these different modes of address. Lower UAI cultures tend to have fewer equivalent rules (ibid., p.
201), as is the modern-day de facto case in Denmark with the widespread use of the informal du, and
rare use of the formal De (Svane, 2018; Kashima and Kashima, 1998, p. 480).
Even when medical statistics show no objective health differences between an uncertainty-avoiding
and uncertainty-accepting country, people in uncertainty-tolerant countries still feel healthier (ibid., p.
202). This is reflected in Germany and Denmark; while Danes and Germans both have a life
expectancy of 81 years, the perceived health status in both countries differs—72% of Danes report
having “good” or “very good” health, while 65% of Germans report the same (OECD, 2017c).
Regarding teaching styles, strong uncertainty avoidance countries are more likely to favour structured
learning situations with precise objectives, detailed assignments, and strict timetables, in which they
are able find one correct answer to a question. On the other hand, countries with weak uncertainty
avoidance are not fond of too much structure; they generally prefer open-ended learning situations
with vague objectives, broad assignments, and no time tables at all. They expect to be rewarded for
originality and the suggestion that there could be only one correct answer to a question is not popular
among them (Hofstede et al, 2010, p. 205). Taking this information into consideration, a moderate
amount of structure within the PPS, which allows for creativity within workshop sessions, may be the
best compromise.
Moreover, in Germany, teachers may more often be expected to be experts who have all the answers.
In such high UAI countries, teachers who use cryptic language are generally respected and students
will not confess intellectual disagreement with their teachers. In contrast, in Denmark, more often
students accept a teacher who says, “I don’t know”, who uses plain language and who uses books
that explain difficult to understand issues in ordinary terms. In addition, in such low UAI countries,
intellectual disagreement is seen as a stimulating exercise (ibid., p. 206). The PPS aims to have
expert input as a part of the sessions; however, experts are to open up the floor for discussion, in
which they are on an equal level with all participants. The ideas and requests for the PPS from B4R
project partners listed in Annex I show that Germans—even more so than Danes—requested simple
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language for the School, as will be implemented accordingly in the training materials and session
plans.
Long-term orientation
Long-term orientation refers to the fostering of virtues oriented toward future rewards— particularly
thrift and perseverance. The opposite, short-term orientation, refers to the fostering of virtues related
to the past and present—particularly respect for tradition and fulfilling social obligations (Hofstede et
al., 2010, p. 239).
Long-term orientation (LTO) index values range from 0-100, the highest scores representing high longterm orientation, and the lowest-scores representing short-term orientation. Germany scores 83, near
the Eastern-Asian countries China, Japan, and Taiwan, showing extreme long-term orientation.
Denmark scores 35, near Saudi Arabia, Canada, Norway, and Tanzania, showing moderate shortterm orientation (ibid., pp. 255-257).
The study results imply that in Denmark, individuals are more likely to attribute success to luck,
whereas in Germany, individuals are more likely to attribute success to effort (ibid., p. 261; p. 275). In
more short-term oriented countries such as Denmark, more value is placed on the truth, whereas in
more long-term oriented countries such as Germany, more value is placed on virtue. Main work values
in more short-term oriented cultures include freedom, rights, achievement, and thinking for oneself. In
more long-term oriented cultures, learning, honest, adaptiveness, accountability, and self-discipline
are highly valued in the work place. Moreover, leisure time is generally more important in short-term
than in long-term orientation countries (ibid., p. 251). More employees indeed work very long hours in
Germany (4.6% of population) than in Denmark (2.2% of population) (OECD, 2017c). However,
although the Hofstede et al. study postulates that leisure time is more important in short-term than
long-term orientation counties, the OECD Better Life Index shows that time devoted to leisure and
personal care is nearly the same between Denmark and Germany, at 15.9% and 15.4%, respectively
(ibid.).
Short-term orientation countries generally have more pride for their country, whereas long-term
orientation countries are generally more eager to learn from other countries (Hofstede et al., 2010, p.
275). Moreover, thrift and sparing of resources are characteristic of long-term orientation, whereas
social pressure toward spending are characteristic of short-term orientation (ibid., 2010, p. 243). A
reflection of such orientations can be observed in the percentages of household debt in Denmark and
Germany: household debt in Denmark is 292%, while household debt in Germany is 93% (OECD,
2017c).
Danes may have more facility with abstract science, such as theoretical concepts, whereas Germans
may have more facility with concrete and applied science (Hofstede et al., 2010., p. 275). In other
words, what works is more important in high-LTO cultures than why it works (ibid., p. 262). The
intercultural and empathy training components of the PPS are more abstract, while the project
planning and administrative structure components are more concrete. Incorporating abstract and
concrete concepts to the School brings balance to the programme—giving participants the opportunity
to use their forte to help other participants and to improve their skills in an area that might not come to
them so naturally.
Taking into consideration the differences in temporal orientation between Denmark and Germany, it is
important for all participants within the PPS to be in agreement concerning the temporal orientation of
their collaborative projects. This is especially relevant for the workshop session on project planning
and it is advised that it be shared with participants as a part of the intercultural training and project
planning workshop sessions.
Indulgence vs. restraint
In this dimension, indulgence refers to “a tendency to allow relatively free gratification of basic and
natural human desires related to enjoying life and having fun”. Its opposite, restraint, refers to “a
conviction that such gratification needs to be curbed and regulated by strict social norms” (Hofstede et
al., 2010, p. 281). The findings were calculated based on the level of happiness, the degree of control
that people feel they have over their own lives, and the importance of leisure. The higher that each of
these categories was rated for each culture, the more indulgent the culture and the lower the
compounded ratings, the more restrained the culture (ibid., p. 280). The degree of control that
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individuals feel that they have over their lives implies an exemption from social restrictions that curb
one’s freedom of choice (ibid., p. 281).
The Indulgence vs. Restraint Index (IVR) scores range from 0 to 100, the highest scores representing
a society that indulges in enjoying life and having fun and the lower scores representing a society that
is restrained from such indulgence by social norms. Denmark scores 70, around the scores of Cyprus,
Australia, Great Britain, and Canada. Germany scores 40, the lowest in the same category in which
Denmark is found: Northern and North-western Europe and the Anglo World. Germany is preceded by
the Philippines and Japan, scores the same as Iran, and is followed by Kyrgyzstan (ibid., pp. 282-283).
There is a slight tendency for countries scoring higher on the power distance index (PDI), in other
words more hierarchical societies, to be less indulgent; such is the case in Germany (ibid., p. 286).
Emotions are both universal and culturally-determined; while personalities differ from person to
person, culture plays a large part in forming personality and determining emotions (Triandis and Suh,
2002, p.147). Emotions express an integration of feeling, action, appraisal and wants at a particular
time and location, whereas personality represents the integration over time and space of these
components (Revelle and Condon, p. 70). In other words, personality is to emotion as climate is to
weather (Revelle and Scherer, 2009, p. 304). People from more indulgent societies, such as Denmark,
are more likely to recall positive over negative emotions (ibid., p. 288). This may be one reason for the
advocacy for a focus on more positive emotions and stories as a part of the PPS from Danish
participants participating in the first method adaptation workshop.
3.2.5. Cultural categories separate from the six dimensions
Taking a look at the most important values for Danes and Germans below, the greatest differences in
the values measured by the European Commission between Germany and Denmark can be seen
under the categories of peace, democracy, human rights and equality. Germans value peace 13%
more than Danes, with the highest percentage in the EU for that category (55%). Danes value
democracy 13% more than Germans, with the highest percentage in the EU for that category (52%).
Germans value human rights 12% more than do Danes, while Danes value equality 11% more than
Germans, who value it less than any other country within the EU (European Commission, 2012, p.11).
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Respect
for
human
life

Human
rights

Peace

Democracy

Individual
freedom

The
Rule
of
Law

Equality

Solidarity,
support
for others

Tolerance

Selffulfilment

Respect
for
other
cultures

Religion

DK

38%

38%

42%

52%

23%

29%

21%

10%

18%

5%

17%

3%

DE

36%

50%

55%

39%

23%

24%

10%

11%

16%

9%

11%

3%

Most Important Values for Danes and Germans: (European Commission, 2012, p.11)
Germans have been found to place high value on the following qualities: independence (74%),
responsibility (81%), tolerance and respect for other people (67%), and determination and
perseverance (60%) (World Values Survey, 2013).
Germans are generally perceived as structured, organized (Inclán Garcia, 2017, p. 95), friendly,
correct, and topic-oriented by their Danish counterparts (Rehrmann-Jørgensen and von der Banck,
2011, p. 5-19). Danes are generally found to be uncomplicated, goal-oriented (Inclán Garcia, 2017, p.
95) open-minded, flexible and competent by their German counterparts (Rehrmann-Jørgensen and
von der Banck, p. 5-9).
German municipalities are perceived as more bureaucratic in their working practices than their
neighbouring Danish municipalities and to have a greater separation between professional and private
life (Inclán Garcia, 2017, p. 95; Rehrmann-Jørgensen and von der Banck, 2011, p.27). In Denmark, on
the other hand, it is more common to check work-related emails over the weekend and to be in closer
contact with colleagues (Inclán Garcia, 2017, p. 95). In an 11-year study on Danish and German
business culture, researchers Rehrmann-Jørgensen and von der Banck found that the Danish
negotiation style was informal, causal and more person-oriented, while the German style was clearly
structured, topic-oriented and does not support informal personal relationships (Rehrmann-Jørgensen
and von der Banck, 2011, p.27). Danes haves also been found to be more risk-friendly and more
willing to improvise than Germans (Müller and Hallsteindóttir, 2015, p.7). Moreover, decision-making
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processes in Denmark are generally shorter and verbal negotiations are broadly accepted (RehrmannJørgensen and von der Banck, 2011, p. 38; ibid., p.7). Although Danes and Germans were in close
agreement on the importance of spare time over work noted on pg. 13 , European Value Survey (EVS)
results show that Germans tend to prioritize work more than Danes; when presented with the
statement “work always comes first” 49% of Danes agree whereas 61% of Germans agree (2008,
Q18E).
Danes and Germans have also been found to make use of media differently. Danes tend to use the
phone as a spontaneous medium and make verbal agreements without a need for confirmation in
writing. The way of using social media in Denmark is described as more relaxed than in Germany, and
Germans have been found to prefer to put arrangements into writing and to use mediums such as fax.
(Müller and Hallsteinsdóttir, 2015, p. 7).
Hygge
Hygge is a term that cannot be brushed aside when discussing Danish culture. Although it has
become part of world-wide craze since 2016 (Loughrey, 2016; Zavřelová, 2017), it has been an
integral part of the self-identity and culture of Denmark since the 18th century (Heidl and Hemberger,
2017). The word hygge came from the Norwegian language, and functions as a noun (hygge), as a
verb (e.g. at hygge sig—to hygge oneself/themselves), and an adjective (hyggelig) (Linnet, 2011, pp.
22-23). Hygge is connoted with a safe, low-key, intimate form of socialization, as well as gratitude and
savouring the simple pleasures in life; these could be being with good friends or with one’s family or
partner, having fun in an easy-going yet not overly exciting way, sharing food or drinks, or having a
slow day with tea, books, music, blankets and perhaps an occasional walk (Linnet, 2011, p. 23;
Wiking, 2017). The German equivalent would be Gemütlichkeit (Linnet, 2011, p. 23; Wiking, 2017),
although this term is not used as habitually or ritualistically as hygge in Denmark (Linnet, 2011, p.23).
Social trust
According to the World Values Survey (WVS) standard, there is a higher rate of social trust in
Denmark than in Germany (Svendsen, Svendsen, and Graeff, 2012, p. 352). Social trust refers to nonspecific persons and therefore gauges a person’s optimistic expectation of the outcome of interaction
with random members of society and his or her underlying understanding of how the social fabric of
society works (ibid., pp. 352-353). In 2008, the percentage of people who agreed with the statement
“most people can be trusted” in Denmark was 76%, whereas in Germany the number was 39%. From
1989-1999 social trust was lower in both countries, with Germany at a rate of 35% and Denmark 58%
(ibid., p. 352). One plausible cause for this is the gradual accumulation of trust throughout times of
consistent political stability in Denmark. The lack of political stability in Germany since the building of
the first German state may have inhibited growth of social trust (ibid., p. 351).
Social trust has implications for the development of culture within Germany and Denmark; however,
according to the European Commission 2015 Cross Border Review, when respondents (n=623;
ranging from individual persons, public authority representatives, or organisation representatives,
among others) from all EU countries ranked obstacles in their border region, lack of trust was ranked
lowest (12%) compared with seven other obstacles (European Commission, 2016, pp. 8-12). Legal
and administrative barriers were the largest obstacle (53%), followed by language barriers (38%),
difficult physical access (32%), economic disparities (29%), public authorities’ interest in working
together (29%), sociocultural differences (20%), and other (14%) (ibid.). Moreover, respondents
representing an organisation were more likely to consider trust and sociocultural differences an
obstacle (at 20% and 27% of organisation representatives), whereas individual persons were less
likely (at 12% and 17%, respectively) (ibid., p. 13). It must be noted, however, that these statistics
represent respondents from all EU countries and not only Germany and Denmark alone.
In 2013, trust in others in Denmark was 8.3 on a scale from 0-10, while in Germany it was 5.5; the
OECD average was 5.7 and Denmark had the highest score. Trust in the police in Denmark was
slightly lower than that of the general populace, at 7.9, while it was higher than that of the general
populace in Germany, at 6.4 (OECD, 2017c).
High social trust has been linked to and correlated with low uncertainty avoidance (Hofstede, Hofstede
and Minkov, 2005, p. 445; Ingelhart, 1999 cited Kim, n.d., p. 14) and low power distance (Ingelhart,
1997, cited Kim, n.d., p. 14).
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3.3 Summary of most relevant cultural considerations regarding the Project Planning School
Power distance
▪

▪

▪

▪
▪

Power distance explains how power is distributed among society (Hofstede et al, 2010, p. 63)
and is higher in Germany (D=35) than in Denmark (DK=18) (Hofstede, Hofstede and Minkov,
2010, p. 59)
In Denmark, it is likely that subordinates are less dependent upon their bosses and will rather
easily contact and approach their bosses, whereas the opposite is more likely in Germany
(Hofstede et al., 2010, p. 63).
Flat or horizontal hierarchy is commonplace in Denmark, and is reflected in Jante Law
(Janteloven), the idea that no person is greater than any other and is not to think that he or
she is (Hofstede et al., 2010, p. 160).
In Denmark, the group is considered of greater importance than the boss.
Modesty is highly valued in Denmark and Danes tend to be suspicious of people who push
themselves forward, behave extravagantly, or boast about their achievements (Carté and Fox,
2004, p.26).

Individualism
▪

▪

▪

Denmark and Germany are both individualist societies (D=67; DK= 74), in which speaking
one’s mind is encouraged and low-context communication prevails (Hofstede et al., 2010, p.
95, p.113).
Low-context communication is clear and concise, and context (such as expressions, gestures,
and tone) are not as important as in high-context context (usually collectivist) cultures (ibid., p.
109; Cotton, 2013, chp. 18).
Because telling the truth about how one feels, even if it leads to confrontation, is seen as
leading to a higher truth in individualist cultures, both Danes and Germans likely take direct
feedback constructively (Hofstede et al., p. 107).

Masculinity vs. femininity
▪

▪
▪
▪
▪

In Germany (MAS=66), feminine and masculine roles in society are more distinct than in
Denmark (MAS=16) (Hofstede et al., pp. 141-143), where it is more likely that men and
women are both tender, modest, and concerned with quality of life (Hofstede et al., p. 140).
When compared with Germany, Danish culture is generally gentler, placing value on
maintaining relationships rather than on competition, high performance or outcomes.
German culture is generally more focused on performance, leadership and the ability to
prosper—thus fostering a more competitive culture (Zavřelová, 2017).
In Denmark, management is more likely employed through intuition and consensus, while
Germany, it is more likely decisive and aggressive (Hofstede et al., 2010, p.170).
Danes may show more interest in exchanging feelings and establishing a relationship,
whereas Germans may emphasize the transfer of information in discourse (Hofstede et al., p.
164).

Uncertainty avoidance
▪
▪

▪

Uncertainty avoidance is the degree to which members of a society feel threatened by
ambiguous or unknown situations (Hofstede et al., 2010, p. 191)
In Germany (UAI=65), it is more likely people more often feel under stress at work, want rules
to be respected, and/or want to have a long-term career (ibid., p. 191), whereas in Denmark,
rules are likely more flexible, the world is seen as more benevolent, and experiencing novel
situations is encouraged (ibid., p. 201).
In Germany, it is more likely for people to express themselves by letting their emotions out,
whereas in Denmark, anxiety levels are low, and aggression and emotions are not supposed
to be shown and behaving emotionally or noisily is often disapproved of; stress is thus often
internalized in Denmark, as releasing it in activity is frowned upon (ibid., p. 196).
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▪

Germans may come across to Danes and other low UAI countries and busy, whereas Danes
may come across to Germans and other high UAI countries as easy-going (ibid., p. 197).

Long-term orientation
▪

▪
▪
▪
▪
▪
▪

Denmark shows more short-term orientation (LTO=35), the fostering of virtues related to the
past and present, whereas Germany shows more long-term orientation (LTO=83) (Hofstede et
al., 2010, pp. 255-257), the fostering of virtues oriented toward future rewards (ibid., p. 239).
In Denmark, individuals are more likely to attribute success to luck, whereas in Germany,
individuals are more likely to attribute success to effort (ibid., p. 261; p. 275).
In Denmark, more value is likely placed on the truth, whereas in more in Germany, more value
is likely placed on virtue (ibid., p. 251).
Main work values in more short-term oriented cultures include freedom, rights, achievement,
and thinking for oneself (ibid., p. 251).
In more long-term oriented cultures, learning, honest, adaptiveness, accountability, and selfdiscipline are highly valued in the work place (ibid., p. 251).
Leisure time is generally more important in short-term than in long-term orientation countries
(ibid., p. 251).
Danes generally have more pride for their country, whereas Germans are generally more
eager to learn from other countries (ibid., p. 275).

Indulgence vs. restraint
▪

▪
▪

Indulgence refers to “a tendency to allow relatively free gratification of basic and natural
human desires related to enjoying life and having fun”; its opposite, restraint, refers to “a
conviction that such gratification needs to be curbed and regulated by strict social norms”
(Hofstede et al., 2010, p. 281).
Danish culture (IVR=70) is generally more indulgent and German culture (IVR=40) generally
more restrained (ibid., pp. 282-283).
People from more indulgent societies, such as Denmark, are more likely to recall positive over
negative emotions (Revelle and Scherer, p. 288), generally have higher levels of happiness
and feel that they have a higher degree of control over their lives (ibid., p. 280).

3.4. Relevant schools and training sessions
The structure, content, and methodology present in the following schools and training sessions may be
used as a guide for the development of the Project Planning School. Brief descriptions and links are
listed below.
Project Cross-Border Work Based Learning (CB WB) – Interreg 5A Italia-Slovenija 2014-2020
At the CB_WBL three-day workshop, Development of collaborative capacities in vocational and
professional education, training was delivered to school workers and those employed in the Italian and
Slovenian part of the program area. After two days of testimonies, in-depth discussions, and a
proposal presentation on cross-border practical training in the workplace, participants were divided
into three working focus groups for more focused collaboration: (1) administrative and institutional
issues, (2) partnerships and financing and (3) quality in mobility.
https://www.ita-slo.eu/en/all-news/news/project-cbwbl-workshop-about-cross-border-education-andtraining
Cross-Border Programme Croatia-Montenegro
This Cross-Border Programme holds various training sessions to help project funding applicants and
recipients through the programme application and implementation process.
http://www.cbccro-mne.org/en/programme-implementation-process
Intercultural Training—Faculty and staff development seminars
This intercultural training workshop is aimed to teach participants basic intercultural concepts and
theory. The workshop prepares students, faculty and staff for open intercultural and interracial
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dialogues by focusing on the learning areas of communication skills, critical thinking, self-awareness,
and empathy building.
https://crossingborders.education/purchase/staff-faculty-training/intercultural-training-eu/
Union of Municipalities of Montenegro Trainings
The Unions of Municipalities of Montenegro is a national association of local authorities that works to
accomplish mutual cooperation between local governments, inter alia. Their two-day training
workshop, “Development and Management of the Projects”, for example, aimed to improve the
capacity of local governments in the northern region of Montenegro. At the training, participants were
divided into three topical groups: tourism, infrastructure and environment. They were then guided
through the steps of project development: defining the problem, analysis of the legal framework,
creation of a problem tree and stakeholder involvement. Trainers provided practical examples and
instructions regarding the EU PADOR database.
http://uom.me/en/2015/01/training-on-thetopic-development-and-management-of-theprojects/
The problem tree analysis method may be
useful as part of the training material for the
PPS for in depth problem identification and
understanding as well as solution
formulation. Using the tree analysis, larger
problems can be broken down into
manageable and definable chunks, which
aids with prioritisation and focus on
objectives (ODI, 2009). Moreover, the
method elucidates interconnected and
sometimes contradictory causes and can
help establish whether further information,
evidence, or resources are needed to make
a strong case (ibid., 2009).
Italy-Slovenia Cross-border
eCollaboration Workshop

Problem Tree: (Wageningen Centre for Development
Innovation, n.d.)

The Italy-Slovenia Cross-border eCollaboration Workshop served to form a prototype of an
eCollaboration project between municipalities in the Italy-Slovenia cross-border region. A group of
panel members were invited to the workshop to find out what stakeholders need and how
eCollaboration can help meet those needs.
http://eregion.eu/initiative/workshops/
University of Applied Sciences for Administration and Services in Altenholz (FHVD)
The University of Applied Sciences for Administration and Services in Altenholz (FHVD), promotes
legal and economic competences, but also methodological, social and personal skills to students,
many of whom go on to work in municipalities and are responsible for project planning. The structure
and content of courses at FHVD is very relevant for the PPS to gain insight into what kind of training
municipal employees in Germany have had, what kind of learning and instructional methods they are
accustomed to, and what knowledge they have. This will make it possible to better tailor the workshop
methods and contents to the needs of participants.
http://www.fhvd.de/fhvd_we/html/av/index-av.html
University College South Denmark (UC SYD)
University College South Denmark (UC SYD) offers various bachelor’s degree programs, among
them, Public Administration. The University provides a large percentage of labour force to
municipalities in Southern Denmark. The structure and content of courses as a part of the degree in
public administration are very relevant for the PPS for the same reasons as that of the FHVD: to gain
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insight into what kind of training municipal employees in Denmark have had, what kind of learning and
instructional methods they are accustomed to, and what knowledge they have.
https://www.ucsyd.dk/english/about-uc-syd
3.4.1 Platforms for collaboration
Platforma
Platforma is a platform for local and regional international actioned aimed at decentralized
cooperation, or development cooperation between local authorities from Europe and their counterparts
from partner countries. Local authorities vary from law-making regions (German Länder) to small
towns and municipalities. All municipalities participating in Benefti4Regions Deutschland-Danmark
could benefit from joining Plataforma and having their voices heard at the higher level and getting
feedback and insight from other successful cross-border initiatives.
http://platforma-dev.eu/about-decentralised-cooperation/
3.5. Instructional approaches and learning methods
For maximum information and skill retention, it is important for the workshop sessions to be interactive
and practice-oriented. The nature of training is naturally practice-oriented, but should be sure to
include a high amount of participant interaction, feedback and co-teaching, as teaching others has
been shown to be the most effective teaching method for retention of information, followed by practice
by doing, and discussion groups (see figure below) (University of Toronto, 2018). Considering that

Average retention rates from different teaching methods (University of Toronto, 2018)
interactive activities are the most important component regarding information retention, it is also
advisable to provide sufficient writing prompts and visual and auditory stimuli so that participants can
better engage with the material that they are learning (Palkmets, 2014, p. 7). While the lecture method
shows a mere 2% average retention rate (University of Toronto, 2018), the method can be used to
introduce concepts, expert knowledge or information if kept within a timeframe of 20 minutes or less.
When kept within a 20-minute timeframe, a lecture can indeed result in learning, especially if the
material will be used subsequently using an active technique (Palkmets, 2014, p.7; see figure below).
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Effectiveness of traditional lecture (Palkmets, 2014, p.7)
Below are nine instructional approaches and learning methods that can be used in tandem with
lectures and among each other to provide skills training, knowledge, and information at the Project
Planning School workshops.
Socratic questioning – Using this method, the facilitator replaces or complements a lecture by asking
participants questions, always asking the next question in a way that guides the conversation toward a
learning outcome (or major Driving Question) that was desired from the beginning (Yee, n.d., p. 2).
Reverse Socratic questioning – The facilitator asks participants to ask him or her questions, and the
instructor answers in a way that spurs another question in a certain direction (Yee, n.d., p. 2).
Narrative (story-telling) – The facilitator uses a story to convey information that has been
scientifically studied, in a way that is easier for participants to connect with and that builds stronger
memory recall (NYU, n.d.).
Problem-solving/problem-based learning – Using this method, the facilitator provides participants
with a real-life situation or problem and broad guidelines on how to solve the problem (Schwartz, n.d.,
p. 3). This method is particularly well suited for the Project Planning School, as participants have likely
experienced or are experiencing problems with cross-border collaboration and will be able to relate
them to the presented problem. Moreover, many may have solutions in mind. It may be of maximum
benefit to participants to inquire before the workshop about particular cross-border collaboration
challenges they have encountered and use these as the basis for the workshop.
Group discussion – The group discussion method prompts participants to apply critical thinking to
their questions and responses in a group setting. The facilitator provides guidelines for the discussion,
moderates and asks questions to spur new input (Schwartz, n.d., p. 5). Group discussions can be
small (3-4 participants) or larger (5-8) participants.
Think-write-pair-share – Using this method, participants are presented with a question and asked to
reflect on it, writing down their responses. They are then paired with another participant to discuss
their responses, noting similarities and differences. One participant of the pair is then invited to share
what they discussed. This method gives quiet or shy participants a better chance to have their ideas
heard than large group discussions (Karge, Philips, Jessee, and McCabe, 2011, p. 54).
Tell-help-check – This method provides participants with the opportunity to review and confirm their
understanding of information. The facilitator numbers participants 1’s and 2’s and prompts a question
to which the 1’s respond in writing. One or two minutes should be sufficient time to answer the
question. Provided it is a more complicated question, more time should be allotted. Once the answers
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are complete, the 2’s provide help with the answer by editing or adding information. Both participants
then check the answer for accuracy. As participants formulate their answers, the facilitator walks
around to check responses and give feedback if desired. This activity gives participants the
opportunity to access background knowledge related to the topic (Karge et al., 2011, p. 54).
World café – In this method, tables are set up for small groups. A question is presented to all of the
groups and they discuss the question. The facilitator decides when to end each session and after it
has ended one speaker from each small group debriefs the larger group. Everyone except for the
table host then finds a new table for the following question. The host leads discussions and draws
ideas between rounds, taking notes to be shared at the end of the activity (Yee, n.d., p. 8).
Simulation and role-play – Simulations are carried out by participants acting out realistic situations in
which they play a role of someone else. The same is true for role-plays; however, in this case, the
roles of participants are more prominent or distinctive than in a simulation. This acting technique
allows participants to improve decision-making and interpersonal communication skills (UNSW
Sydney, n.d.).

3.6 Factors to consider for the development of a training concept
3.6.1 Participant's learning needs
Malcolm Knowles, a well-renowned expert in the field of adult education, or andragogy, as he coined
the term, formulated six principles of adult learning. Each principle is listed below (Knowles et al.,
2005, p. 149; Holton, Swanson, and Naquin, 2001, p. 120):
1.
2.
3.
4.

Adults need to know why they need to learn something before learning it.
The self-concept of adults is heavily dependent upon a move toward self-direction.
Prior experiences of the learner provide a rich resource for learning.
Adults typically become ready to learn when they experience a need to cope with a life
situation or perform a task.
5. Adults’ orientation to learning is life-centred, and they see education as a process of
developing increased competency levels to achieve their full potential.
6. The motivation for adult learners is internal rather than external.
According to the model developed by Knowles, Holton, and Swanson (see Figure 13), the Core adult
learning principles are affected by Individual and situational differences, and Goals and purposes of
learning. That being the case, andragogy functions optimally when it is adapted to fit the uniqueness
of the learners and the learning situation (Knowles et al, 2005, p. 3).
The outer ring of the model, Goals and purposes for learning, serves to shape and mould the learning
experience. The missions of adult education addressed in this category are: individual, institutional, or
societal growth (Holton et al., 2001. p. 129). All three of these categories may be addressed by PPS
participants and could be used to further motivate participants. As a part of the reflection component of
the introduction round on the first day of the PPS workshop (see example workshop schedule on pg.
40), participants could be asked to reflect on if the knowledge and skills gained from the workshop will
contribute to their individual, to institutional, and/or to societal growth.
The middle ring of the model, Individual and situational differences, shapes the practice of andragogy.
The variables within this ring are: learner differences, subject matter differences, and situational
differences (Holton et al., 2001, p. 132). Learner differences refer to cognitive abilities, personality and
prior knowledge (ibid., p. 134). The School will briefly touch on differences in personalities in the
empathy training workshop session, and prior knowledge of individuals will be used for the benefit of
group learning in many interactive workshop sessions. Differences in cognitive abilities cannot be
addressed within the workshops. Subject matter differences often times requires different learning
strategies (ibid., p. 132). Intercultural training, for example, may require a teaching or learning strategy
that differs from a workshop session in administrative differences between Denmark and Germany.
Lastly, situational differences may refer to local situations, but also, most relevant for the PPS, to
socio-cultural influences that impact the learning experience (ibid., p. 133). Because of the intercultural
nature of the PPS, an intercultural training session has been incorporated into the first workshop
schedule.
30

The andragogy model developed by Knowles et al. serves as a guide for the development of the PPS
training methodology. Moreover, because it is essential for adult learners to have a choice about the
content of their learning (Knowles et al., 2005, p. 161), project partner initial proposals have been used
to form the content for the first workshop. The feedback forms distributed at workshop closings are
recommended to include suggestions from participants for future session topics.

Andragogy in practice model: (Knowles et al., 2005, p. 4)
3.6.2 The physical space
The physical environment in which learning takes places can greatly affect the mood of participants
(Knowles et al., 2005, p. 118). The most basic needs, such as appropriate temperature, ventilation,
easy access to refreshments, adequate light, and good acoustics, must be provided to avoid blocks to
learning. Beyond these basic needs, more subtle features of a room have also been found by
environmental psychologists to influence mood. Bright colours tend to encourage cheerful and
optimistic moods, whereas dark or dull colours do the opposite (ibid., p. 118). Moreover, small rooms
for group discussion in conjunction with a larger general-session room and round or hexagonal tables
are recommended to encourage interaction (ibid., p. 119).
The Mads Clausen Institute Innovation Lab at Syddansk Universitet (SDU) provides the abovementioned needs and was the location for the first Project Planning School workshop. The space is
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specifically designed to foster the innovation process as well as process development and creativity
workshops. The room is sound-suppressed to allow for simultaneous use of different sections, thus
stimulating communication and discussion. (Spice Network, n.d.) The space includes a so-called Igloo
of Innovation in the middle, which provides a unique setting for presentations, in which participants can
be seated in a circle and more easily interact (Giones, 2017).
This space is excellently suited for the group work proposed as a part of PPS workshops, as well as
interactive presentations, which can be carried out in the Igloo of Innovation. Moreover, the bright red
colours that accentuate the room provide for a more cheerful mood. When spaces specifically
designed for collaboration and creativity are not available, it is suggested to accentuate the room with
some colour, provided that it is missing, using for example, coloured paper on the walls for various
activities and/or mobiles hanging from the ceiling (Knowles et al., 2005, p. 118).
3.6.3 Time availability of learners
Many of the potential PPS Participants are employed on a full-time basis, and thus the workshop
length should be short enough not to greatly interfere with their work and private schedules, but long
enough for participants to benefit from the workshop. A one-day workshop length between 5-8 hours
may be more attractive for some, while a two-day workshop may give more time for reflection and
bonding. Moreover, because there is a higher likelihood in for employers in the target countries to
compensate employees attending training if the training is carried out during regular working hours, a
workshop taking place within the work week may suit participants best. Since the training is workrelated for most or all participants, holding it during the week is preferable, as weekends in Germany
and Denmark are typically reserved for private life. An appropriate time frame for a one-day workshop
that allows for participant travel time would be 10:00 to 15:00, whereas a two-day workshop could run
from 10:00 to 16:00 on the first day, and 9:00 to 15:00 on the second day.
Online asynchronous training can be used as an alternative to or to compliment an on-site workshop.
This sort of training would give participants the ability to access course training materials in the form of
video, audio and text at any time that suits them.
Online synchronous training is an alternative that accounts for participants for whom a travel to the onsite location is a barrier to participation. This form of training can be used as a sole method or
concurrently with on-site training. If employed concurrently, on-site participants may be able to interact
via an online chat, audio or video call. Synchronous training is carried out at a particular time and
therefore does not give participants the same flexibility as the asynchronous method, but gives them
the opportunity to interact with other participants and the trainer.
3.6.4 Workshop objectives
Adults’ goals and expectations for what they are taught heavily influence their motivation to learn the
skills and knowledge with which they are presented. Generally, the better their goals and expectations
are met by what and how they learn, the more probable they are to be motivated to learn (Wlodkowski
and Ginsberg, 2017, p. 54). Thus, it is advisable for the facilitator of the introduction for the PPS
workshops to invite participants to think about their goals and expectations for the workshop, to write
them down, and, for those who are willing, to share them with the group. Sharing their answers with
the larger group serves to bring new ideas and perspectives to participants and allow for creativity and
exchange among the group. Moreover, writing their goals and expectations down serves to crystalize
their purpose and to give them a chance to reflect on whether their goals and expectations were met
at the end of the workshop. Malcolm Knowles et al. further recommend presenting participants with a
learning contract, to make the learning more relevant to each individual, as adults have a deep
psychological need to be self-directing (2005, p. 266). Such a learning contract would include the: (1)
learning objectives, (2) learning resources and strategies, (3) evidence of accomplishment of
objectives, and (4) criteria and means for validating evidence for each participant (Knowles et al.,
2005, p.268). Learning contracts could serve as a tool during the PPS introduction to help participants
crystalize their goals, but also to reflect on their accomplishment in the workplace.
The aim of the Project Planning School is to meet the goals and expectations of participants to the
best degree possible, and for each workshop to be tailored to the requests of potential and prior
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participants. Thus, it is advisable to seek out preliminary input from potential participants about their
goals and expectations, as well as to receive feedback at the conclusion of each workshop, in
anonymous written form and group verbal form. Based on input from participants in the B4R project
partner meeting in Knivsbjerg on November 21st, 2017, the following workshop objectives have been
established:
•
•
•

Gain a deeper understanding of differences in administrative structures and regulations in
Germany and Denmark
Improve intercultural communication skills between Germans and Danes
Learn the steps necessary for project implementation, the challenges they present and their
potential solutions
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4. Phase II: Development of the methodological framework
4.1 Workshop content
The following content topics have been selected based on suggestions from ideas and proposals for
the Planning School at the project partner meeting in Knivsbjerg in December 2017 (see Figure 4 and
Annex I), from expert consultation at the method adaptation workshops, as well as findings on
intercultural collaboration.
Empathy training
Cui and Van den Berg suggest that cross-cultural effectiveness occurs only when individuals have the
cultural empathy to be open to different norms and fully accepting of their host culture (1991, p. 230).
Empathy, a translation of the German word Einfühlung, regarded as the human capacity to understand
the emotional state of another individual, has become especially important in the scientific field since
the discovery of mirror neurons (Weigel, 2017, p. 1; p. 7; Galesse, 2009, p. 525). Mirror neurons give
humans the capacity to empathize by stimulating the same part of the premotor cortex section of the
brain when one observes an emotion or movement in another person as when one feels the same
emotions or performs the same movement oneself (Galesse, 2009, p. 522-523). Developing the
empathy skills that PPS participants already possess will give them the ability to better communicate
with their inter- and intra-cultural colleagues alike.
Intercultural training
Commonly accepted actions in one’s own culture may be interpreted differently by someone from
another culture. Such misunderstandings may hinder the creation of trust (Rehrmann-Jørgensen and
Von der Banck, 2011, p. 103), leading to communication issues. Intercultural training aims to inform
participants of cultural differences between Danes and Germans, introduce them to well-received
ways to interact with their cultural counterparts in specific situations, give them an opportunity to share
their intercultural experiences and for the group to learn from them, and to train them to better
empathize with their counterparts.
According to Hofstede et al., there are three phases to acquire intercultural communication abilities:
awareness, knowledge, and skills. Awareness, the first phase, is the recognition that one carries
particular mental software, in other words, patterns of thinking feeling and acting, because of the way
that one was brought up and that others brought up in different environments carry different mental
software for equally good reasons. The second phase, knowledge, refers to learning about the values,
symbols, heroes and rituals of another culture. While one may never share the same values of people
of the target culture, it is important to understand the ways in which one’s values differ from theirs. The
third phase, skills, refers to putting awareness and knowledge into practice. In this case, one is
encouraged to apply the symbols of the other culture: to recognize their heroes, practice their rituals
and cope with the new cultural environment (Hofstede et al., 2010, pp. 419-420). Similarly, Cui and
van den Berg suggest that there are three dimensions to intercultural effectiveness: cognitive
(communication competence), affective (cultural empathy), and behavioural (communication
behaviour) (1991, p. 230). To be culturally competent, one must be competent in all three areas (Cui
and van den Berg, 1991, p. 230).
Two general types of intercultural training courses exist: expatriate briefing and awareness training.
The first more traditional method, often called expatriate briefing because it is provided for future
expatriates—those who will soon be living in a foreign country, simply inform the participants about the
new country, including its geography, some history, customs, hygiene and dos and don’ts. This
method does not provide much introspection into the participant’s own culture, and can usually be
found in books, videos and web-resources (Hofstede et al., 2010, pp. 420-421). This sort of
information could be provided to PPS participants as part of an information packet up to a week or two
before the workshop. The information could then be reviewed at the beginning of the intercultural
training session using the group Socratic dialogue method. This will make it clear to the facilitator how
much previous knowledge the participants possess.
The second method for intercultural training, awareness training, is suggested as the main training
method for this workshop session, in combination with the narrative method. In awareness training,
participants focus on their own mental software and where it may differ from that of others.
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Hofstede recommends language learning as an even better method for preparation than the first
expatriate briefing. Cultural exchanges and language training were seen by many in a European-wide
border region consultation as “a way of achieving cultural understanding and tolerance,” while
speaking different languages was noted as contributing to tensions and mistrust (European
Commission, 2016, p.21). Caligiuri and Tarique note that basic language skills in the target culture are
a precursor to full immersion in the culture and thus necessary for a deeper understanding of another
culture (2006, p. 305). Moreover, Benefit4Regions Danish and German interview partners noted that
language barriers may hinder communication processes in cross-border cooperation projects.
Generally, the closer people live to the border, the better their cross-border language skills, and thus
cooperation over longer distances was mentioned as a more complicated due to language barriers
(Inclán Garcia, 2017, p. 96). Thus, cultural exchanges and language training are an important part of
establishing long-lasting, trusting and cohesive cross-border relationships. The importance of
language skills is suggested to be shared with participants at the PPS workshop, however, language
courses cannot be easily incorporated into the workshop, as such training requires many hours of
repetitive input (usually several months full-time or a bit less if the learner is fully immersed) (Hofstede
et al., 2010, p. 421) and the PPS workshops currently aim to be two days in length at most. However,
if an online component of the School were to be realized, a language training course specifically
designed to target communication for carrying out projects (focusing on technical vocabulary, basic
sentence structure and appropriate language for varying social situations) could be an excellent
addition. Moreover, tandem language learning, in which target and native language learners are
complementarily paired (O’Rourke, 2005, p. 433) could be offered separately or in addition to the
language course to enhance the skills of and offer culturally-grounded interaction to those who have
already acquired the target language and to course participants.
The skills and insights gained through this intercultural training workshop session serve to improve
communication, trust, and understanding within cross-border projects. An intercultural training guide
has been produced as a part of the Project Planning School and can be found on Copedia.
Best practice examples
Best practice examples from border regions serve to inspire and direct projects in development. Ideas
can be gained, and lessons learned from the experience of such projects. Best practice examples in
the realm of administrative and legal cooperation and exchange are seen at various levels. At the
inter-governmental level, the Nordic Council of Ministers and the Benelux Union have established
processes to identify and address bi-lateral border barriers, and at the regional level, the Upper Rhine
Conference and the Greater Copenhagen and Skåne Committee have developed institutionalised
ways to identify local obstacles and organise responses (European Commission, 2017, p.7).
An online professional network that aims to share good practices that have resulted from initiatives to
find solutions to legal and administrative cross-border issues (European Commission, 2017, p. 7) is
available for School participants to use. The platform can be found through the following link:
https://ec.europa.eu/futurium/en/border-regions. Moreover, a good source of up-to-date information
concerning border regions and projects can be found through the Association for European Border
Regions (AEBR) site: https://www.aebr.eu/en/news/news.php?cat_id=1.
Legal, administrative and governmental structures and roles in Denmark and Germany
It is essential for projects participating in cross-border cooperation to understand the different legal,
administrative and governmental structures and roles in the neighbouring country to carry out projects
effectively. Differences in governmental or administrative roles and laws could hinder cooperation. It is
important for collaborators to take into account that in Denmark change processes take place faster
than in Germany because Danish administration has fewer levels and larger units (Inclán Garcia,
2017, p. 77). The School will provide bi-lingual (Danish-German) diagrams of legal, administrative and
governmental structures in Germany and Denmark to facilitate understanding of differences in these
areas. The diagrams will include the roles of government actors and whom to contact in varying
hypothetical cases.
Problem-solving
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Problem-solving templates serve to guide School participants through potential problems that they
may encounter at various stages in project development and execution. Problem-solving templates
and tools will provide steps to problem and provide creative stimuli for problem-solving in groups.
Funding and financing
Political changes may affect continued support of projects and difficult bureaucratic procedures and
long application processes for short funding periods can discourage long-term project implementation
and development (Wellbrock et al., 2013, p. 87). An Øresund region collaborative TV station project
between Denmark and Sweden, for example, simply closed as soon as Interreg funding ended
(Stöber, 2011, p. 234). The PPS aims to contribute to the sustainability of projects by averting such
results.
How might it be possible to remedy the challenges that long-term funding or financing present?
•
•

Grant writing and successful funding procurement session
Crowdfunding best practices session

An expert in the area, such as B4R Deutschland-Danmark funding case study leader, Volker Ratje,
could provide a presentation and training session for participants. A Danish counterpart, to compare
strategies in Denmark, such as Tyge Mortensen, would be optimal.
4.2 Workshop logistics
4.2.1 Workshop languages
The workshops will be carried out in English with Danish and German translators available when
requested. This will give participants the opportunity to interact in English, with the support to
communicate in their native language if they feel that they cannot express themselves fully in English.
Documents concerning legal, administrative, and governmental structures and/or titles will be in
Danish and German, as the titles in these languages are most relevant for participants and will seldom
be used in English for project execution. Moreover, language will be simplified as much as possible to
make for easier understanding of technological, administrative, or legal terminology, however, when
necessary, terminology used in participants’ sectors of expertise will be provided in English, Danish,
and German. Handouts will be available in Danish and German.
4.2.2 Pre-workshop preparation
1. Acquire participant list with titles, current projects, project planning stage, and project roles
2. Pre-workshop phone interviews to gain an understanding of participant expectations and
interests for group work
4.2.3 Workshop facilitators
1.
2.
3.
4.
5.
6.

Communication experts
Funding experts
Culture experts
Social scientists
Lawyers
Municipal representatives

One of the goals for the sustainability of the Project Planning School is to have former participants
serve as facilitators for workshop sessions. These facilitators would have received training on how to
facilitate groups through at least one workshop session at a prior PPS workshop. In the case that prior
participants do not have the expertise to facilitate a session on a particular topic, outside experts will
be sought. In this case, it is very important for experts to connect their knowledge to the daily lives and
needs of participants, creating a bridge to common understanding and a means to construct
knowledge collectively. It is advisable for experts to involve the participants at the beginning of their
session in considering their own prior knowledge on the topic and their perspectives. When previous
knowledge of participants is stimulated, neural networks that contain that knowledge are activated and
thus available for new growth and connection (Wlodkowski and Ginsberg, 2017, p.52).
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4.2.4 Workshop Location
To facilitate participation from both sides of the border, the PPS aims to change the locations of its
workshops, giving participants the opportunity to have some workshops closer to home than others.
Locations within 50 kilometers of the border that allow for overnight stays are optimal.
The following list of potential PPS workshop locations was created by professionals in the DanishGerman border region at the second method adaptation workshop. All but Koppelsberg (n. 7) are
within 50 km of the border.
Location proposals:
1.
2.
3.
4.
5.
6.
7.
8.

Jaruplund Højskole, Handewitt DE
Scheersberg International Educational Center, Steinbergkirche DE
Spejdergarden Tydal, Tüdal/Eggebeck DE
Artefact Center for Sustainable Development, Glücksberg DE
Christianslyst School Hostel and Conference Center, Nottfeld DE
Dinesenfarm, Northern Als Island DK
Koppelsberg Evangenlical Leisure and Educational Center, Plön DE
Kupfermühle DE
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5. Phase III: Training concept and school implementation
Day 1: 10:00 – 16:00
Welcome
During this time, trainers and hosts greet participants, creating a warm and
relaxed atmosphere for meeting fellow participants. Coffee, tea and snacks are
provided.

10:00 – 10:30

Introduction
The host welcomes participants, introduces the workshop goals in the realm of
Benefit4Regions, invites participants to reflect on their own goals and
expectations in writing, and presents the schedule for the day.

10:30 – 11:00

Mindfulness and Empathy Training Exercise
The trainer introduces concepts of empathy and mindful thought, speech and
action in a cultural communication context. A short guided meditation of five
minutes is carried out.
Participants are asked to talk with their neighbour about their rose (highlight)
and thorn (downside) of the week. They then share the rose or thorn of the
person with whom they spoke with a new partner, who shares the story that
they heard out loud with the group. This is an exercise to reflect on listening
skills.

11:00 – 12:00

Next, the participants are asked to think of a recent situation in which they had
a disagreement with another person. They write down the needs that they had
during the disagreement that were not being met, and the feelings that they
had as a result. Then, they are asked to write down the needs of the other
person that needed to be met which may have caused them to act in the way
that they did and the feelings that they had. This exercise serves to activate
empathy within participants.
Lunch
Buffet-style lunch provided

12:00 – 13:00

Background on Communication Patterns among Cultures in the Border Region
Expert presents a basic overview of communication patterns and differences in
cultures living in the border region between Denmark and Germany using the
narrative-learning storytelling and Socratic-questioning lecture method.

13:00 – 14:00

Ways of coping with differences are explored and participants share personal
experiences with small groups and finally within the larger group.
Coffee Break and Energizer
Coffee break followed by short group energizer

14:00 – 14:30

Role Play
In the role play, participants will be assigned a role different from their own,
except for one person in each group. For example, a grassroots organization
representative will serve as a municipal body representative, a business
representative as a grassroots organization representative, etc. One participant
who actual represents one of these institutions will serve in each group and
members will be divided into three groups together with the same institutional

14:30 – 15:30
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representation. The purpose of the actual representative is to provide insight
into real-world challenges and considerations from their perspective. This will
make it possible for participants to better collaborate and communicate with
stakeholders from other organisational structures. Moreover, participants from
both sides of the border should be distributed more or less evenly between
groups.
a. Must know participants’ backgrounds before workshop!
b. Hypothetical case is presented
c. All members of one group (e.g. pseudo grassroots group
members + actual grassroots representative) meet to discuss
their position, their needs, and proposal
d. Delegations meet for round-table discussion
e. Each group presents their proposal
Wrap-Up
Reflection and closing remarks for the day

15:30 – 16:00

Day 2: 9:00 – 15:00
Welcome and Introduction
During this time, trainers and hosts greet participants, creating a warm and
relaxed atmosphere for meeting fellow participants. Coffee, tea and snacks are
provided. A short introduction running through the schedule for the day is
provided.

9:00 – 9:30

Last-Word, First-Word Game
In this conversation game, participants are placed in pairs. Player A begins
talking and when he or she has finished his or her sentence, player B must
respond using the last word of player A’s final sentence as the first word of his
or her sentence.

9:30 – 10:00

The purpose of this activity is to sharpen listening skills. Often people are
focused on their own response to a conversation partner’s statement or
question before he or she has finished. This activity forces players to listen to
their partner until their last word is spoken.
Peer Discussion Groups with Expert Input
a. Scheme:
i.
Expert presentation on topic
ii.
Case study review
iii.
Local application (Discussion groups)
iv.
Mini-presentation from each group
v.
Feedback from entire group
vi.
Feedback from expert
b. Potential topics
i.
Forming public-private or grassroots-public
associations or cooperation (e.g. the Cultural
Landscape Initiative St. Wendeler Land in Region
Sankt Wendeler Land which focuses on preserving
and developing the region’s cultural landscape
(Wellbrock et al., 2013, p. 82).
1. Further details about the case and an
accompanying diagram can be found in
Wellbrock et al. 2013, pp. 82-84
ii.
Collaboration with academic institutions
iii.
Marketing
iv.
Networking

10:00 – 12:00
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v.

Developing long-term trajectory for projects
1. Social perforation and out-migration could
hinder project sustainability (ibid., p. 90)
Lunch
12:00 – 13:00

Buffet-style lunch provided
Participant Expert Groups
Each group becomes an expert group and then trains other groups
a. Potential topics
i.
Administrative differences
Coffee Break and Energizer

13:00 – 14:00

14:00 – 14:15

Coffee break followed by short group energizer
Feedback and Reflection Round
Facilitator invites participants to reflect on the fulfilment of their expectations for
the workshop and on the progress that they have made toward their goals in
writing. Open feedback discussion followed by distribution of feedback forms
on methodology and content.

14:15 – 14:45

Closing Remarks
Facilitator revisits the goals of the workshop, reflects on the perceived outcome
of the workshop sessions and thanks participants for their participation.

14:45 – 15:00

5.1. Workshop example schedule: (Hollyn Hartlep)
5.2. Method adaptation
Two method adaptation workshops were carried out to align the approaches of the scientific partners
with proposed methodology and content, and to see how information from the case study observations
can be transferred into planning school contents.
The first method adaptation workshop took place on
June 25th, 2018, at the Interreg Secretariat in Kruså.
At this workshop, the importance of the role of the
facilitator within the B4R project and facilitating as a
valuable skill for carrying out cross-border projects
was noted. The proposed active learning methods
were accepted by workshop participants as
appropriate methods for transferring knowledge and
skills to PPS participants. Regarding content for the
school, workshop participants agreed that the
proposed empathy training and inter-cultural training
were important part of the school concept.
Moreover, they accepted the inclusion of bestpractice examples, clear cross-border structure and
role definitions models, guidance patterns for
planning processes and problem-solving templates
as contents for the school. However, questions
were raised about whether or not funding should be
included within the content of the PPS.

By udvalg
(commitee)

Administration

Byråd (council)

Citizens
Head of figure: The status-quo of participation: (Hollyn
Hartlep)
Politicians
Citizens are not able to communicate directly with the
committee and must go back to the council if they are
unsatisfied with what the municipal committees have
given them.

Cocreation

Citizens

Administration
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The second method adaptation workshop took place on August 31st, 2018, at the Interreg Secretariat
in Kruså. This workshop was carried out using the World Café discussion method. Participants divided
themselves into two groups and one member from each group switched groups between rounds to
create diverse perspectives and group dynamics. Three main topics were discussed throughout the
workshop: (1) a structure for a PPS workshop session on participation, (2) ideas for teaching methods,
and (3) institutionalization of the PPS.
Concerning the structure for a workshop session on participation, a desire for practice-related input in
lieu of theory was stressed. Moreover, a new kind of thinking in the realm of co-creation was
suggested (see figures 1 and 2), as was a workshop
Head of figure: The future of participation: Cosession that begins with the creative process,
creation: (Hollyn Hartlep)
followed by the facilitator showing participants why
they got the results that they did and then presenting
Each body is able to communicate with each other
his or her findings. Concerning teaching methods,
allowing for co-creation. Citizens have direct contact
workshop participants advocated short pitches and
with politicians. This method is desired.
problem-based learning methods. A four-day process

Empowerment and
process facilitation

Results and
reporting

Implementation
and adaptation

Participation
process

Day 1
Real case
presentation

Day 2
Training
tools and
process
designs

Day 3

Participants
design
process

Day 4
Real case
situation

Head of figure: Four-day process workshop session: (Hollyn Hartlep)
Using this structure, real cases are presented and then carried out. The design is modelled after a course
designed by a process-design professional.
including preparatory tasks and project implementation was also suggested. Regarding the third topic,
institutionalization of the PPS, ideas ranging from entrepreneurial ventures to a collaboration between
academic institutions were given. Moreover, a list of proposed locations for future workshops was
created (see p. 39).
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5.3. Preparation of training
5.4. Online planning school

materials

Online components of the PPS are suggested to—at a minimum—provide learning and informational
material to the public and to PPS participants. The Copedia platform has been up and running since
January 2019, created by Benefit4Regions project partner, Kiel University of Applied Sciences
(Fachhochschule Kiel) and will contain the above-mentioned material, as well as a participation and
communication method toolbox based on findings from B4R research, which will also be of use for
PPS participants.
If a MOOC (Massive Open Online Course) component of the PPS is to be considered, it is suggested
for the MOOC to use simple language, provide clear explanations and pronunciation, provide
visualization for abstract concepts using multimedia, animation and simulation, and to promote
communication among students and with instructors using forums, emails and chats (Tan, 2018, p.
926). It is suggested for a MOOC to be available in Danish, English and German languages to allow
for optimal comprehension of material. The MOOC may use synchronous and/or asynchronous
training, as discussed on p. 34.
Aside from the PPS topics shown in the workshop schedule, language courses and tandem language
learning could be offered as a part of an online component of the Project Planning School.

5.5. Prototype workshop as a test bed for the methods and materials developed
The prototype Project Planning School workshop took place on January 16th and 17th, 2019 at
University of Southern Denmark’s innovation lab in Sønderborg. Approximately 27 participants and
facilitators, from municipalities, businesses, business development agencies, universities and colleges
and village committees joined for the workshop. The agenda consisted of four workshop sessions on
the topics: intercultural communication, how to facilitate groups, administrative structures in Denmark
and Germany, and design thinking for project planning. The idea behind the schedule was to give
participants a chance to get to know one another and each other’s’ cultures, and then to work together
on project the following day. Participants were interviewed by phone before the workshop to determine
the type of project(s) they were involved in or interested in working on for during the second day of the
workshop so that five topics could be formed before the workshop.
Day 1 | 10:00–16:00

Day 2 | 9:00–16:00

10:00–10:30

Welcome

9:00–9:30

Welcome and Introduction

10:30–11:00

Introduction

9:30–10:00

Last-Word, First Word Activity

11:00–12:00

Intercultural Communication

10:00–12:00

Design Thinking Project
Planning

12:00–13:00

Lunch

12:00–13:00

Lunch

13:00–14:00

How to Facilitate

13:00–15:00

Design Thinking Project
Planning

14:00–14:30

Coffee Break and Energizer

15:00–15:15

Coffee Break

14:30–15:30

Administrative Differences

15:15–15:45

Feedback and Reflection

15:30–16:00

Reflection and Closing

15:45–16:00

Closing Remarks

Project Planning School prototype workshop schedule
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Facilitators were experts in their respective fields, four of whom also participated in the workshops as
participants. Three focus groups with 4-6
participants per group were carried out at
the end of the workshop to gain insight into
participants’ experiences and desires for
future workshops. Overall, participants
responded positively to the structure of the
workshop and agreed that a two-day format
is most practical considering their
schedules. The table below shows the most
prominent remarks during the discussions.
Participants liked that the participant base
was diverse and included individuals from
different disciplines. They also commented
on having liked the open and friendly
atmosphere and that there were plenty of
activities and opportunities to put
knowledge into practice. Participants were
Participants discuss German and Danish idioms as a part of the
particularly fond of the workshop sessions
PPS opening activity (Photo: Hollyn Hartlep)
on how to facilitate groups and design
thinking for project planning. They would have preferred a simpler presentation and directions for the
workshop session on intercultural communication. This presentation was given in English, but with
Danish and German slides, which proved confusing for some. Moreover, the activity was very complex
for focused group work. While participants were happy with the diversity of the group, there was a
request for more beneficiaries of projects, so that those designing and implementing projects can get
practical feedback from the potential project users. Participants also would have liked to have been
notified that presentations would be shared afterwards so that they did not have to worry about taking
notes during presentations. Moreover, it was noted that an on-hand method for dividing participants
into groups would have provided more structure and flow. For future workshops, participants
requested that workshop sessions include results from Benefit4Regions. This was not possible at the
prototype workshop because communication and participation research results were not yet finalized.
Moreover, participants requested a matchmaking process for projects as a part of the workshop, which
would allow participants who are not a part of a project to find one that fits their interests. More
practice with and understanding of design thinking tools was sought, potentially as a one or two-day
workshop in itself, as well as a take-away sheet, summarizing the most important points of the
workshop.
Liked

Room for Improvement

✓

Diversity of participants

✓

How to facilitate

✓

Activities and practice

✓

Design thinking

✓

Open atmosphere;
friendly

✓

✓
✓
✓

Future Workshops Ideas
✓

Results from B4R

✓

Matchmaking process for
projects

More beneficiaries of
projects

✓

Deeper into design
thinking

PPTs ahead of time or
notice

✓

Take-away sheet

Simpler PPT and
directions (e.g. Int.
Comm.)

Organizing groups

Feedback from prototype workshop focus group sessions
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6. Phase IV: Institutionalisation of the Project Planning School
The Project Planning School is anticipated to continue as a collaborative effort between UC SYD
Esbjerg and FHVD Altenholz, among other partners. Two to four two-day workshops per year,
covering topics requested by participants, are anticipated in the border region. The School aims to
attract a diverse crowd, giving participants insight into the perspectives of potential users or partners of
their rural development projects. Not only will the School support rural development, as economic
development and government agencies already do, but also place an emphasis on learning from
experiences on the other side of the border. This exchange makes the School a unique place for
participants to gain new perspectives, skills, tools, knowledge, connections and inspiration to help
bring more vitality to their communities. Updates will be available on the Copedia website. Please
contact Uwe Rammert at Uwe.Rammert@llur.land.sh for further details.
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8. Annexes:
8.1. Annex I: Evaluation of cards filled in by the participants of the B4R council
meeting
Bildungsstätte Knivsberg, November 21st, 2017
Was sind die 3 wichtigsten Wünsche/Anforderungen an die Prozessplanungsschule?
Keine Angabe (D):
•
•
•
•
•
•

Gute Vorlagen/Templates
Empfehlungen/Hinweise Zielgruppengerichteter Kommunikation
Best-Practice Beispiele im Projektportal
Skalierbarkeit
universelle Anwendung
Unterlegt mit guten Beispielen (Best-Practice)

Keine Angabe (DK):
•
•
•
•
•
•

Struktur und klare Rollenverteilung
Anwendbarkeit
Übertragbarkeit auf andere Projekte
Struktur
Struktur
Konkrete Aufgaben und Rollenverteilung (DK)

Torsten Düwel (Kreis Rendsburg-Eckernförde):
•
•

Qualifikation der Akteure
Bereitstellung von Vorlagen zur Prozessgestaltung/Problemlösung im Projekt

Reinhold Stauß (LLUR):
•
•
•

Grundlagen, was ist das?
Konkrete Beispiele
Spiel

Martin Kliesow (KielRegion):
•
•

Strukturen, die übertragbar sind?
Geeignete Methoden, die Ergebnisse bereitstellen

Florian Scholtis (Kiel):
•
•
•

Möglichst niederschwellig/verständlich
Für alle verwendbar
Ständige Weiterentwicklung

Gabriela Husmann (Kiel):
•
•

Orientierungsmuster für optimalen Planungsprozess mit externen Beispielen
Grundhandwerkzeug: Konflikte/Moderations: do‘s & dont’s

Kristina Hofmann (Kreis Schleswig-Flensburg):
•
•
•

Gemeinsames Methodikverständnis
Grundlagenvermittlung
„Üben“ von Methoden und/oder insbesondere einer kollegialen Beratung

Christian Kliesow (WFA):
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•
•
•

Praxisorientierte Methoden/Anwendbarkeit
Einfach/kurze Dokumentation
Das ganze muss Spaß machen/ Lust auf mehr

Franziska Kruse (LLUR):
•
•
•

Langfristige Vermittlung von erfolgreichen Praktiken auf kommunaler Planungsebene in Bezug
auf Partizipationsprozesse
Vermittlung von effektiven/erfolgreichen Praktiken auf kommunaler Planungsebene in Bezug
auf Kommunikationsprozesse
Verständlichkeit Aufarbeitung der Erkenntnisse um Inhalte zu vermitteln (einfache Sprache)

Åse D. Ferrão (Sønderborg Kommune):
•
•
•

Evaluierungsmethoden
Welche Methoden/Werkzeuge kann man nutzen, wenn das Planen/der Plan von Bürgern und
anderen abhängig ist?
Vorschläge zur Vorbereitung vom Planen

Connie M. Skovbjerg (Sønderborg Kommune):
•
•
•

Freiwillige Workshops
Deutsch und dänisch
Tipps zum designen „einfacher“ Beschreibungen für einen Projektverlauf

Dagmar Jensen (Wirtschaftsförderungsgesellschaft Nordfriesland mbH):
•
•
•

Gute Dokumentation
Einfache Handhabung
Gute Übertragbarkeit

Christiane Plischke (Tønder Kommune):
•

Gute Einführung für die Partner ins Thema

Wünsche für die Prozessplanungsschule aufgeteilt in Wünsche für den Inhalt und das Format*
Inhaltliche Wünsche

Format

Best Practice Beispiele (D)

Universelle Anwendbarkeit/Übertragbarkeit
(D&DK)

Klare Struktur und Rollenverteilung (DK)

Einfache Sprache/für alle Verständlich (D&DK)

Vorlagen/Templates
Langfristige Vermittlung von erfolgreichen
Methoden in Bezug auf
Partizipationsprozesse

Deutsch - dänisch

Vermittlung von effektiven/erfolgreichen
Methoden

Interessante Gestaltung

in Bezug auf Kommunikationsprozesse
Orientierungsmuster für Planungsprozesse

Workshops

Grundlagenvermittlung
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*Die Wünsche der Teilnehmer sind in der Tabelle der Häufigkeit nach sortiert. Zudem ist bei den zwei
am häufigsten genannten Aspekte das Land vermerkt aus welchen dies hauptsächlich gefordert wird.
Es sind nicht alle Antworten enthalten.
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8.2. Annex II: GANTT chart for the development of the Planning School
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