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 A. SOCIAL PSYCHOLOGY

 1. Different inclusion strategies
   
   

  

The strategies could be located somewhere between two extremes models :
 A progressive / adaptive strategy 

 Putting in a real status

They  can  also  be  considered  in  terms  of  the  actors  with  which  the  socio-
professionnal inclusion worker act or not
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 a) Exercises PP1
  

Watch the video below
(Click on "PP" below to display subtitles)
  

   

s_IT_PSY_5.mp4
   

   

DISCUSSION :
 How to characterize the actors and the levers mobilized by the workers of

the SPI ?
 What  about  the  levers  “non-mobilized”  by  the  workers  of  the  SPI,  and

probably should be ?
Watch the video below
(Click on "PP" below to display subtitles)
  

   

s_FR_PSY_2.mp4
   

   

DISCUSSION :
Comment the last videos with the same questions than above.

 b) Progressive / adaptive strategy
  

At one side of the inclusion strategy, we could find a strategy adapted to real or
expected constraints of employment. It's the main strategy, used since 1970.
The process is illustrated in the figure below.

 The first action is to diagnose the social difficulties of the person, and to
establish a project.

 The second step is to carry out socialization actions

 The third step is training

 The fourth step is the immersion in a company
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 The fifth step is the final insertion into a job.
  

   

   

 

 
   

 c) Putting into real status
  

On the other hand, a strategy that can be described as putting into real status",
situation, inclusion in a "normal" environment and a direct response to the demand
for employment. It is developed in some countries where "Work first" is spoken of,
but  not  necessarily  for  audiences  furthest  from  the  labor  market.  It  is  poorly
developed in France, if not by the IAE network1 for distant audiences and by using
work  situations  with  constraints,  atypical  contracts  and  often  outside  the
commercial sector. It has been developed by Transfer2 since the 1980s for the same
public in the commercial sector and with contracts of common law.

1 - http://www.iae-france.fr/en/
2 - http://transfer-iod.org/
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In this context, the path taken by the job seeker, illustrated in the figure below, is as
follows:

 The first step is integration into a job

 The second step is integration into the company, with the necessary social
resources

 The third stage is the projects and the professional evolutions
  

   

   

 

 
   

 d) The actors with which the socio-professionnal inclusion 
worker act or not

  

It is also possible to consider an insertion action according to two criteria:
 Proximity to the company (action inside or outside the company?)

 The mode of action: preparation (strategy of accompaniment, generally of
long duration) or setting in professional situation (strategy of intermediation,
generally of short duration)

The dominant model relies on preparation outside the company. An emerging model
proposes the reverse: intermediation in the company.
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 e) Exercises PP2
  

DISCUSSION :
 Do you know some SPI device in your country ?

 How could you place these devices in the graphical view of Anne Fretel (on
the two axis « preparation/contact » and « inside/outside firms »)?

  

   

   

 

 
   

 2. Useful theoretical landmarks
   
   

  

As early as 1963, Howard S. Becker suspected that « we are unfamiliar with the
views of the parties involved in the phenomena of deviance », arguing that
these are not to be apprehended from properties peculiar to certain People but from
the categories built during the activities of a set of agents. 
Let us emphasize that the author understands by "deviance" what is beside the
norm. 
If his study objects in the fifties were«  jazz musicians » or « marijuana smokers »,
as  far  as  we are  concerned today,  they are  the  unemployed and precarious
people.
From the perspective of this interactionist perspective, we must take account of
the enterprises and the mechanisms of inclusion simultaneously with the persons
deprived of employment.
And this is all the more so as to tackle separately these actors to pretend better to
bring  them  closer  could  tend  to  accentuate  the  discrepancies.  Do  the  mutual
prejudices  between  applicants  and  employers  not  rely  on  an  involuntary  or
maintained social distance?
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 a) Exercises PP3
  

Watch the video below
(Click on "PP" below to display subtitles)
  

   

s_GR_PSY_1.mp4
   

   

DISCUSSION :
 What are the links between the evolution of the banking system (forms of

organization, size, structure) and the behavior of workers and their ways of
thinking ?

 b) Systemic approach - Organization and analysis
  

The whole basis of the systemic is to be highlighted here, in a simple and clear
explanation.
Without going into the detail of the theory, let us recall the vision given by Crozier
and Friedberg in  L'acteur et le Système [Crozier M. Friedberg E., 1992] (The actor
and the system) on work organizations and pursued since.
They are to be approached not as enclosed spaces where decision-making power
is necessarily hierarchical and descending, but as systems of interdependencies
leaving margins for actors.
Such a model proves to be valuable for SPI actors since it indicates that by acting
on the interactions between actors they can "move" recruitment decisions that
seemed immutable.
During employment, the impact of this strategy can be equally convincing: it is not
only  the  management  that  integrates  and  decides  the  retention  of  the  new
employee but also, and perhaps even more so, his colleagues. By intervening with
the  management  and  its  management  team to  enhance  the  reception  and  the
quality of the information transmitted by the work teams, the integration of the new
worker is enhanced and its production strengthened.
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In this  context,  the explanation of  systemic thinking is  discussed.  The aim is  to
make advisors aware of the value of such a posture and the different approaches
that can cling to it. This makes it possible to adopt a different view in the analysis of
the working organizations and the actors who interact with it
  

   

   

 

 
   

 According to De Saussure, one of the great theoreticians of linguistics, the
system is « an organized totality, made up of solidary elements that
can be defined only relative to each other according to their place
in this totality. »

 According  to  Von  Bertalanffy,  it  is  « a  set  of  units  in  mutual
interrelations. »

 According to J. Lesourne, it is  « a set of elements linked by a set of
relations. »

(Daniel Durand, 2013, p. 7) [Durand, D., 2013]
Tableau 1  DEFINITION

 i For socio professional inclusion practices
  

For professional inclusion, explaining the concept of a system means making the
consultant aware about people acting in the recruitment situation. 
Different plans tend to focus on one actor at a time. For example, some training
actions (such as CV creation workshops, interview preparation workshops, etc.) tend
to focus on the "rehabilitation" of the jobseeker to enable him / her to enter the job
market, taking into account its specificities such as jobs that are supposed to have a
high demand for recruitment. 
Unfortunately these formations tend to forget the suitability with the company and
its  specific  needs.  Schwartz  (1981),  in  his  report  about  inclusion  for  the  french
government, also spoke of 'enterprise learning' as the best means of integration for
young people in difficulty of integration. Consequently, it is possible to believe that
if the counselor is aware that his actions must take into account the whole system,
his work with the applicants will be facilitated. These acts could be less operative if
they have a action on the jobseeker but no action on the company.
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The  ideas  presented  here  refer  directly  to  the  idea  of  mediation  and  lay  the
foundation for all the other themes of the platform.

 c) Conformity and social influence
  

We explain the creation of a norm, its social function, and how to change it.
As in any system of action, the labor market and inclusion schemes are directed by
norms.
What is their social function ?
A norm is collective and "situated". It is the norm of a group at a moment (that of
the decision-makers of companies in a certain sector of activity, or of a group of
workers in a production workshop, for example).
As a result, for those who do not possess the codes, which are often implicit, they
may be excluded.
How can the norms of the hiring situation be changed when they penalize
the jobseeker ?
We can refer to two models: 

 either to consider that the norm is unavoidable and that it is preferable to
gradually accompany the jobseekers to conform to it; 

 Whether it is cyclical and trying to weigh on the context of the meeting of
the two socially distant workers. 

There  is  in  fact  a  continuum  of  practices  between  these  two  strategies,  with
inclusion professionals oscillating between the both. 
Our experience tends to show that resolutely opting for the interactionist  model
induces  clearer  and  lasting  effects  on  the  mutual  representations  of  the  two
protagonists.
  

   

   

 

 
   

In this course, the question of the norms is discussed.
 How is a norm created?

 How does the individual conform to it?
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 How do individuals in the group influence it to conform to it?

The question of the functioning of norms leads the counselor to question himself
about the behaviors he encounters.
Indeed, since it evolves in a social environment, it must understand that often, an
action is governed by a norm.
He must ask himself the question of the basis of these norms, their functioning,
and so on.
The goal here is not to push the counselor to question these norms, but rather to
get them to understand them in order to use them in order to improve the
mediation between the company and the job seeker.
This can happen either through compliance with norms or by looking for a way to
circumvent them.
Some authors, such as S. Asch, have demonstrated that a norm can be created
in a group that is formed and that compliance with this norm depends on
the members of that group.
As Moscovici (1972) puts it, there is talk of adopting a ternary glance, where each
object is seen through a filter,  the gaze of others. He  uses this  formula
inspired by literature in his book, to describe this phenomenon:  « Thus, it is the
internal link that is implied, and that influences the response to the stimulus. And
this is an influence because each "I" corresponds to a different interaction, made
up of beings and events buried in the folds of the past and felt again thanks to
some madeleine in some cup of tea. » (1972, p 9)

Tableau 2  DEFINITION

 i For socio professional inclusion practices
  

In the present situation there are two opposing groups. 
 On the one hand the  unemployed who are excluded from the world of

work. 
 On the other hand, advisers, recruiters, employers and workers who have a

dominant position in the job market. 
It is important for the counselor to understand how norms are created between
all those actors who are part of the same system. 
Indeed,  the unemployed people have a  role  in  this  system and are  not
"outside" as  popular  belief  suggests.  Counseling  involves  in  identifying the
implementation  of  these  mechanisms  to  identify  the  establishment  of
norms that exclude the applicant and succeed in circumventing them if
possible or at least mitigating their influences.
The aim is also to ensure that the councilor, once again, focuses and brings the
situation to a factual basis. 
The recruitment situation is a multi-normative and unbalanced situation. The
recruiter  is  in  a  strong  position  relative  to  the  applicant.  The  councilor
guarantees a rebalancing of this situation. It must therefore understand the
basic mechanism for successfully challenging the situation. 

 If he does not understand the principles of norms, values and biases, he does
not question the imbalance and, on the contrary, it may accentuate this
problem by legitimizing the position of strength of the recruiter. 

 And if this dominant position is a problem for the recruitment of an applicant,
particularly in a situation of long-term unemployment, it is also a problem
for  the  continuation  of  the  recruitment and  integration  of  the  new
employee. 

Challenging the current recruitment situation in these terms is therefore a  strong
argument for advising regarding companies that often express difficulties in
their recruitment, in particular because of a high turnover.
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 d) Exercises PP4
  

Watch the video below
(Click on "PP" below to display subtitles)
  

   

s_ES_PSY_1.mp4
   

   

DISCUSSION :
 Identify the social influences described in the interviews. How have these

influences guided their careers? was it conscious or not 
 Describe the type of interview. Is it rather general or factual? Which type of

interview corresponds to what type of response?
  

   

   

 

 
   

NOTE :
It is observed that general questions provide vague answers, which are in line with
social expectations.
When the questions are factual, the answers are different, more concrete and true
to reality.
DISCUSSION :
Give examples of good practices for conducting interviews.

 e) Stereotypes – Attitudes – Discriminations
  

It is necessary here to differentiate these 3 concepts, in order to make it clear that
we can act on discrimination to change stereotypes, but that to try to "fight against
stereotypes"  is  a  project  destined  to  fail  when  it  is  not  downright  counter-
productive. 
Yet, how often do we hear this incantation ! For SPI professionals, this is a main
point of vigilance that determines the effectiveness of their mission, as they are of
course very often confronted with situations of discrimination.
(see also the "threat of stereotype" part)
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In  this  course,  the  emphasis  is  on  the  difference  between  stereotype
(cognitive), attitude (conative) and discrimination (behavioral). 
There is indeed an important difference between 

 what I think, when I think I am free, and 

 what I act and do (I have constraints, I am not free, I take into account
the situation and adapts my behavior.)

The  important  thing  for  the  advisor  is  to  understand  that  the stereotype is
inevitable, it is a normal function of thinking: fighting does not make sense! 
On the other hand, behaviors develop in situations and with constraints on which
the counselor can act to avoid discrimination.
Reflection  should  usefully  focus  on  non-stigmatizing  situations. For  this
purpose,  solutions  such  as  Allport's  (1954)  intergroup  contact  hypothesis  are
presented in order to allow advisors to find adaptable solutions for working with
audiences.
Emphasis is also placed on the consequences of discrimination and the impact of
stereotypes, especially on the threat of stereotyping. This effect is described in
particular by Steele and Aronson (1995). They show that the stereotype creates
a threat to the person who will affect his performance. 
Helping  the  counselor  to  understand  these  effects  also  allows  him  to  take
another  look  at  the  applicants  and  to  question  his  spontaneous
explanations of the situation.

Tableau 3  DEFINITION

 i For socio professional inclusion practices
  

The issue of stereotyping and discrimination is certainly one of the most discussed
issues in occupational inclusion, and often the most poorly addressed. 
Moreover,  there  is  a  decline  in  the  discriminatory  behavior  in  our  European
societies over the last two decades when this subject occupies a front stage? The
results of the observatories on the question do not go in this direction, far from it.
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Indeed, the current major currently seeks to erase all traces of stereotype in the
process of recruitment as shown by the numerous researches on the "anonymous
CV". 
However,  stereotypes can not disappear  "magically",  precisely because they are
inherent in the functioning of thought. 
Trying to remove them directly means taking the risk of getting a rebound effect
with even more use of stereotypes.
In more minority approaches (eg the IOD method, but also MO-ZAIK's experiments
in France, etc.), it is not a question of removing stereotypes but rather of creating a
situation  in  which  they  will  not  be  activated  and  therefore  eliminate  the
discrimination that could result from it.
This makes it possible to circumvent effects such as the threat of the stereotype. 
Indeed, in certain situations, the long-term unemployed may be threatened by a
good  number  of  stereotypes  (long-term  unemployed,  social  minima
beneficiaries,etc. = people with little motivation, not able to work, profiteers of the
system, etc. ) and its performance is reduced.
For  the  platform,  the  aim  is  to  make  the  stereotype,  the  prejudices  and  the
discrimination.  A better  understanding of  these concepts  could lead to  a  better
understanding  of  discrimination  situations  and therefore  a  better  service  to  the
public.
As in the case of each party, the aim is to adopt a "psychosocial" view to the user to
understand that he has every interest in acting in the system, here in this case on
what is played out in the relationship between the applicant Employment and the
employer.

 f) Exercises PP5
  

Watch the video below
(Click on "PP" below to display subtitles)
  

   

s_UK_PSY_1.mp4
   

   

DISCUSSION :
 What are the stereotypes conveyed by the interviewee? How can we fight?
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 g) How to fight against stereotypes
  

  

   

   

Here  we  could  present  the  range  of
strategies to combat stereotypes. 
This  is  not  the  purpose,  precisely
because their effectiveness is in doubt.
Fighting and preventing discriminatory
behavior,  on  the  other  hand,  makes
sense.
Experience shows us that this probably
involves  a  concentration  of  the  counselor's  intervention  on  concrete,
objectifiable facts, leaving impressions and judgments at a distance. 
It  is  on  the  basis  of  a  dialogue  on  facts  (vs.  impressions,  judgments)  that  the
counselor  can  lead his  interlocutor  to  more rational  behavior -  knowing  that
discriminating is not rational (for example, by not recruiting anyone with an
immigrant background, an employer can miss out on valuable skills that would be
useful to his company). The counselor's concentration on facts helps the rationality
of the behavior of his interlocutors.
If  we project  ourselves in the interview of  recruitment  for  example,  it  invites  to
center the exchanges on the work to be carried out, how, in what situations,
with whom, etc., rather than discussing the candidate's actual or supposed qualities
(one never really knows).
This also involves the counselor setting up non-stigmatizing encounters.
This is a major factor, for example, in the fact that the advisor does not put forward
the administrative category of the person: a job seeker is someone with skills,
potential, adaptability And projects - before being a beneficiary of social
minima. No ?
And  in  the  end,  it  is  often  observed  that  behavior  is  not  even  guided  by
prejudices.
For  example,  we  have  many  testimonies  where  employers  continue  to  express
extremely negative prejudices about the beneficiaries of social minima (in general)
even though they have just recruited several.

 h) Exercises PP6
  

Watch the video below
(Click on "PP" below to display subtitles)
  

   

s_UK_PSY_2.mp4
   

   

DISCUSSION :
 Identify stereotypes. 

Do not focus on issues of resilience (not of interest here), but on the methods
used by workers to combat stereotypes.

  

   

   

NOTE :
One can not activate both positive and
negative stereotypes.
By activating and focusing on positive
stereotypes,  the  effect  of  negative
stereotypes disappears.
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 B. ECONOMY OF EMPLOYMENT

 1. Neoliberal economy
  

One of the most recent and the widest definition of this concept were proposed by
David Harvey. 
It states: 
‘Neoliberalism is in the first instance a theory of political economic practices that
proposes  that  human  well-being  can  best  be  advanced  by  liberating  individual
entrepreneurial freedoms and skills within an institutional framework characterized
by strong private property rights, free markets and free trade. The role of the state
is to create and preserve an institutional framework appropriate to such practices. 
The state has to guarantee, for example, the quality and integrity of money. 
It must also set up those military, defence, police and legal structures and functions
required to secure private property rights and to guarantee, by force if need be, the
proper functioning of markets. 
Furthermore, if markets do not exist (in areas such as land, water, education, health
care,  social  security,  or  environmental  pollution)  then they must  be created,  by
state action if necessary.
But beyond these tasks the state should not venture. State interventions in markets
(once created) must be kept to a bare minimum because, according to the theory,
the  state  cannot  possibly  possess  enough  information  to  second-guess  market
signals (prices) and because powerful interest groups will inevitably distort and bias
state interventions (particularly in democracies) for their own benefit' 
(A Brief History of Neoliberalism, 2005).

 a) For socio professional inclusion practices
  

 Diversity of market players is the advantage of a free market.

 On one hand, people may be more generous and helpful when they know
that disadvantaged individuals cannot count on state's help.

 On the other hand, market players, without state regulations may prevent
disadvantaged from the activity on the market.

 On the one hand everyone has a fair chance to develop under the conditions
of a free market.

 On  the  other  hand  –  disadvantaged  people  may  need  help  of  state
regulations,  SPI  workers or  generous  entrepreneurs,  because they do not
have enough resources for development.

 b) Essential points
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Fondamental
  

   

   

 Neoliberalism is a 20th-century
approach to classical liberalism.

 It  is  used  in  economics,
philosophy, politics.

 It  assumes  that  state
interventions  in  economy  are
unnecessary and even harmful
and  free  market  is  more
efficient in allocating the resources.

 Opportunities  of  neoliberalism:  competitiveness,  motivation,  creativity,
increase  of  human  capital,  improvement  of  economic  situation  of  the
individuals,  exchange  of  information,  reduction  of  bureaucracy  and  tax
burdens, free circulation of capital, freedom of investments, free trade, long-
term economic growth and prosperity.

 Challenges:  selfishness  of  the  rational  individuals,  disintegration  of
collectives and community cooperation, concentration of wealth, rising levels
of  economic  and  social  inequality,  reduced  confidence  in  the  general
principles of the developed world, such as rule of law, voting power, majority
rule and minority rights.

   

 i Further resources
  

  

   

1_O_Neoliberal_economy.pdf
Document 1   

   

 2. Exercises PE1A
  

Watch the videos below
(Click on "PP" below to display subtitles)
  

   

s_IT_ECO_1.mp4
   

   

  

   

s_GR_ECO_1.mp4
   

   

DISCUSSION :
 Is it possible, that the same thing might be seen as opportunity or challenge,

depending on who look at it?
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GROUP EXERCISE
You are a head of state in your country. You know positive and negative effects of
the neoliberalism.
Build  a  short  agenda  to  resolve  some  of  the  problems  (e.g.  disintegration  of
community cooperation, concentration of wealth, rising level of economic inequality,
lack  of  confidence  in  democracy),  without  losing  advantages,  like  free  market,
increasing level of human capital, long-term economic growth, democracy.

 3. Exercises PE1B
  

Watch the video below
(Click on "PP" below to display subtitles)
  

   

s_BE_ECO_1.mp4
   

   

EXERCISES :
 Download the animation (for Linux or Windows) files herebelow, unzip the

archive and click on "wrk_offer"(Windows) or "job_offer" (Linux)
 During this interview, people are invited to choose their working time for

different hourly wages. Try yourself using the same animation.
 Collect the results. 

 Discussion : What are, for your personnal case, all the factors leading to your
choices ?

  

   

application.windows32.zip
Document 2   

   

  

   

application.linux64.zip
Document 3   

   

 4. reducing staff costs
  

As Eurostat describes, labour cost or total labour cost is the total expenditure borne
by employers for employing staff.
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It consists of: 
 employee  compensation  (including  wages,  salaries,  employers'  social

security contributions);
 vocational training costs; 

 other expenditure such as recruitment costs, spending on working clothes
and employment taxes regarded as labour costs; 

 minus any subsidies received.

 a) For socio professional inclusion practices
  

 Employment is one of the greatest costs of business activity.

 Employees may be one of the major parts of business success.

 Human resources management is becoming increasingly important.

 Staff cost reducing should not include savings on workers development.

 Diversity of staff may increase motivation and productivity of employees.

 b) Essential points
  

   
   

Fondamental
  

   

   

 Labour  costs  include  wages,
taxes,  benefits,  training  costs,
usage  of  equipments  and
infrastructure.

 There are statistics methods to
estimate  the  cost  of  labour.
Cost  analysis  is  used  to  help
reduce those expenses.

 There are direct labour savings (reducing of budget costs) and labour cost
avoidance savings (protecting company against new labour costs).

 Within methods of cost reducing are: adjustment of hiring practices, avoiding
overstaffing  and  understaffing,  decrease  of  employee  turnover,  increase
motivation

   

 i Further resources
  

  

   

1_Z_Reducing_staff_cost.pdf
Document 4   

   

 5. Exercises PE2
  

Watch the video below
(Click on "PP" below to display subtitles)
  

   

s_UK_ECO_1.mp4
   

   

GROUP EXERCISE
After explanation of concepts, use the videos as a cae study.
Main question : what are the positive and negative effects of reducing costs ?
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EXERCISE
How to convince staff to cost reduction? Find 5 arguments.

 6. IRR of education
  

There are two distinct ways of defining investment in human capital in a case of
rate of return. 

 The first  one is the private internal  rate of  return on education,  which is
equal to the discount rate that equalises the real costs of education during
the period of study to the real gains from education thereafter (in case of
higher education: tuition fees, forgone earnings net of taxes adjusted for the
probability of being in employment minus the resources made available to
students in the form of grants and loans). 
Wage premium and employment prospects are examples of variables that
are analysed. 

 The second one is the social rate of return, which refers to the costs and
benefits  to  society  of  investment  in  education,  which  includes  the
opportunity  cost  of  having  people  not  participating  in  the  production  of
output and the full cost of the provision of education. 
Variables commonly taken into account are: 
- revenues  brought  by  the  educational  institution  to  the  local/regional

economy, 
- employment offers and opportunities,
- increased employability, 
- improved supply of studies and research to meet the demand 

(European Investment Bank, The Economic Appraisal of Investment Projects at the
EIB, 2013).

 a) For socio professional inclusion practices
  

 Obtaining an education is a chance for improvement of the quality of life.

 There is a way to calculate return on investment of education.

 Education  in  terms  of  skills  and  knowledge  is  the  basis  of  individuals'
development, including capacity to life-long learning.
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 Access to education may be difficult due to the financial  conditions,  age,
physical and psychological conditions, knowledge of the language.

 There  are  alternatives  for  formal  education,  like  training,  courses,  self-
education, more and more easily accessible.

 b) Essential points
  

   
   

Fondamental
  

   

   

 IRR  method,  which  evaluates
profitability  of  an  investment,
was  adapted  to  education
during  1960s,  as  a  part  of
human capital theory.

 Education  is  an  investment  of
current  resources  (e.g.  time,
money)  in  exchange  for  future
returns (wages/salaries).

 Private IRR on education is equal to the discount rate that equalises the real
costs  of  education  during  the  period  of  study  to  the  real  gains  from
education thereafter. Social RR refers to the costs and benefits to society of
investment in education.

 Critics of this method highlight that future earnings are hard to measure and
not sufficient factor in such diversified field as skills and knowledge.

   

 i Further resources
  

  

   

1_Q_IRR_of_education.pdf
Document 5   

   

 7. Exercises PE3
  

Watch the video below
(Click on "PP" below to display subtitles)
  

   

s_ES_ECO_2.mp4
   

   

DISCUSSION
 Refer to what is explained in the video ? Is is the reality ?

 Should education be financed by government or private sector? What about
state supervision on education quality?

 what is your salary ? Is it related to your education ?

 what could be the effect of a « gap year » for the individual ? And for the
society ?
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ROLE GAME
In groups of two, play the roles of a young who wants to travel around the world
during one year (a « gap year ») and the parent who try to dissuade him/her, using
personnal and societal arguments.
DISCUSSION
Are all kind of education equal, in the point of view of the individual, and for the
society ?
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 A. SOCIAL PSYCHOLOGY
   
   

  

  

   

   

If  everyone  can  note  that  in  the
position of recruiters, they would tend
to  "prefer"  candidates  who  are
alleging and holding an "internal"
discourse (acknowledging  the
responsibility  for  their  supposed
"errors" and appearing ready to amend
in case ...),  we are nevertheless very
numerous  to  acknowledge  that  this
discourse tells us little about what will

happen after on the continuation. 
In other words, are our recruitment choices really predictive?
Employers facing a strong turn-over eventually doubt it. So do they change their
recruitment practices? Do they decide to anticipate the arrival  of  a new one by
agreeing to "waste time to win" then?
Rarely. The reasons are many and we do not judge them. But to draw the attention
of  managers  to  the  fact  that  there  are  alternatives  to  their  recruitment  and
integration habits,  that they are simple and that it is up to them to verify, falls
within the missions of the advisers of insertion.
On  this  essential  point,  the  theory  of  commitment  (Kiesler,  Beauvois  and
Joule) and its practical conditions applied to the field of inclusion can be a
guide to proposing and accompanying change.
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 1. Social influence
  

  

   

   

In  the  search  for  a  job,  there  is  an
influence  that  tries  to  bring  the  job
seeker towards an ideal image of the
worker. 
But the questions to ask here are: 

 is it achievable? 

 Should  we  train  in  normative
clairvoyance? 

 To the Internality?

The counselor must be induced to
reflect  on a situation which  does
not  favor  the  internality  or  the
externality  but  which  favors  the
putting forward of the facts.

 2. Exercises PP4
  

Watch the video below
(Click on "PP" below to display subtitles)
  

   

s_ES_PSY_1.mp4
   

   

DISCUSSION :
 Identify the social influences described in the interviews. How have these

influences guided their careers? was it conscious or not 
 Describe the type of interview. Is it rather general or factual? Which type of

interview corresponds to what type of response?
  

   

   

 

 
   

NOTE :
It is observed that general questions provide vague answers, which are in line with
social expectations.
When the questions are factual, the answers are different, more concrete and true
to reality.
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DISCUSSION :
Give examples of good practices for conducting interviews.

 3. Unemployed and workers identity
  

When looking for a job, the individual tends to conform to a jobseeker identity.
It is a matter of demonstrating that this identity is dependent on the situation,
but that it can vary in positive or opposite terms depending on the group to
which the individual is attached ("from the unemployable to the employee /
employee").
The aim is  to see people differently,  focusing on factual  data about the
work to be done, for example, to bring changes in selection practices.
  

   

   

 

 
   

 4. Job seeking - illustration
  

Watch the video below
(english subtitled)
  

   

s_LT_PSY_3.mp4
   

   

 5. Exercises PP7A
  

Watch the video below
(Click on "PP" below to display subtitles)
  

   

s_ES_PSY_3.mp4
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DISCUSSION :
 What was the influence of their respectives choices of career ?

 6. Feeling of freedom – feeling of control - Learned 
helplessness

  

  

   

   

The  need  for  freedom in  the
situation and the need for control are
important  data  in  understanding
people's  commitment  and  well-
being in situations. 
These  two  needs  must  be  met.
Numerous examples show this: 

 if  they  are  not  satisfied,  this
may  lead  to  "acquired
resignation"; 

 If  they  are  satisfied,  this  can
lead  to  a lasting
commitment.

Kiesler  (1971)  defines  "feeling  of
freedom" as one of the main factors
of  individual  commitment.  Many
authors  have  demonstrated  its
effectiveness  in  the  commitment  of
people in particular in the context of
training  or  professional  integration
such as Pascual and Castra in 2006.
For the sense of control,  studies are
part of the causal attribution, and the
locus of control,  of works by authors
such  as  Heider  (1958)  and  Kelley
(1967).  These  authors  show  that
individuals  seek  to  explain  actions
because they have a need for control.
This need is essential to their proper
functioning. Depriving them of control
can lead to the acquired resignation
defined  by  Seligman  (1975)  which
may correspond to a disengagement
of the individual from the situation

Tableau 4  DEFINITION

 a) For socio professional inclusion practices
  

This section allows the understanding of the possibilities available to counselors to
act on a situation. 
Understanding  the  need  for  control  of  the  applicant  on  the  situation  means
understanding  how  to  preserve  it  from  risky  situations  and  put  it  in  the  best
conditions.
This need for control is all the more important in the recruitment situation as the
applicant tends to lose this feeling in the frequentation of employment
services which oblige or constrain him in his career. 
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Indeed, the tendency of many current devices is to "force" the applicant to perform
job searches, in certain sectors and not others, for one trade and not another, etc.
This is done with the risk, if the person does not implement precisely what is asked
of him, to lose his rights.
By this constraint, the applicant risks losing more and more his commitment in his
insertion. This risk can be mitigated by the advisor in innovative proposals.
This threat to the applicant is often negative, especially for his involvement in the
journey. 
The purpose of this section is to show that, despite institutional pressure, the
counselor  can  create  the  conditions  for  a  sense  of  control  for  the  job
seeker.
This also explains the importance of the feeling of freedom for commitment. 
While this concept differs significantly, it remains a means of achieving a sense of
control and engaging the individual in a sustainable return to work process. 
Indeed, if the applicant feels free to choose his path, which is not the case in most
traditional devices, he will associate these acts more closely with his initiative and
will  therefore  be  more  committed.  This  is  one  of  the  five  conditions  of  the
commitment defined by Kiesler (1971) which will be presented in another part.
For example, in the IOD actions, the emphasis is on the choice of the applicant, who
is asked to select one of the 3 jobs offered to him during an interview. A. Pascual
and D. Castra (2006) have shown that this choice situation increases the applicant's
commitment to his future job and his probability of success, and at the same time
limits the turnover for the company that Welcomes.
This restoration of the feeling of freedom and this feeling of control improves the
well-being of the applicant. People who are furthest away from the labor market
tend to deviate from traditional  insertion mechanisms and thus strengthen their
isolation.  By  making  these  feelings,  the  phenomenon  is  slowed  down  or  even
stopped.
See also parts about mediation and commitment theory.

 7. Exercises PP7B
  

Watch the video below
(Click on "PP" below to display subtitles)
  

   

s_GR_PSY_2.mp4
   

   

EXERCISE :
Identify the differents concepts of Feeling of freedom, feeling of control and Learned
helplessness
DISCUSSION :
Group discussion : How to act as a counsellor in job seeking
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 B. ECONOMY OF EMPLOYMENT

 1. Job seeking: role of the SPI workers and the job 
seekers

  

Introduction
Job search process is a complex matter, depending on the business cycle. 
In recession unemployment is high and jobs are hard to find due to a decreased
number of open positions and increased number of job seekers. 
Additional factors are country's economy and situation of a particular industry. 
Basically  job  search  process  contains  two sides  of  a  labour  market  transaction:
candidates and their future employers. 
It  is  worth  mentioning,  that  there  are  two  types  of  job  seekers:  employed  and
unemployed ones. They might use the same strategies and methods, but because
of the differences, such as like job search motives,  competencies,  possible start
date of a job, possible moving, expected salary level, work-life balance, benefits,
employment conditions as a whole, they differ, and research findings confirm that
these two groups are unlikely to directly compete with each other for offers. 
In case of this study the job seeker will be defined as a person who is unemployed
and looking for work (...)
  

   

2_Job_seeking.pdf
Document 6   
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 2. Exercises PE4
  

Job seeking : how to act ?
Debate :

 How to adapt the present system in order to make it more effective (more
results), more efficient (results at lowest cost), and more equitable ?

 How to act at our personnal level ?

 To what extent do we need to understand how the system works ?
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 A. SOCIAL PSYCHOLOGY
   
   

  

Whether  the  recruitment  situation  is  asymmetrical,  subjective  and
sometimes  unnecessarily  selective is  recognized  by  the  professionals  of
inclusion. 
Let us recognize, however, that it is also an occasion for encounters and that after
all "nothing is played in advance" between two actors. 
However, faced with this uncertainty and the finding of a verdict often disfavouring
the  most  disadvantaged, it  seems  urgent  to  experiment  with  other
strategies.
Psychosociologists (Castra, Le Poultier, Dubois, etc.) warn us that in a recruiter
position (and more generally in a situation of evaluation of others) we would tend
to "forget" the conditions of the maintenance of the interview, thereby
reducing the candidate's position as an applicant. 
According  to  them,  this  is  not  simply  a  mistake  but  a  "norm",  culturally
shared by both the candidate and the recruiter. 
Special  attention  must  therefore  be paid  to  labor  market  intermediaries.  All  the
more so because the candidate risks, if not retained,  to internalize this failure
more as "normal" and taken for granted.
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 1. Exercises PP8
  

Watch the 2 videos below
(Click on "PP" below to display subtitles)
  

   

s_GR_PSY_5.mp4
   

   

  

   

s_GR_PSY_6.mp4
   

   

EXERCISE - DISCUSSION 
 Describe shortly the differences

 Try to guess wich candidate woud be prefered by the interviewer, and try to
explain why

 2. Internality - Externality
  

The purpose here is to show that there are  different ways of explaining the
events of our lives. 
Explanations  are  not  necessarily  directly  related  to  objectivity  but,  again,  are
normative. 
What is of prime importance is the "internal" explanations, it is the internality. 
During a recruitment, for example, the candidate must show himself in an internal
discourse, because this type of explanation and positioning is valued.
It is therefore legitimate to ask the question of this norm and the fact of inculcating
it  to  a  public  in  precarious  situation  or  who  has  experienced  academic  or
professional failure.
Indeed, the risk here is to internalize the failure and to strike at the image of
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oneself.
  

   

   

 

 
   

In this context, it is the explanation of events by individuals that will be addressed. 
How does the individual perceive and explain the world around him? 
Emphasis  will  be  placed  on  the  differences  between  internal  and  external
explanations, the norm of Internality and the fundamental error of attribution. 
This part shows that the individual can explain the events 

 either  by  a  cause  that  is  dependent  on  him (we  speak  of  internal
explanation) or 

 attribute the cause of the facts to factors arising from the situation
(external explanation). 

This has nothing to do with the objectivity of the situation and many biases arise
from it.
Beauvois defines the norm of Internality as "a social valuation of behaviors
(attribution) and results (locus of control) that accentuates the causal
role of the actor".
The  fundamental  attribution  error  is  the  tendency  to  overstate  the
dispositional explanations to the detriment of situational explanations.
It is this reflection on these standards that is advanced to induce the user to reflect
on the situations he encounters and to identify the types of explanations to which
he is confronted and what they entail.
If it is a question of presenting the works as those of Heider (1958), there is no
question of making all the explanation of this theory, but rather of enabling us to
understand the way in which we explain the world and to demonstrate that " It is
not objective.

Tableau 5  DEFINITION

 a) For socio professional inclusion practices
  

The  norm  of  Internality  is  one  of  the  main  biases  encountered  in
evaluation situations and paradoxically it seems rarely taken into account both in
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inclusion and in recruitment. 
This neglect or misunderstanding can have a negative impact on the success of
jobseekers as well as recruitment.
Care must be taken to explain the concept of norm and how it can be mitigated.
Indeed, the  risk  is  to  let  the  adviser  think  that  the  acceptance  of  this
standard by the applicant should be encouraged and forced to adopt an
internal discourse. 
The risk of this internal discourse is that of a worsening of the situation of the long-
term unemployed in the event of a failure due to the recruitment situation and not
to the will and the efforts of the applicant. 
Indeed,  the person may blame himself  for  a failure  to  which  he cannot
change  anything  and  accentuate  his  exclusion  from  the  system.  This
situation should be avoided.
It is therefore not a question of privileging the internality or the externality
but of privileging the situation and the facts. Ensure that the advisor shifts
the  attention  of  the  actors  from  the  dispositional  elements  to  the
situational elements to avoid the fundamental attribution error.
This section refers directly to the notion of norm which is explained in more detail in
the section "social conformity and influence". 
It is important that the counselor can relate the notion of mediation to act on this
bias of fundamental error. It is also important for the counselor to understand the
mechanisms  of  identity  creation  to  understand  when  the  situation  is  likely  to
threaten the individual and make him exclude himself from the group of workers.

 3. Allegiance – Consistency of the speech – Halo effect
  

We continue here to show the impact of internal discourse.
If  this  "norm"  is  valued (in  our  western  societies,  at  least),  it  is  unlikely  to  be
spontaneously emitted by publics (those precisely alongside the inclusion agents)
subject to objective constraints and thus inclined to  "explain" their difficulties by
putting them forward rather than by questioning them. 
Are these explanations false? They present more "truths" than so-called "internal"
arguments. We can doubt that. 
On the other hand, they may appear inappropriate in the eyes of recruiters
who are unaware  of  this  tone,  as well  as that  the candidate does not
appear  to  threaten  the  system,  can  show  himself  lightening,  holds  a
stable  statement  because  a  changing  discourse  is  perceived  as  little
reliable...
And from this (already heavily biased) starting vision, there follows a multitude of
stereotypes, accentuated by a Halo effect.
The  questioning  for  the  counselor  thus  still  concerns  the  situation  and  the
possibilities for the precarious  publics to escape this normative and stigmatizing
pressure. And therefore to propose situations that deal with the facts and the work.
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 4. Exercises PP9
  

Watch the video below
(English subtitled)
  

   

s_LT_PSY_2.mp4
   

   

DISCUSSION 
Sharing personal experiences about “halo effect” existence in everyday life -

 (a) personal examples of decisions made which were based on the wrong
first impression;

 (b)  personal  examples  of  being  judged  by  others  due  to  the  wrong  first
impression.

Defining the presence of “halo effect” in job recruitment and selectivity process.
 What consequences “halo effect” make on job seeker (future employee) and

job provider (future employer)?
 How to avoid the  impact  of  first  negative  impressions?  (no judgement  in

advance; concentrating on current situation – no judgement of employees'
past or prediction of his future, etc.)

  

   

   

ROLE PLAY
Play a recruitment interview with two
roles :  long-term  job  seeker  and
employer
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 5. Exercises PP10
  

Watch the video below
(Click on "PP" below to display subtitles)
  

   

s_GR_PSY_4.mp4
   

   

DISCUSSION 
 Why, in your opinion, was this person hired ?

 what can we learn from this situation, in terms of interview techniques (how
can an employee increase their  chance,  and how can an employer avoid
biases)

 Try to imagine situation within interview, what could influence you ?
  

   

   

 

 
   

NOTE
In most job interviews, the real job tasks are not the main issues discussed. Cultural
similarities are too much weighted in decisions. 
This is also the case, negatively, for people stranger than the job world. 
This lead to arbitrary decisions.

 6. Deviance and identity – Bias of social categorization
  

Here, it is explained that identity stems from belonging to a group, which allows the
group to define what is IN or what is OUT in relation to that common identity. 
Once defined as OUT, the individual becomes deviant.
From  this  idea  begins  the  explanation  of  Becker's  "deviating  path"  from  the
concept of "carreer". 
The applicant, who is socially marked by a long period of unemployment,
is often regarded as deviant, and this amounts to excluding him.
To what extent can the mediator deviate from this determined a priori trajectory ?
Starting with considering the unemployed person as non-deviant (a fortiori in
a context where this deprivation is no longer an exception). This change of view,
prior to any attempt to put the job seeker back into the economy, helps to put him
in the system and give him a chance.
It should be pointed out that Becker rightly points out that we should have more to
learn from those who come out of "a deviant career" than from those who settle
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there. Hence the importance of concentrating and drawing inspiration from inclusion
methods  that,  coupled  with  the  resources  of  the  jobseekers,  facilitated  their
passage from "out" to "in".
  

   

   

 

 
   

This course focuses on the idea of  IN and OUT. Once the question of norms has
been mastered, it is important to understand that all of its norms are carried by a
group. And that each individual belongs to several small groups as defined by Tajfel
and Turner (1979). His identity is built on that.
To advise him, it is important to understand how this social identity is built, in order
to respect it, but also in order to be able to try to make it evolve.
The notion of deviance is supposed to help counselors better perceive that there is
a notion of exclusion that is eminently social and devoid of objectivity. It is the
group that produces exclusion. It is therefore important for the counselor to
understand  this  notion  in  order  to  succeed  in  finding  how  to  reintegrate  the
excluded to the group.
Two of the principal authors who defined deviance are H. S. Becker and E. Goffman
who demonstrate that deviance is defined by societal  norms.  For the author of
"Stigma: the social uses of handicaps" (63), stigma only finds its existence in the
value given to it, adding "It must be realized that in reality it is in term of relations
and not of attribute that it is necessary to speak "(P13).

Tableau 6  DEFINITION

 a) For socio professional inclusion practices
  

In this part, the advisor is asked to clarify the mechanisms for the creation of the
identity of the individual and, consequently, the creation of the group identity.
If the system is to be taken as a whole and the advisor must do everything in order
not to consider the applicant as being outside the system, he must understand that
the  tendency  of  the  dominant  actors  is  to  consider  the  unemployed  as  an
"outsider",  as defined by Becker (1963).  This tendency may lead to attempts to
rehabilitate  the unemployed -  who do not  need it,  and paradoxically  to exclude
them.
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If the counselor considers the applicant to be part of the system and understands
the identity creation mechanism, he or she may try to preserve the individual by
adapting his or her support. 
For  example,  if  a company considers  the unemployed person to  be  outside  the
system,  the counselor  may try  to  re-establish the situation  and ensure  that  the
applicant is an integral part of the system and does not need to be rehabilitated. 
It can demonstrate to the company that the person applying is able to meet the
concrete expectations of the job. What is to be discussed is the situation and the
adaptation of the two parties to what the other proposes to bring the work to be
carried out to meet the expectations of the common goal.
As  stated  above,  the  link  is  to  be  made  with  conformity  and  social  influence.
Mediation and the theory of commitment also need to be linked.

 7. Exercises PP11
  

  

   

   

ROLE GAME
The situation is a recruitment interview
with :

 someone  « deviant »  (not
considered  as  part  of  the  job
world)

 someone  with  a  high  valuated
profile,  contacted  by  a
« headhunter »
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 8. Stereotype threat
  

  

   

   

Once the stereotype is activated,
even  without  discrimination,  it
permanently weighs on the person
who is the object. 
This  state  of  threat  will  weigh
significantly on its performance. So in
recruitment,  he  will  not  have  the
opportunity to show himself optimally. 
Being  employedt,  and  in  particular  during  the  trial  period,  the  supervisor  who
"activates" the stereotype (for example, by addressing the newly hired former long-
term unemployed: "in general, those who have lost the habit to work, take time to
get back on track,", or let the new accountant know that women and numbers are
not always working together ...!"
The psycho-social literature tends to show that  these asides, often "released"
without malignancy by the encadrement, function as prophecies.
Consequence  known  as  the  "Pygmalion  effect"  proposed  by  Rosenthal  and
Jacobson, 1968); 
Aronso  and  Steele  (1995)  supplemented  this  by  identifying  the  decline  in
performance that these "small" sentences can generate. It is precisely because the
long-term unemployed or the woman (in order to take only these illustrations) have
in mind  these stereotypes that when they are activated in the collective
work, they apprehend to confirm them .
The recruiter will not be able to judge objectively their ability to perform the job. It
is therefore necessary to avoid activating the stereotype in order not to
weigh the threat. But not in any way. 
Please refer to the following parts : stereotypes-attitude and discrimination ,  how to
fight against stereotype.

 9. Exercises PP12
  

Watch the video below
(english subtitled)
  

   

s_LT_PSY_1.mp4
   

   

EXERCISE :
 identify the stereotype, and the stereotype threats in the interview

 B. ECONOMY OF EMPLOYMENT

 1. Exercises PE5
  

Labour supply
Watch the video below
(click on CC for subtitles)
  

   

s_IT_ECO_2.mp4
   

   

DISCUSSION

PART 3 - RECRUITMENT AND SELECTIVITY

41



 how to use insertion data?

 how to set up an employment policy, if we do not have quantified indicators?

 To  what  extent  can  employment  statistics  help  the  work  of  integration
professionals ?

  

   

   

EXERCISE:
Check  statistical  data  about  labor
supply in your country and EU in recent
years.  What  changed?  Why  do  you
think it happened?

 2. Labour supply
  

Labour supply refers to the number of hours that the population desires to work in
gainful activities. 
It can be thought of as the horizontal sum of the supply curves of individuals who
could participate in the market. 
Employers can obtain a larger quantity of labour basically in two ways: 

 persuasion of current employees to work more hours (which switches on the
income effect,) or 

 attract more people to enter labour market by drawing them into paid labour
from other activities or by drawing them away from other jobs (substitution
effect).

 a) For socio professional inclusion practices
  

 Employees  and  candidates  for  a  job  are  stronger  in  negotiations  with
employers in situation of economy boost.

 Recommendations for  assistance activities addressed at socio-professional
inclusion may be blow back on their authors.

 Because  of  income  effect  and  substitution  effect,  societies  may  be  in
situation, where unemployed do not want to change their status (it may be
more cost-effective to get allowance and stay at home than go to work).

 b) Essential points
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Fondamental
  

   

   

 Mainstream  economics
describes labour as one of the
factors  of  production,  along
with land and capital.

 Labour  supply  informs  about
the  number  of  hours  that
individuals are willing to spend
working rather than at leisure.

 Individuals  are  taking  into
account some information, such
as level of salary, and deciding
about work-life balance.

 There are two opposing effects
on a time use: substitution (real
wage increases and income of employee also increases due to more time
spent at work – employees substitute work for leisure and labour supply is
growing) and income effect (higher wages mean higher income for a given
number of  hours,  with less time at  work,  employee are able to maintain
previous level of income, which leads to decrease in labour supply).

 Backward-bending supply curve of labour is a situation in which worker, after
reaching satisfactory level of salary, will choose to spend less time on work
and  more  time  at  leisure  (income  effect  eventually  dominates  the
substitution effect).

   

 i Further resources
  

  

   

3_U_Labour_supply.pdf
Document 7   

   

 3. Job market signaling
  

The signaling model of education is based on the assumption, that more educated
employees receive higher pay because education provides them with a credential,
rather than because of acquired skills.
It says that: 

 individuals have different innate levels of productivity, which are not affected
by their education; 

 additional education incurs additional costs, which differ for high- and low-
productivity works (in particular – the psychic cost of schooling is higher for
people with lower productivity levels and those who learn easily can acquire
the signal cheaper than others); 

 there is asymmetric information – workers know their skill level, but potential
employers do not; schooling levels can be observed without incurring a cost 

(M.E. Page, Signaling in the Labor Market, 2010).

 a) For socio professional inclusion practices
  

 Theory of  signalling  was introduced at  times,  when undergraduates  were
scarce.

 Formal education may help individual to get a job, but it does not have to be
an academic diploma.

 Professional  development  may  be  achieved  by  self-education,  training,
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course. Sometimes it is more important to demonstrate knowledge and skills
(test) than to document it

 b) Essential points
  

   
   

Fondamental
  

   

   

 Job  market  signalling  theory,
which has been elaborated from
the  1970s,  applies  to  labour
market  and  asymmetry  of
information in the process of job
seeking and hiring.

 Employers,  in  a  state  of
uncertainty,  need a  quick  way
to  check  data  given  by
candidates for jobs. The assumption is that more educated ones have better
chances of employment and receive higher wages because their education
provide them with credentials.

 A sender  is  candidate  for  a  job,  a  recipient  is  employer  and  a  signal  is
information about obtained education.

 Obtained high level of education prove that a candidate could withstand the
rigors of getting a diploma after few years of study.

 This theory contradicts some of the human capital basis, because of reduced
role of skills and knowledge.

   

 i Further resources
  

  

   

3_V_Job_market_signaling.pdf
Document 8   

   

 4. Exercises PE6
  

Job market signaling
Discussion 
About Spence's report:
- Is it still current?
- Are the views expressed sincere or socially desirable?
- What are the biases in the different visions?
- Is it possible to manipulate the signal?
Watch the video below
(click on CC for subtitles)
  

   

s_BE_ECO_5.mp4
   

   

DISCUSSION
 What are the employee's arguments?

 What are the employer's arguments?

 How does the signal work?

 What are the other possible signals ?

Watch the video below
(english subtitled)
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s_LT_ECO_1.mp4
   

   

 5. Shift in supply and demand
  

Oxford  English  Dictionary  defines  supply  and  demand  as  the  amount  of  a
commodity, product, or service available and the desire of buyers for it, considered
as factors regulating its price.
The theory  of  supply  and  demand  shows how consumer  preferences  determine
consumer demand for commodities, while business costs are the foundation of the
supply of commodities. 
Changes in supply and demand drive changes in output and prices. Demand and
supply curves are a theoretical construction. 

 The law of demand states that people will buy less of a product/service at
higher prices and more at lower process. 

 The law of supply states that firms will offer more of a product/service at
higher prices and less at lower prices. 

Supply  and demand interact  to produce an equilibrium price and quantity,  or  a
market equilibrium 
(P.A. Samuelson, W.D. Nordhaus, Economics, 2010).

 a) For socio professional inclusion practices
  

 Economic development depends on producers and customers willingness to
sell and buy.

 There are differences in access to commodities in some groups of people
(e.g.  disabled,  old,  immigrants)  and  in  some  areas  (villages,  remote
locations).

 Success  of  the  whole  economy  and  society  is  linked  to  increased
participation of growing number of people.

 b) Essential points
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 Supply  and  demand  informs
about  the  amount  of  a
commodity (product or service)
available on the market and the
desire  of  buyers  for  it,
considered as factors regulating
its price.

 Supply and demand curves are
graphs  which  show  relation  of
prices  and  quantity  available
and desired on the market – in
a hypothetical state.

 Supply curve is responsible for
the  presentation  of  producers'
side of  the market  (amount  of
product/service,  which  are
available  to  the  consumers  at  various  hypothetical  prices;  usually  has  a
positive slop because quantity of available goods increases as the price is
going up).

 Demand curve presents  consumers'  side  of  the  hypothetical  transactions
(amount of product/services, which consumers are willing to buy at a various
hypothetical  prices;  usually  has  a  negative  slope  because  quantity  of
demanded goods decreases as the price is going up).

 The state of equilibrium is a theoretical point, where a quantity demanded
equals quantity supplied at a given price.

   

 i Further resources
  

  

   

3_T_Shifts_in_supply_and_demand.pdf
Document 9   

   

 6. Exercises PE7
  

Shift in supply and demand
DISCUSSION 

 What are more probable in the situation of income increase:

- that people are willing to buy more units of the same good, or
- buy better quality goods?

 Is price and income only and decisive factor in this equation?

 Do you know any substitute and complementary goods? Goods that can be
used in place of another (substitute) or are used together (complement)?
How demand curve conducts in those situations, when price of one of the
goods rise/drop? How demand curve conducts, when demand for one of the
goods rise/drop?

 How political decisions and international situation may influence demand on
goods? Consider a few different examples from last decade.

 Are  market  participants  welcome  every  technology  improvement?  Is  the
situation different for consumers and producers?
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 7. Human Capital
  

In the Oxford English Dictionary human capital is defined as ‘the skills, knowledge,
and experience possessed by an individual or population, viewed in terms of their
value or cost to an organization or country'.
In that way it encompasses the notion that there are investments in people, such as
education,  training,  health,  well-being,  which  help  increase  an  individual's
productivity. 
Authors  of  “The  Oxford  Handbook  of  Human  Capital”  (2011)  compared  more
approaches, like: 

 skills, knowledge and capabilities of the workforce; 

 knowledge and skills related to an individual's  overall  social  and personal
wellbeing; 

 the  stock  of  valued  skills,  knowledge,  insights,  etc.  controlled  by  an
individual, the attributes of the individual that are valuable in an economic
context; 

 totality of human potential.

 a) For socio professional inclusion practices
  

 Human  capital  gives  individuals  and  their  diversity  rightful  place  in
economics, sociology, politics.

 Socio-professional  exclusion  is  measurable  waste  of  resources  of  human
capital.

 There is  a  danger  of  closed circuit  –  lack of  skills  and knowledge makes
getting a job and income very difficult. Without a job there is no experience
and opportunities to develop.
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 b) Essential points
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 Human  capital  is:  the  skills,
knowledge,  and  experience
possessed  by  an  individual  or
population,  viewed in  terms of
their  value  or  cost  to  an
organization or country.

 HC  is  a  potential  of  an
individual, which can be used to
provide economical and social importance and gain income. For companies it
is a value of employee's productivity. It is directly linked to total wealth of the
society.

 Investments in human capital include training, education, and improvement
of living conditions.

 Human  capital  theory  was  introduced  in  the  1950s  by  economists  who
worked on labour market issues.

 Human capital can be measured by financial performance (ROI – return on
investment).

   

 i Further resources
  

  

   

3_R_What_is_human_capital.pdf
Document 10   

   

 8. Exercises PE8
  

Human capital
Watch the video below
(click on CC for subtitling)
  

   

s_BE_ECO_2.mp4
   

   

DISCUSSION
 What are the points of view expressed by the interviewed ? Their point of

view of the point of view of the employers ?
 What kind of education/training could be really considered as a capital ?

 What is the difference with the signalling theory ?

 In what extent could professional trainings be reused in other companies ?
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 9. Implicit contract theory
  

Implicit contracts are informal agreements, unwritten codes of conduct, and norms
that affect the bahaviours of individuals and firms. 
The origins of implicit-contract theory lie in the belief that observed movements in
wages and employment cannot be adequately explained by a competitive labour-
market in which wages are always equal to the marginal product of labour and the
labour market is always in equilibrium.
Implicit contract theory is one attempt at producing a model of the labour market
more capable of explaining this phenomena.
Implicit contract theory in labour economics involves how an unwritten agreement
between a firm and its employees can be reached. 
The theory is sometimes also referred to as the quasi-contract theory. 
The agreement is used to help stabilize wages and employment for the benefit of
both the employee and the employer
(Current Issues in Labour Economics, ed. by D. Sapsford, Z. Tzannatos, 1989).

 a) For socio professional inclusion practices
  

 It is not necessary that wages/salaries has to increase all the time. In the
situation  of  economic  prosperity  it  is  possible  to  keep  steady  level  of
payments in exchange of the same or a little lower level at the time of crisis.

 Implicit  contracts  may  be  used  by  union  leaders  or  opinion  leaders  and
business representatives.

 b) Essential points
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 Implicit  contracts  are  an
informal agreements, unwritten
codes  of  conduct  that  affect
behaviour  of  workers  and
employers in a long term.

 Implicit  contract  theory  dates
back to the 1970s and focuses
on  employers  and  employees
behaviour in times of recession and recovery.

 It  considers  a  labour  market  phenomena  that  decrease  in  demand  for  a
commodity  does  not  cause  reduce  of  wages  and  decrease  demand  for
labour.

 One of the basics of implicit contract theory is an assumption that workers
prefer a stable wage rate.

 There are unwritten agreements between firms and their employees, which
stabilize  wages/salaries  both  in  the  times  during  any  time  throughout
economic cycle (employees gave up part of potential wages in good times in
return for the same wage in the time of crisis and companies acts like their
insurers).

   

 i Further resources
  

  

   

4_X_Implicit_contracts_theory.pdf
Document 11   

   

 10. Exercises PE9
  

Implicit contract theory
Watch the videos below
(click on CC for subtitling)
  

   

s_BE_ECO_4.mp4
   

   

  

   

s_PL_ECO_1.mp4
   

   

DISCUSSION
 Identify  the  terms  of  the  implicit  contract  that  could  be  use  between

employer and employee, to guarantee the job security ?
 Does it really works in our modern job market ? What are the possible biases

of this theory ?
 In what extent could we consider the employee as an insurance company ?
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 A. SOCIAL PSYCHOLOGY
   
   

  

We would like to draw attention to the fact that the categorization phenomena and
their effects of putting "OUT" have not disappeared once the candidate employee of
the company. 
In a global environment where employment is rare, the look of his colleagues is
sometimes ambivalent: Reinforcement? Lost time training? Potential competitor? ...
Integration can be the best (recognition of its status, help...) or the worst (sidelined,
each for oneself ...). 
How to ensure that the work group makes room for the newcomer and promotes the
expression of his / her skills? As we can see, the inclusion agent can not remain "at
the door of the business" once the successful candidate has been selected.
We must  therefore  continue  to  test  the  validity  of  our  concepts  throughout  the
process of inclusion and not only in the early stages of employment.
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 1. Exercises PP13A
  

Watch the video below
  

   

https://youtu.be/9TxT_IFfUq4
   

   

EXERCISE :
 Wich one (candidate  or  animator)  seems to appear  the most intelligent ?

Why ?
 Try to explain the reason of your choices, in relation to the situation.

 2. Fundamental error attribution
  

Explanation of the concept of  fundamental attribution off error , which biases
the  vision  of  the  actors  and  sometimes  leads  to  their  disinvestment.  The
questioning on the situation continues. Because the Fundamental error attribution
tends to mask a significant part of the determinants of the situation which could
lead to conflict resolution and thus to sustainable integration and job retention.
To avoid this risk and to change the situation in favor of the accompanied person, it
is necessary to re-contextualize.
This concept is related to : stereotypes, deviance, discrimination, etc.
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 3. Exercises PP13B
  

Watch the videos below
(click on CC for subtitles)
  

   

s_FR_PSY_1.mp4
   

   

  

   

s_FR_PSY_2.mp4
   

   

EXERCISE :
 Do you know other examples of Fundemental Attribution Errors ?
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 4. Mediation
  

Allowing re-contextualization requires the advisor to be in the position of mediator.
It is therefore a question here of explaining the general principle of mediation.
The adviser must consider the value of having an action to remove the brakes and
its possible role as mediator.
It is possible to propose examples and exercises on mediation, to reflect on notions
such as privileging the logic of proposition rather than the logic of advice.
What do we mean by logic of proposition and in what does it differ from the logic of
advice? To illustrate this, let us take two examples:

 the initial  reception of  the jobseeker,  where it  may not  be a  question of
making a diagnosis  of  the jobseeker,  but  of  placing  him in a  position to
choose  from  job  offers  proposed  by  the  mediator.  Consequently,  the
diagnosis is no longer that of the adviser (supposed expert and overhang)
but that of the applicant considered to be in the best position to say what
suits him.

 The same logic in the first approach of an employer's inclusion officer, the
mediator after questioning him about his recruitment and integration habits -
and took note of the difficulties he faces Define his need, or find candidates,
or choose from several of them, or succeed the taking function, etc., offers
him to experiment with other ways of proceeding.

In both cases, the credibility of the inclusion agent will depend on its capacity to be
a  force  for  proposal.  And  the  experience  of  this  way  of  doing  shows  that  the
legitimacy of the agent of inclusion to organize and regulate the relations including
in the company, is clearly reinforced.
  

   

   

 

 
   

The aim is to grant both parties by evaluating the possibilities and not to make the
job seeker stick to each requirement of the company. 
It is therefore a question of being a resource for all actors, a mediator of the labor
market and of employment.
It should be noted that this post-employment dimension is still little invested by the
psycho-social literature and by professionals in the field of inclusion.
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If we compare the number of books and manuals devoted to the upstream phases
(writing CVs, cover letters, interviews ...) with those dedicated to the downstream
phases, we are struck by the plethora of the first ones to the latter. 
What observers sometimes call "the black box" remains the prerogative of many
working organizations. 
However,  retention in  the workplace is  the aim of  policies to combat  exclusion.
Towards this goal requires a better knowledge of their internal functioning in terms
of the integration and evolution of their employees.
Either the services of the mediator announced to the employers stop recruiting and
it  will  be  difficult  for  him to  maintain  a  margin  of  intervention  thereafter;  The
mediator by proposing services from the outset to the satisfaction of both parties
(at least until the end of the probationary period) gives himself a chance to act in
case of risk of breach of contract or Influence its renewal.
If  the  mediator  succeeds  in  opening  up  this  opportunity,  he  will  find  that  the
concepts presented above ("threat of stereotype",  "stigmatization",  "fundamental
attribution  error",  "internality"  ...)  (Acting  concurrently  with  the  main  actors
concerned, giving priority to a posteriori and situation-based diagnosis, taking part
in a logic of proposals ...) retain their relevance during these crucial phases for a
successful inclusion Are the first days of taking office.

 B. ECONOMY OF EMPLOYMENT

 1. Different motivation systems
  

Motivation  is  a  psychological  force  that  determines  the  direction  of  a  person's
behaviour, level of effort, level of persistence in the face of obstacles. 
It is an internal drive to satisfy an unsatisfied need and to achieve a certain goal. 
It  is  a procedure  that  begins through a physiological  or  psychological  need that
stimulates  a  performance  set  by  an  objective  (Ovidiu-Iliuta  Dobre,  Employee
motivation  and  organizational  performance,  Review  of  Applied  Socio-Economic
Research, vol. 5, issue 1, 2013). 
Extrinsic motivation serves to satisfy indirect or indirect needs. I the case of intrinsic
motivation the activity itself or the corresponding end goal satisfies a direct need 
(Successful Management by Motivation. Balancing Intrinsic and Extrinsic Incentives,
ed. by B.S. Frey, M. Osterloh, 2002).

 a) For socio professional inclusion practices
  

 Each person has different  level  of  motivation to achieve goals in private,
social, professional life.

 Regardless  of  varieties  of  those  differences,  it  is  possible  to  summarized
them into motivation systems.

 Those systems can be used to motivate particular people or their groups to
achieve more in the field of health recovery, professional training, getting a
job.
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 b) Essential points
  

   
   

Fondamental
  

   

   

 Motivation  is  a  psychological
force  that  determines  person's
behaviour.

 From  the  20th  century  and
introducing  of  human  capital
theory,  employees  are
considered as one of the main
advantages  of  companies  and
managers work it to keep them dedicated to the job.

 There are internal (personally rewarding behaviour) and external factors (to
earn a reward or avoid punishment) that can stimulate desire and energy in
people to be dedicated to the job.

 Modern  motivations  systems  propose  two  groups  of  motivation  tools:
material  (salary,  bonuses,  pension,  and  other  benefits)  and  nonmaterial
(trainings and courses, promotions, childcare facilities).

   

 i Further resources
  

  

   

4_P_Different_motivations_systems.pdf
Document 12   

   

 2. Exercises PE10
  

Different motivation systems
Watch the video below
(click on CC for subtitling)
  

   

s_ES_ECO_1.mp4
   

   

 3. Job demand / resources model
  

Job  demands-resources  model  is  used  to  predict  job  burnout,  organizational
commitment, work enjoyment and work engagement. 
It connects job demands (physical, social, or organizational aspects of the job that
require sustained physical or mental effort and are therefore associated with certain
physiological  and  psychological  costs)  with  job  resources  (physical,  social,  or
organizational aspects of the job that may be functional in achieving work goals;
reduce job demands and the associated physiological and psychological costs; or
stimulate personal growth and development). 
The early JD-R model proposed two processes for the development of burnout. 
First, long-term excessive job demands from which employees do not adequately
recover, which may lead to exhaustion – the energetic component of burnout. 
Second, a lack of resources precludes that job demands are met and that work goals
are reached, which leads to withdrawal behaviour. 
Revised JD-R model includes work engagement in addition to burnout and considers
burnout  and  work  engagement  to  be  mediators  of  the  relation  between  job
demands  and  health  problems,  and  job  resources  and  turnover  intention,
respectively. 
It not only explains a negative psychological state (burnout), but also its positive
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counterpart – work engagement
(Georg F. Bauer, Oliver Hämmig, Bridging Occupational, Organizational and Public
Health: A Transdisciplinary Approach, 2014).
  

   

   

 

 
   

 a) For socio professional inclusion practices
  

 Employees may be affected by burnout effect, which can cause decrease of
productivity also in their future jobs.

 Job demands and resources should be presented not only to employees and
employers, but also to the future employees (young people, unemployed).

 Education about effects of these group of factors can contribute to growth of
awareness about employees rights and obligations.

 b) Essential points
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 JD-R model has been developed
in the21st century, in response
to job burnout  problem,  within
labour market theory.

 It  proposed  structured
knowledge  about  occupation
factors  that  impacts  job
performance of individuals.

 There are two group of factors:
positive  (job  resources)  that  stimulate  an  employee  and  negative  (job
demands), that decrease level of motivation.

 Examples  of  job  demands:  workload,  high  work  pressure,  inconvenient
working hours.

 Examples  of  job  resources:  autonomy,  performance  feedback,  esteem-
reward.

 JD-R is used to predict appearance of the problem of decreased employees
commitment and burnout.

   

 i Further resources
  

  

   

4_S_Job_demands-resources_model.pdf
Document 13   

   

 4. Exercises PE11
  

Job demand / resources model
Watch the video below
(click on CC for subtitling)
  

   

s_BE_ECO_3.mp4
   

   

Discussion / debate :
- Knowing that the interviewees refer to a table with two colomns : demand and
resources, try to identity the elements presented by the different people (after that,
have a look at the table (cf. job_demand_resource_model p 65))
- Find other elements of demands and resources from real of fictionous situation.
- Do you think that all demands could be compensated by resources, find counter-
examples
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 A. The NARSPI Project
  

  

   

   

 

 
   

  

THE PROJECT
NARSPI project is granted by the Erasmus+ program of the European Commission.
This  project  centers  on  the  principle  that  a  more  equitable  and  effective  fight
against social and occupational integration is based on a better understanding of
SPI  workers of the pertinent socio-economic environments they work under.  This
goal also entails a better knowledge of the psychosocial situations associated with
social and professional exclusion and the job market. The ultimate objective is that
these professionals receive better guidance and improved continuous learning. To
succeed at this, they need to have access to a personalized training tool according
to their abilities and needs, and that takes into account these SPI  professionals'
previously acquired job-related scientific expertise. This will, in time, result in better
quality employment opportunities for unemployed people.
Our project also aims at the generation of alternative, improved Open Educational
Resources (OERs). The target groups are SPI professionals who work with low-skilled
workers. These resources are intended for different types of professionals:
(a) Trainers in of basic VET level professions, and
(b) personnel in orientation or integration agencies.
These OERs could be targeted to either small groups or individuals. They will focus
on the  training  of  professionals  in  psychological  aspects  of  social  inclusion  and
training  integration.  They could be  recent  graduates  in  social  sciences or  social
education who may consider specializing in the SPI field of work. Additionally, they
could  be  already  working  in  this  field  and  may  demand  updated,  or  ongoing
training.
This  symbiotic  relationship  between  in-service  training  of  SPI  professionals  and
preparatory  training  at  higher  educational  institutions  improves  the  connection
between employers and higher education institutions in fostering flexible learning
(priority 1.3.4 of the Modernisation of Higher Education in Europe: Funding and the
Social Dimension – 2011).
These  OERs  intend  to  create  technical  and  educational  contents  that  are
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complementary  to  other  lessons  found  elsewhere.  They  transversely  target  the
need for understanding and analysing situations  associated with social  exclusion
and socioprofessional integration. The OER contents serve to transversely improve
the skills of workers in the SPI field.
Specific examples of targets are:
(a) the overall improvement and better customization of teaching methodologies,
(b)  using  more  relevant  guidance  for  the  potential  psychosocial  risks  for  SPI
professional, and
(c)  the better  identification of psychosocial  burdens and specific needs of  these
individuals.
These will ultimately lead to increased effectiveness in the counseling process of
low-skilled beneficiaries and to the availability of more suitable to them.
  

THE PARTNERS
  

   

   

 Perspectives  (coordinatoor),
Flémalle  (Belgium),
http://performat.be3

 Melting  Pro  Learning,  Rome
(Italy), http://meltingpro.org4

 European Learning Center- ELC,
Ubrique  (Spain),
http://www.europeanlc.es5

 Research Paths, Atheens (Greece) http://researchpaths.gr/6

 Transfer, Bordeaux (France), http://transfer-iod.org7

 Vytautas Magnus University, Kaunas (Lithuania), http://www.vdu.lt8

 Wyższa  Szkoła  Biznesu  i  Nauk  o  Zdrowiu  -  WSBINOZ,  Lodz  (Poland),
http://www.medyk.edu.pl9

 Loughborough university (United Kingdom), http://www.lboro.ac.uk10

  

CONTRIBUTORS
 Thomas AUVIN, Transfer (FR)

 David BODART, Perspectives (BE)

 Laure BOVE, Melting Pro (IT)

 Eilina DAILIDIENE, Vytautas Magnus University (LT)

 François KINET, Perspectives (BE)

 Spyros KOKKOTAS, Research Paths (GR)

 Jean-Marc LAFITTE, Transfer (FR)

 Antonia LIGUORI, University of Loughborough (UK)

 Jamal MANAD, Perspectives (BE)

 Natalija MAZEIKIENE, Vytautas Magnus University (LT)

 Andrea ORTIZ, European Learning Centre (ES)

 Juan Carlos ORTIZ, European Learning Centre (ES)

 Katarzyna PASZYN, Medyk (PL)

3 - http://performat.be
4 - http://meltingpro.org
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8 - http://www.vdu.lt
9 - http://www.medyk.edu.pl
10 - http://www.lboro.ac.uk
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