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Adult Educators’ Handbook on Diversity Learning and 
Competence Validation  

Introduction  
Adult educators play a crucial role in fostering inclusive, diverse, and equitable learning 
environments. The We-COOK In Handbook on Diversity Learning and Competence 
Validation has been designed as a practical resource to equip educators with the skills, 
knowledge, and tools needed to navigate and embrace cultural diversity in educational 
settings. This handbook supports educators in their mission to create inclusive, learner-
centred environments where all individual, regardless of background, have the 
opportunity to develop their full potential. 

The need for intercultural competence and diversity learning in adult education has 
never been more pressing. With migration, multicultural communities, and diverse 
classrooms becoming the norm, educators must be prepared to address cultural 
differences, foster dialogue, and create learning experiences that reflect the needs of all 
learners. This handbook offers a structured approach to intercultural education, 
cultural awareness, competence validation, and labour market inclusion, ensuring that 
adult learners are supported in both their personal and professional growth. 

The handbook is structured into three key modules: 

• Module 1: Intercultural Education and Cultural Diversity  

o Unit 1.1: Intercultural Education and Cultural Diversity  
o Unit 1.2: Cultural Awareness  

This module introduces intercultural education and highlights its relevance in 
adult learning. It provides educators with foundational knowledge of cultural 
awareness, intercultural dialogue, and strategies for creating culturally 
responsive teaching environments. 

• Module 2: Cross-Cutting Competences  

o Unit 2.1: Intercultural Competence for Inclusive Learning Environments  

o Unit 2.2: Competence Validation and Labour Market Inclusion  

This module explores essential competences such as communication, adaptability, 
and critical thinking that enable educators to foster inclusive learning environments. It 
also focuses on competence validation, a crucial tool in supporting learners’ transition 
into the labour market. 

• Module 3: Essential Crosscutting Skills for Trainers 
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o Unit 3.1: Crosscutting Skills  

o Unit 3.2: Case Studies and Best Practices  

This module emphasises the development of soft skills, such as empathy, efficient 
communication, and adaptability, which are essential for educators in diverse learning 
contexts. Additionally, it includes case studies and best practices to demonstrate 
successful approaches to integrating diversity in education. 

 

Through theoretical insights, practical strategies, self-assessment tools, and case 
studies, this handbook empowers educators to enhance their teaching methods, 
validate learners' competences, and contribute to a more inclusive society. Whether 
you are an experienced educator or new to the field, this resource provides valuable 
guidance to strengthen your intercultural teaching competencies and support adult 
learners in their lifelong learning journey. It also provides direct insights into how to 
utilise the We COOK In Toolkit Learning Toolkit with adult learners (https://wecook-in-
mooc.eu/toolkit/) .  

This handbook serves not only as a guide but also as a call to action, encouraging 
educators to embrace intercultural education, challenge biases, and champion 
inclusive learning environments that recognise and celebrate diversity.  

  

https://wecook-in-mooc.eu/toolkit/
https://wecook-in-mooc.eu/toolkit/
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Module 1 Intercultural Education  

Module 1.1. Intercultural Education and Cultural 
Diversity  

Section Description 
Unit Description This unit explores the concept of interculturality and the 

relevance of intercultural education in adult teaching. It 
provides educators with knowledge and tools to 
understand, embrace, and implement intercultural 
education principles effectively. 

Learning Outcomes Upon completing this unit, participants will be able to:  
 

• Identify and explain key cross-cutting intercultural 
competencies, such as communication, empathy, 
adaptability, and self-awareness.  

• Apply strategies to create inclusive learning 
environments that value diverse perspectives and 
experiences.  

• Integrate intercultural competencies into teaching 
methods to better prepare learners for the 
multicultural job market. 

Self-Assessment Participants will complete a post-unit reflection, rating their 
understanding and skills on a scale of 1-5: 
(1 = No knowledge, 5 = Expert level) 
 
Areas of focus include:  
 

• Awareness of intercultural education’s relevance  
 

• The role of adult educators in promoting 
intercultural competence 

• Understanding the concept of culture and its 
components  

• Recognising the value of cultural diversity in learning  
Applying intercultural education principles in 
curriculum design  

• Implementing teaching methods that support 
diverse learning styles  

• Developing strategies to enhance employment 
opportunities for migrants 

Extra Resources & 
References 

• Florida International Institute, Office of Global 
Learning Initiatives  
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• The Making Global Learning Universal Podcast: 
Listen here  

• Landorf, H., Doscher, S., & Hardrick, J. (2018). 
• Making Global Learning Universal: Promoting 

Inclusion and Success for All Students. Sterling, VA: 
Stylus Publishing.  

• Leask, B. (2015). Internationalizing the Curriculum. 
Abingdon: Routledge.  

• UNESCO, Guidelines on Intercultural Education: 
Read here  

• Intercultural Dialogue & Competence Resources 
Glossary • Intercultural Learning: Learning among diverse 

people, focusing on how we learn together, not just 
what we learn.  
 

• Multiculturalism: The presence of multiple cultural 
groups within a society, including ethnic, linguistic, 
religious, and socio-economic diversity.  

 
• Interculturality: The evolving relations between 

cultural groups, emphasising dialogue and mutual 
respect.  

 
• Cultural Pluralism: A framework where different 

cultural groups coexist while maintaining their 
unique identities.  

 
• Diversity: The inclusion of various cultural, ethnic, 

gender, and social identities in a society, valuing 
different perspectives. 

 

This unit is designed to support adult educators in fostering inclusive learning 
environments where cultural diversity is embraced. The materials provided offer deeper 
insights into intercultural education, while the self-assessment allows educators to 
reflect on their own intercultural teaching skills. Throughout this unit, adult educators 
can explore the concept of interculturality and discusses the relevance of intercultural 
education in adult teaching. This module aims to provide adult educators with the 
necessary knowledge and tools to understand, embrace, and effectively implement 
intercultural education principles in their teaching practices. Intercultural education is 
essential in today’s diverse and interconnected world, enabling educators to foster 
inclusive learning environments and equip learners with the skills to navigate cultural 
differences. 

 

https://goglobal.fiu.edu/podcast/
https://unesdoc.unesco.org/ark:/48223/pf0000147878.locale=es
https://www.coe.int/t/dg4/intercultural/concept_EN.asp
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Defining Intercultural Education and its Relevance  

Culture  

Culture is defined in numerous ways. As such, it has been defined as “the whole set of 
signs by which the members of a given society recognise [...] one another, while 
distinguishing them from people not belonging to that society.” It has also been viewed 
as “the set of distinctive spiritual, material, intellectual and emotional features of a 
society or social group... (encompassing) in addition to art and literature, lifestyles, 
ways of living together, value systems, traditions, and beliefs.” Culture is at the core of 
individual and social identity and is a major component in the reconciliation of group 
identities within a framework of social cohesion. In discussing culture, reference is 
made to all the factors that pattern an individual’s ways of thinking, believing, feeling 
and acting as a member of society (UNESCO Guidelines on Intercultural Education, 
2006).  

 

Cultural Awareness  

Cultural awareness is the understanding of how culture influences people’s perception, 
behaviour and communication when interacting with people from other cultures. Being 
culturally aware means understanding why cultural diversity is important and 
recognising how people from diverse cultural backgrounds can have different values. 
What we consider to be “normal” behaviour in one country can be entirely different in 
another. Even if you are not closely familiar with other cultures, if you at least 
understand your own culture and how it affects you, you can take the first step in 
developing a sense of cultural awareness when it comes to interacting with people who 
have a different background than yours. Being respectful of others and accepting 
people's opinions, rights and feelings, even when they are different from our own, 
develops more successful personal and professional relationships. Cultural awareness 
also helps develop better cognitive flexibility, problem-solving, decision–making and 
communication skills. 

 

Culture and Education 

“Concepts of culture and education are, in essence, intertwined. Culture forges 
educational content, operational modes and contexts because it shapes our frames of 
reference, our ways of thinking and acting, our beliefs and even our feelings. All actors 
involved in education – teachers and learners, curriculum developers, policy makers 
and community members – invest their cultural perspectives and cultural aspirations 
into what is taught, and how it is conveyed. Yet education is also vital to the survival of 
culture. As a collective and historical phenomenon, culture cannot exist without 
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continual transmission and enrichment through education, and organised 
education often aims to achieve this very purpose” (UNESCO Guidelines on 
Intercultural Education, 2006).  

Culture Responsive Approach to Teaching  

Cultural awareness is the first step to building a culturally responsive approach to 
teaching. Research shows that taking the learners’ culture into account as a basis for 
learning, communicating and reshaping curriculum to reflect their diversity leads to 
better educational outcomes. It helps educators to recognise the uniqueness of each 
learner and the differences between groups. Culturally responsive teaching builds on 
cultural awareness, using that competence to better communicate with learners. The 
goal is to empower learners by understanding their cultural backgrounds and tailoring 
learning to meet and celebrate their experiences. Educators with strong cultural 
awareness are better prepared to navigate the challenges of the education landscape. 

Intercultural Education 

“In a world experiencing rapid change, and where cultural, political, economic and 
social upheaval challenges traditional ways of life, education has a major role to play in 
promoting social cohesion and peaceful coexistence. Through programmes that 
encourage dialogue between students of different cultures, beliefs and religions, 
education can make an important and meaningful contribution to sustainable and 
tolerant societies. Intercultural Education is a response to the challenge to provide 
quality education for all. It is framed within a Human Rights perspective as expressed in 
the Universal Declaration of Human Rights (1948): Education shall be directed to the full 
development of human personality and to the strengthening of respect for human rights 
and fundamental freedoms. It shall promote understanding, tolerance and friendship 
among all nations, racial and religious groups, and shall further the activities of the 
United Nations for the maintenance of peace” (UNESCO Guidelines on Intercultural 
Education, 2006).  

Exploring the Role of Adult Educators in Promoting Intercultural 
Competence 

Developing Cultural Awareness of Educators  

Cultural awareness begins with developing sensitivity and understanding of the 
learners' beliefs, attitudes, behaviours and values. Be proactive when it comes to 
learning about the different cultural backgrounds of your students. Learn about the 
cultural characteristics, history and customs of your students' native countries. Also, 
talk to your colleagues as they may have invaluable information that helps you get a 
better understanding of cultural issues that may arise in the classroom. Before 
educators can implement cultural awareness into their teaching methods, they must 
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first recognise their own cultural background. Shaping cultural 
backgrounds are factors like race, gender, ethnicity, religion, 
language, socioeconomic status and disability status. 
Reflecting on their own background will help educators 
indicate the ways in which it is similar to or different from 
that of their learners. Then, the educator can begin to 
identify the learners with whom they may experience a 
“culture gap”. 

 

• Mind the cultural taboos 
Find out which topics and actions are taboo. Each culture is 
different and there will be certain topics that are off limits such as politics, 
religion, money or ongoing conflicts. Also, be aware of your own actions. Actions 
that may be acceptable in your culture might be taboo in another. You do not 
want to embarrass or upset students through ignorant actions such as pointing, 
touching or holding eye contact. If you are teaching in your home country, inform 
your students about your own culture and share information about which topics 
and actions are appropriate, and which are not. 
 

• Confront implicit bias 
According to Ohio State University’s Kirwan Institute for the Study of Race and 
Ethnicity, “implicit bias” refers to “the attitudes or stereotypes that affect our 
understanding, actions, and decisions in an unconscious manner.” By identifying 
the ways in which their lived experience differs from that of their students, 
educators can begin to consciously examine whether those gaps have created 
unconscious attitudes or stereotypes. Questioning those attitudes and 
encouraging an open mind helps dismantle implicit biases. 
 
Communicate with cultural awareness 
A person’s cultural background shapes the way they communicate. Some 
cultures may avoid direct eye contact, speak a different language than the 
educator or have distinct attitudes about authority and family dynamics. 
Educators who take these cultural norms into consideration will be better able to 
communicate with and gain input from learners. 
 

• View educators as learners 
Because educators do not always share the same background as their students, 
it’s crucial that they allow themselves to constantly learn from those students 
and their cultures. Whether through professional development courses or 
discussions with students and their families, educators who seek opportunities 
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to better understand different cultures can help bridge some gaps that 
impede learning. 
 

• Be aware of different learning styles  
It is important to remember that someone's cultural background often affects 
the way they interact in the classroom. Being sensitive to cultural ways of 
learning is a key step towards developing an understanding of your students' 
culture. Educators can research online to familiarise themselves with how their 
students learn in their native country. Common learning methods that are used 
in classrooms across many cultures are games, storytelling, puzzle-solving, 
repetition and visuals. 
 

• Create culturally adaptable lessons 
A lesson or method of teaching that’s easily 
understood by one group of learners may not be 
well-suited to another group. Limited access to 
technology, linguistic differences, family dynamics 
and other factors could hinder some learners’ 
abilities to fully participate in certain lessons. When 
teaching, educators need to understand that 
students engage more in learning when the 
language is presented within the students' cultural 
frames of reference. When possible, the lessons 
should incorporate content that reflects the 
different cultures of the students to help them learn 
more effectively and connect with the teaching content. 
 

Developing the Concept of Culture and its Components  

Cultural Components  

Many educators often find themselves teaching in culturally diverse situations. Many of 
them assume cultural diversity is generally limited to ethnicity and religion, but in fact, 
culture encompasses a broad range of categories. To promote cultural awareness, 
educators need to account for all the different aspects of culture that can influence a 
student's perceptions, attitudes and behaviours.  

These cultural categories includes race, religious persuasion, ethnic background, 
sexual orientation, gender identity and socio-economic status. 
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Developing Culturally Diverse Classrooms  

• Race 

Learners who differ in skin colour and other physical attributes typical of the majority 
culture may be dealing with negative feelings connected to their own self-perceptions 
or how their classmates may perceive them. It's important for educators to be aware of 
this and factor it into their observations.  

• Religious persuasion 

Many learners may come from families where there is a tradition of religious adherence. 
Thus, it is useful for educators to familiarise themselves with the ways religious 
traditions and requirements can impact their students' actions inside and outside the 
classroom. 

• Ethnic background 

Ethnicity is not defined by physical appearance as much as it is by such things as 
culture, ancestry, language or religion. Ethnic groups can differ in such things as values, 
rituals and communication styles. Understanding these differences can help educators 
become familiar with their students' interests and how they see the world.  

• Sexual orientation and gender identity 

A student's sexual orientation and/or gender identity can often subject them to 
unwelcome attention outside of the class. This is often in the form of bullying or 
discrimination. This is something that they should not have to deal with in class. 
Therefore, if educators find they have members of the LGBTQIA+ community among 
their students, they should seek information and advice on how best to accommodate 
their learning needs.  

• Socio-economic status 

A student's learning achievement can be influenced by their economic background. 
Educators should be aware of how a student's financial circumstances can lead to 
classroom pressure and diminish their ability to find adequate time or a suitable place 
to study, not to mention accessing important learning resources. 

• Lead by example 

Educators should play a leading role in fostering a culturally inclusive classroom by 
demonstrating their own desire to be culturally aware. This can be achieved by inviting 
students to share their stories and relate their cultural experiences in the classroom. 

  

• Be conscious of the impact of cultural differences 
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Not all students are openly expressive of their cultural differences, so educators 
should respect certain boundaries while being accommodative. Sometimes, cultural 
differences might be influencing a student's learning progress, so try to be sensitive to 
this and avoid superficial assumptions. If you suspect issues related to their cultural 
background are impacting the student, be supportive and consider adjusting your 
approach. 

 
 

• Cultural differences do not equate to 
different expectations 

Although learners may have different needs, they 
must all have the same expectations. Maintain the 
same high expectations for all students. Maintaining 
different expectations for different students can 
incorrectly send the message that cultural 
differences determine educational outcomes. 

  

• Incorporate cultural diversity into your teaching 

Try to cater to diversity in your lessons and teaching materials. In this way, you are 
telling your students that their culture is respected, and their needs are important. 

 

Recognising the Value of Cultural Diversity in Learning  

Developing Intercultural Dialogue in the Classroom  

Intercultural dialogue is an open and respectful exchange of views between individuals 
and groups belonging to different cultures that leads to a deeper understanding of the 
other’s global perception. 

 

The objective of intercultural dialogue is to learn to live together peacefully and 
constructively in a multicultural world and to develop a sense of community and 
belonging. Intercultural dialogue can also be a tool for the prevention and resolution of 
conflicts by enhancing the respect for human rights, democracy and the rule of law. 
More specifically, the following goals have been outlined: 

• To share visions of the world, to understand and learn from those that do not see 
the world with the same perspective we do; 
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• To identify similarities and differences between different cultural traditions 
and perceptions; 

• To achieve a consensus that disputes should not be resolved by violence; 

• To help manage cultural diversity in a democratic manner, by making the 
necessary adjustments to all types of existing social and political arrangements; 

• To bridge the divide between those who perceive diversity as a threat and those 
who view it as an enrichment; 

• To share best practices particularly in the areas of intercultural dialogue, the 
democratic management of social diversity and the promotion of social 
cohesion; 

• To jointly develop new projects. 

 

Based on experience we can propose at least six “enabling factors”, crucial conditions 
that characterise a true, meaningful intercultural dialogue and that must be fulfilled 
from the very outset, or achieved during the process: 

• Equal dignity of all participants; 

• Voluntary engagement in dialogue; 

• A mindset (on both sides) characterised by openness, curiosity and 
commitment, and the absence of a desire to “win” the dialogue; 

• A readiness to look at both cultural similarities and differences; 

• A minimum degree of knowledge about the distinguishing features of one’s own 
and the “other” culture; 

• The ability to find a common language for understanding and respecting cultural 
differences. 

Intercultural Competence  
Intercultural competence is the ability to function effectively across cultures, to think 
and act appropriately, and to communicate and work with people from different cultural 
backgrounds – at home or abroad. Intercultural competence is a valuable asset in an 
increasingly globalised world where we are more likely to interact with people from 
different cultures and countries who have been shaped by different values, beliefs and 
experiences. 

So, the fundamental characteristics of intercultural competence are knowledge, skills, 
and attitudes: 
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• knowledge: requires cultural self-awareness and culture-specific insights as 
well as an awareness of global issues 

• skills: the ability to see the world from another perspective and listen patiently 
where required 

• attitudes: respect, curiosity, and openness towards other cultures 

Incorporating Intercultural Education Principles in Curriculum Design 

Intercultural Education Principles  

According to the UNESCO Guidelines on Intercultural Education, these principles are: 

• PRINCIPLE I: Intercultural Education respects the cultural identity of the learner 
through the provision of culturally appropriate and responsive quality education 
for all.  

• PRINCIPLE II: Intercultural Education provides every learner with the cultural 
knowledge, attitudes and skills necessary to achieve active and full participation 
in society.  

• PRINCIPLE III: Intercultural Education provides all learners with cultural 
knowledge, attitudes and skills that enable them to contribute to respect, 
understanding and solidarity among individuals, ethnic, social, cultural and 
religious groups and nations.  

Defining Intercultural Learning Outcomes for Curriculum Design 

Intercultural learning outcomes may include: 

• Reference to contemporary international and local content and contexts; 

• Investigation of professional practice in other cultures; 

• Intercultural issues in professional practice; 

• Critical global challenges and solutions; 

• Opportunities for students to reflect on how their learning applies to different 
cultural and geographical contexts; 

• Issues related to global justice, ethics, equity, human rights and related 
economic, social and political issues; 

• Reference to intercultural competence, communication and negotiation. 
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Incorporating Intercultural Education Principles in Curriculum Design  

 

 

 

Adapting Teaching Methods to Diverse Learning Styles  

Intercultural Teaching Competence 

Intercultural teaching competence is “the ability of instructors to interact with students 
in a way that supports the learning of students who are linguistically, culturally, socially 
or in other ways different from the instructor or from each other, across a very wide 
definition of perceived difference and group identity” (Dimitrov et. al., 2014, p. 89). 
Intercultural teaching competence enables instructors to bridge cultural, linguistic or 
other differences in the classroom, communicate successfully across disciplinary 

Focus on Students as Learners
• Inclusive curriculum design values the diversity of students’ previous 

knowledge, experiences, perspectives, and skills and embeds opportunities 
for all students to draw on their cultural backgrounds and learn from others

Provide Context-specific Information and Support
• The teaching and learning environment is not a culturally neutral space. 

Students bring a range of interpretations and assumptions to the setting. 
Faculty should be as clear as possible about their expectations of students in 
relation to behaviour as well as academic performance including 
transparency and clarity concerning assessment criteria. This will include a 
range of disciplinary expectations such as critical thinking, appropriate 
referencing, and analysis of relevant literature.

• Ensure that student information and requirements are appropriate to the 
needs and contexts in which teaching and learning take place e.g. online, in-
person, blended, overseas, undergraduate, postgraduate, etc.

Facilitate Meaningful Intercultural Dialogue and Engagement
• Create opportunities for students to interact with others from diverse 

backgrounds and share and exchange a range of cultural perspectives on 
subject matter.

Prepare Students for Life in a Globalised World
• We are preparing graduates for a globalised world where intercultural and 

international knowledge, skills and attitudes are crucial to solving the 
complex challenges of the twenty-first century. Embedding graduate 
attributes related to global citizenship can ensure that diversity is recognised 
as a valuable asset to support the knowledge and skills that students need to 
flourish in our globalised world.
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cultures, and to establish meaningful relationships with and among students in 
order to facilitate learning and promote student engagement. 

In addition, intercultural teaching competence also includes the ability to model 
intercultural competence for students in the classroom and to facilitate dialogue about 
global issues using respectful, inclusive, and culturally relevant teaching strategies. 
Interculturally competent instructors are open to diverse ways of knowing, are reflective 
in their approaches to assessment and curriculum design and promote multiple 
perspectives when they select content, readings, and learning activities. 

 

Components of Intercultural Teaching Competence  
The Intercultural teaching competence includes 3 subsets of intercultural 
competences: 

 

Intercultural Teaching Competences – Foundation Competences 

This set of competences refers to an instructor’s own intercultural awareness and 
ability to model intercultural competencies for their students. Interculturally competent 
instructors are able to: 

• Develop an awareness of one’s own cultural and disciplinary identities and 
positionality in the classroom. 

• Anticipate, value and accept differences among learners and ways of learning in 
order to create cultural safety and trust. 

• Model and encourage perspective taking in the classroom. 

Foundational competences 
encompass an instructor’s 

knowledge of their own 
positionality and ability to 

respond to difference;

Facilitation competences 
focus on the instructor’s 
ability to create a safe, 

inclusive learning environment 
and promote dialogue in the 

classroom; and

Curriculum design 
competences include an 

ability to enrich the curriculum 
with diverse perspectives 
through the selection of 

content, learning activities, 
assessments, and modelling.
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• Model and encourage nonjudgmental approaches to discussing cultural, 
social, or other types of difference. 

• Model tolerance for ambiguity and help learners deal with the uncertainty 
involved in exploring difference. 

 

Intercultural Teaching Competences – Facilitation Competences  

Facilitation competences encompass the instructional skills required to recognise 
learners’ needs, build community in the classroom, create shared academic 
expectations, as well as the ability to facilitate active learning with diverse audiences. 
Within this category, interculturally competent instructors are able to: 

• Facilitate discussion among students with a variety of communication styles. 

• Provide feedback across cultures in a variety of ways. 

• Tailor messages to audiences with different levels of linguistic ability. 

• Recognise the barriers students may face in participating in class. 

• Identify risk factors for learners that might surface during classroom activities. 

• Create opportunities for peer learning and interaction among diverse learners. 

• Build and navigate relationships with students who have different perceptions of 
power distance. 

• Articulate and mediate differences in the roles of teachers and learners across 
cultures. 

• Mentor students during their transition to new cultures and new disciplines. 

• Articulate the meaning of academic integrity in their respective disciplines. 

Intercultural Teaching Competences – Curriculum Design Competences  

Curriculum design competences include the ability to create alignment across the 
curriculum between learning activities and assessments in order to help students 
achieve global learning outcomes. Effective instructors are able to critically evaluate 
the curriculum and create learning materials that transcend the limitations of mono-
cultural disciplinary paradigms, scaffold student learning so students have a chance to 
master intercultural skills relevant to their discipline, and design assessments that 
allow students to demonstrate learning in a variety of ways. Intercultural competence in 
curriculum design includes the ability to: 

•  Include learning outcomes related to intercultural, global or cosmopolitan 
learning at the course and curricular levels. 
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• Incorporate content and learning resources in courses that represent diverse 
perspectives, paradigms, or disciplinary approaches. 

• Create learning activities that allow students to explore difference and practice 
perspective-taking. 

• Design assessments that recognise and validate cultural differences in writing 
and communication styles. 

• Provide opportunities for students to reflect on and gain a better understanding 
of their own multiple cultural, personal and disciplinary identities. 

 

Activities for Facilitation  

Ice-breaking Techniques for Intercultural Education  

Icebreakers  

Ice breakers are usually used in the beginning of an event, meeting, training session, 
study group, etc. when people don’t know each other well or at all but meet for a 
specific, common purpose. Such activities can be used when: 

• The participants come from different backgrounds 

• The trainer needs to get to know the participants and have them know each other 

• The group is newly formed and the people in it need to bond quickly so as to work 
towards a common goal 

• The topics for discussion are new or sensitive to all or part of the participants  

Ice breakers should be relaxing and non-threatening to the participants. In general, they 
should not require people to reveal too much personal information or to have close 
physical contacts with other people, as this may be stressful or culturally inappropriate. 
They should not embarrass the participants or make them feel compelled to participate. 
They should also not show disrespect for any cultures, religions, races or genders. At 
the end of every ice-breaking exercise, the trainer should summarise what was learned 
during the activities and start a discussion by asking for comments and feedback from 
the group. There are many ice-breaking exercises, each one serving different types of 
objectives.  

 

Peer-Learning  

Peer learning represents a two-way, reciprocal activity that is meant to be mutually 
beneficial and involves the exchange of knowledge, ideas, and experience between 
participants. It can be described as a way of interdependent or mutual learning based 
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on the constant interaction of educator and learner and a learner with other 
learners. The interaction takes place in the form of communication which can include 
signs, sounds, words, looks, phrases, stories, body contact, letters, and many other 
specifics.  

Peer learning includes different learning models, including where more advanced 
students tutor junior students or students from the same year to assist each other in 
both course content and personal issues. Other peer learning models can also be 
discussion seminars, private study groups, counselling, peer-assessment schemes, 
collaborative project work, group work, workplace mentoring, and community 
activities.  

Peer learning can be successfully applied in a language learning process, especially for 
developing communicative language skills and verbal practice. It is a good model for 
learning languages for specific purposes since it allows a personalised approach and 
support to languages that lack adequate learning materials suitable for specific groups 
of learners.  

 

Drama and Theatre Exercises  

Drama and theatre can be seen as an effective and accessible tool for addressing 
issues around equality, tolerance and inclusion and they are a creative approach 
towards provoking learners to participate and to express themselves with or without 
using their words. 

Drama is an ideal way for promoting social change and the inclusion of marginalised 
groups within society. There is a wide range of participatory drama techniques which 
can be used as a learning method even in such situations which seem to be very 
difficult for promoting learning. Drama and theatre exercises can be used as a 
motivating factor for people with learning difficulties or low motivation for learning. They 
can unlock and bring to the surface many different life experiences through the use of 
imagination, dreaming, body work, symbol, imagery, visual arts, etc. and help to use 
them in an individual learning process.  

Drama and theatre can be also introduced in a group process which develops social 
learning, emotional intelligence, argument on values, spiritual thinking, intuition and 
other learning skills that have been recognised as essential elements in the learning 
process. 

Educators using drama and theatre exercises have to encourage the creation of an 
environment where everyone feels safe and key principles of human rights are 
encouraged including fairness, respect for human dignity, respect for difference, 
tolerance and equality.  This is particularly important when working with a new group – 
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the educator has to explain and identify guidelines for working together in order to 
create a creative and safe space.   

 

Simulation Activities  

Simulations are training activities that reduce the complexity of reality without 
simplifying it and therefore allow participants experience themselves interacting with 
others and learn from that experience. Simulations are an effective method that allows 
participants: 

• to experience and reflect on emotions in interactions 

• to experience and reflect on one’s own behaviours and attitudes 

• to learn from this experience and draw conclusions for future encounters 

Intercultural simulation games provide conditions for learners to have specific 
experiences of imagined cultures and experience possible cultural clashes. Games that 
imitate and simulate situations from the intercultural environment are now widely used, 
where imaginary environments with specific rules, fictional scenarios and roles are 
created.  

Learning during simulation games is a complex process that includes not only writing 
scenarios and appropriate preparation but also involves a process of game 
performance that becomes an important condition for learning.   

An advantage of synthetic cultures is the inherent lack of stereotypes and prejudices 
associated with an individual's perception of national cultures.  

Intercultural simulation games create multiple opportunities: to learn about oneself and 
one's culture, to learn about others, to try to solve problems raised in the group, to find 
common solutions after hearing all group members' opinions, to rediscover otherness 
and evaluate the concept of diversity. 

 

Principles to be Respected in a Teaching/Learning Environment 

• Speaking without interrupting each other 

• Listening to each other which suggests willingness to understand and move on 

• Having respect for each other and for the educator, including valuing different 
opinions and differences 

• Do not judge others 

• Encouraging everyone to participate actively 
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• Positive work environment and support for each other 

• Punctuality and respect for time management 

 

Additional Resources  
● Google Translate, iTranslate or Reverso  

to communicate with students and families, who don’t speak the local language 
● MagicBox platform  

MagicBox is an award-winning, digital learning platform. Publishers, authors and 
content creators can use it to create, distribute and manage rich, interactive 
content 

● National Geographic Education 
Teachers can use the National Geographic Education site as a trusted resource 
for different   subjects and topics. Resources are available different educational 
levels in formats such as    activities, videos, photos, interactives, maps, 
educator guides, etc.  

● Google Arts & Culture 

Google Arts & Culture offers tons of helpful resources to introduce students to 
our world's rich cultural heritage. Students can get access to knowledge and 
stories curated from over 2000 cultural institutions from 80 countries.  

● Common Sense Education 

Common Sense Education features over 30 tools and websites that you can use 
with students in class to open their minds and get them to reflect on their own 
privileges, and help them better understand other people, perspectives, and 
cultures. Some of these picks will also cultivate students' perspective-taking and 
integrity, putting students on the path to social change and activism. 

● Learning for Justice 

Learning for Justice features curated resources to teach students about 
concepts related to social justice and equity. Resources offered touch on diverse 
topics including: race and ethnicity, religion, ability, rights and activism, bullying 
and bias, gender and sexual identity, immigration, and more. 

● Country Reports 
Country Reports delivers content regarding culture, language, religion, history, 
geography, economy, food, and more on each country of the world. Simply select 
the country of your choice and click to access its information. 
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● Macmillan Education Cultural Awareness Collection 
Macmillan Education offers this selection of courses to use in class to teach 
students about cultural awareness.  

 

Unit 1.1. Self-Assessment Questions  
1. Which of the following choices would define cultural awareness? 

o A. Understanding of how culture influences people’s perception, 
behaviour and communication when interacting with people from other 
cultures. 

o B. Understanding the superiority of one's own culture over others 

o C. Recognition of one's own cultural superiority 

o D. Ignoring the importance of cultural diversity  

2. What is the significance of recognising cultural diversity in learning? 

o A. It promotes a narrow understanding of the world. 

o B. It fosters cognitive rigidity and limited problem-solving skills. 

o C. It restricts access to education for certain cultural groups. 

o D. It enhances cognitive flexibility, problem-solving, and communication 
skills.  

3. How does cultural awareness contribute to successful personal and 
professional relationships? 

o A. By ignoring cultural differences 

o B. By promoting cultural superiority over others 

o C. By avoiding interactions with people from diverse backgrounds 

o D. By accepting people's opinions, rights, and feelings, even when they 
differ from one's own  

4. What is the primary goal of intercultural education? 

o A. To limit educational opportunities for certain cultural groups 

o B. To promote social cohesion and peaceful coexistence 

o C. To encourage intolerance 

o D. To promote cultural stereotypes  
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5. What is the role of educators in creating culturally diverse classrooms? 

o A. To ignore cultural differences among learners 

o B. To maintain different expectations for different students based on their 
cultural backgrounds 

o C. To respect and adjust for diversity and incorporate cultural diversity 
into teaching 

o D. To avoid peer learning and interaction among diverse learners  

6. Which principles are highlighted in the UNESCO Guidelines on Intercultural 
Education? 

o A. Principles of exclusion 

o B. Principles of national promotion 

o C. Principles of intercultural respect, knowledge, and understanding 

o D. Principles of cultural superiority  

7. What is intercultural teaching competence? 

o A. The ability to ignore cultural differences in the classroom 

o B. The ability to promote strict cultural norms in teaching 

o C. The ability to bridge cultural, linguistic, or other differences in the 
classroom 

o D. The ability to maintain a monocultural teaching environment  

8. How can educators facilitate meaningful intercultural dialogue and engagement 
in the classroom? 

o A. By ignoring discussions on cultural differences 

o B. By creating opportunities for students to interact with others from 
diverse backgrounds 

o C. By limiting interaction between students of different cultures 

o D. By focusing on teaching  

9. What are the benefits of using drama and theatre exercises in education? 

o A. The learners can use these exercises for self-promotion 

o B. The educators can use these exercises for entertain the learners 
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o C. They unlock and bring to the surface many different life experiences 
and promote social change. 

o D. It is just fun methodology for teaching  

10. What is the advantage of using intercultural simulation games in education? 

• A. It is fun methodology for teaching 

• B. Learners will be entertained 

• C. They provide opportunities for students to experience possible cultural 
clashes and learn from them. 

• D. Doesn’t have any advantage  

 

Correct Answers:  

1. A 
2. D 
3. D 
4. B 
5. C 
6. C 
7. C 
8. B 
9. C 
10. C 
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Unit 1.2 Cultural Awareness  
Section Description 

Unit Description This unit builds on the content introduced in Unit 1.1, 
shifting from theory to practical application. It focuses on 
self-assessment, reflection, and strategies to enhance 
cultural awareness in adult education. Educators will 
explore methods for addressing biases, managing 
conflicts, and fostering open-mindedness. Tools for 
evaluating intercultural competence, including Europass 
and the EU Multilingual Skills Profiling Tool, will be 
introduced. Personal growth and continuous improvement 
will be encouraged through reflection activities. 

Learning Outcomes Upon completing this unit, participants will be able to: 
• Develop self-awareness of cultural biases. 
• Identify and apply strategies for addressing biases, 

stereotypes, and prejudices. 
• Implement techniques for managing conflicts and 

misunderstandings. 
• Foster open-mindedness and empathy in their 

teaching practice. 
• Use tools to evaluate intercultural competence, 

including Europass and the EU Multilingual Skills 
Profiling Tool for Third Country Nationals. 

Self-Assessment Participants will complete a post-unit reflection, rating their 
understanding and skills on a scale of 1-5  

(1 = No knowledge, 5 = Expert level) 

Areas of focus include:  
• Strategies for addressing biases, stereotypes, and 

prejudices.  
• Self-awareness of cultural biases.  

Strategies for managing conflicts and 
misunderstandings.  

• Techniques for promoting open-mindedness and 
empathy.  

• Tools to evaluate intercultural competence, 
including Europass and the EU Multilingual Skills 

• Profiling Tool for Third Country Nationals. 
Extra Resources & 
References 

• Strategies for addressing biases, stereotypes, and 
prejudices.  
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• Self-awareness of cultural biases.  

• Strategies for managing conflicts and 
misunderstandings.  

• Techniques for promoting open-mindedness and 
empathy.  

• Tools to evaluate intercultural competence, 
including Europass and the EU Multilingual Skills 
Profiling Tool for Third Country Nationals. 

Glossary • Bias: The action of supporting or opposing a 
particular person or thing in an unfair way, because 
of allowing personal opinions to influence 
judgement. 

• Conflict: An active disagreement, as between 
opposing opinions or needs.  

• Empathy: The ability to share someone else’s 
feelings or experiences by imagining what it would 
be like to be in that person’s situation. 

• Prejudice: An unfair and unreasonable opinion or 
feeling, especially when formed without enough 
thought or knowledge.  

• Self-awareness: Good knowledge and judgement 
about yourself.  

• Stereotype: A set idea that people have about what 
someone or something is like, especially an idea 
that is wrong.  

(Cambridge Dictionary, 2024). 

 

This unit is designed to support adult educators in fostering inclusive learning 
environments where cultural awareness is actively developed. The extra resources 
provided offer deeper insights into intercultural competence, while the self-assessment 
allows educators to reflect on their own biases, teaching strategies, and areas for 
growth. The importance of this chapter is that teaching skills and techniques needed to 
properly assess and validate them will be underpinned throughout. In Unit 1.2, Cultural 
Awareness, we will begin to internalise the content presented in Unit 1.1. Having 
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learned about interculturality and its role in education, we will now move toward the 
practical application of theory through self-assessment and reflection.  

Strategies for Addressing Biases, Stereotypes, and Prejudices  
The best strategy always begins with first understanding context. After all, how can we 
effectively tackle an issue if we don’t understand its roots? 

With this in mind, a good place to begin the journey of addressing biases, stereotypes, 
and prejudices is to first recognise the impact they have in our own personal lives. It is 
important in doing so that we do not judge ourselves too harshly - even the most well-
travelled, well-read and conscientious people are likely to have unconscious and 
implicit biases. These predispositions exist on some level for the vast majority of people 
(although they may not realise it), and they can sometimes cause unintended negative 
effects. The key is to use evolving awareness to address one’s own behaviour and grow 
beyond pre-existing personal narratives. 

We know implicit and unconscious biases are unhelpful, so why do we have them? 
Where do they come from? At our core, we are especially intelligent animals, and one 
major component of achieving this status was pattern-recognition. It ancient 
civilisation, minimising contact with external groups was likely beneficial for a number 
of reasons and, as such, unconscious discrimination had its early roots in self-
preservation. However, in our modern societies, there is no longer a need for this hyper-
defensive feature. It is a vestigial hangover, like our appendix or coccyx.  

Step 1 should always be to identify, reflect on, and reconcile with any implicit and 
unconscious biases you have. A good habit to get into is making note of any thoughts 
about others that present themselves in the absence of additional information. When 
interacting with an individual, make a conscious effort to allow them to identify 
themselves, rather than interpreting their behaviours or actions one way or another 
based on past experiences with others. Embrace discomfort. Engage with people from 
outside of your immediate social or cultural circle. Consider the opinions of those who, 
on paper, are radically opposed to your own beliefs. You’ll likely discover you’re not that 
different, after all. 

Fostering Self-Awareness of Cultural Biases  
In other words, the process of challenging one’s own unconscious and implicit biases, 
stereotypes, and prejudices always involves a fundamental skill in one’s personal and 
professional development utility belt - self-reflection.  

It is through self-reflection that we enhance our self-awareness; namely, we look 
inwards and better understand ourselves as a result. But how can this be 
accomplished? 
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From ancient antiquity to the modern boardroom, the many benefits of self-
awareness have long enjoyed  critical acclaim. The most famous of the Delphic maxims 
(a series of ancient Greek wisdoms), for example, is the simple but profound “Know 
thyself”.  

We come to know ourselves as we would any other person - through exposure and 
inquiry. Reveal yourself, to yourself, so to speak. Do not shy away from the person you 
are and try to cut back on any escapism you may currently be practising. For example, 
do you commonly overwork yourself because of the strength with which you identify as 
a “career person”? Who are you, really, when you take a step back and view yourself 
without such identifiers?  

 

Exposure to the self makes sense. But what about inquiry? How do we inquire about 
ourselves? Just like we would inquire about any other person - with thoughtful questions 
that prompt responses! 

 

Once you’ve had a bit of practise getting to know yourself better using this strategy, turn 
your attention to your own cultural biases and inquire about those. Where do they come 
from? What informed them? Are they actually reflected in reality? 

 

Strategies for Managing Conflicts and Misunderstandings  
Conflict is, unfortunately, unavoidable in life. Often, though, we run the risk of 
catastrophising by assuming the worst when we dread conflict - more often than not, 
both parties involved are sincere in their feelings about the issue, and simple 

How do I feel? 
Why do I feel 

like that?

What is it that 
I want?

What do I 
believe that, 

and why?
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miscommunication at some point in the process has exacerbated tensions. As 
such, rather than focusing on the kneejerk way that conflict makes us feel, we should 
try as often as possible to narrow down the seed from which it sprouted and how it can 
be tackled effectively at its source. 

When addressing conflict and misunderstanding, assuming the other party’s sincerity is 
crucial. Try to remind yourself that the other party is also human. They have their own 
unique perspective and reasons for feeling the way that they do and, as difficult as it 
can sometimes be to admit it, their feelings are as legitimate as your own. 

The Thomas-Kilmann Conflict Model identifies five different strategies that are applied 
in conflict resolution; avoiding, competing, accommodating, compromising, and 
collaborating. 

 

Be careful though, not all strategies were created equal! Avoiding an issue should only 
be used when it is minor and when your relationship with the other party is not of great 
importance. Competing, meanwhile, can cause damage to your relationship with the 
other party, although it can be beneficial for your own goals. 

In the context of cultural conflicts however, wherein the topics being discussed are 
often of a highly sensitive and personal nature, the “right” choice probably seems 
obvious; you should prioritise accommodating, compromising or collaborating. 

 

 

•Essentially, deferring to the other party's opinion. This is a sensible strategy 
if the conflict relates to something which you know kless about, such as 
another person's culture.

Accommodating 

•A strategy wherein both parties concede part of their core argument in 
favour of reaching an agreement. This choice can help to preserve 
relationships, similar to accomodating, but requires humility. 

Compromising 

•The "win-win" option, if such a thing exists in conflict management. 
Collaboration is the act of working alongside those who disagree wuth you 
to achieve an outcome that is desirable for all parties. Understandably, it 
can e very difficult to achieve. 

Collaborating 
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Techniques for Promoting Open-Mindedness and Empathy  
We mentioned the importance of humility when accommodating and compromising to 
manage conflict, but navigating conflict and culture requires many more skills. Open-
mindedness and empathy are two such examples.  

One of the oft-repeated golden rules of empathy is not to “judge a person until you’ve 
walked a mile in their shoes”. This ties into our earlier advice on managing conflict; 
namely, that when having a disagreement with someone, we should be willing to reflect 
on the fact that their contribution is as valid as our own, and they, too, are a human 
being with complex reasons for their opinions. 

 

Open-mindedness is hard, but the benefits speak for themselves. If accommodating 
others and enhancing relationships wasn’t enough of a reason by itself, then consider 
the learning opportunities that shedding a dogmatic worldview can offer. By considering 
new information, we are putting Jean Piaget’s theories of assimilation and 
accommodation into practice, broadening our worldviews and knowledge in the 
process. 

One of the greatest opponents to open-mindedness and empathy is confirmation bias. 
This is a tendency to grant more legitimacy to opinions which reinforce our existing 
beliefs or schemas. Further, it exacerbates narratives that distinguish “us” from “them”, 
alienating views that differ from our own until they essentially become caricatures of 
themselves. By engaging with media and in conversations that depart from our own 
perceptions and preconceptions, we can limit the impact of confirmation bias in our 
daily lives. 

Being open-minded 
and empathetic can 
be quite challenging. 
But these transversal 

skills can be applied in 
a lot of useful ways! 
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Tools to Evaluate Intercultural Competence  
With personal development being so important, many useful tools have been 
developed to help people assess their own learning and reflect on their growth in 
different areas, as well as to help make this information available to recruiters, 
universities, etc. Intercultural competence is no exception, with a number of interesting 
and engaging examples. 

Let’s start by first taking a look at the tools offered by the EU institutions and find out 
some more about them:  

1. Europass  
Provided by the European Commission, Europass is a free service that offers a 
range of tools for users to create a profile, Curriculum Vitae (Resumé), and cover 
letter, including supplements to “translate” acquired competences in 
jurisdictions outside of the EU. All of these components can be utilises to reflect 
on one’s intercultural competence.  
 

2. EU Skills Profile for Third Country Nationals  
This comprehensive toolset, offered by the European Commission, can be used 
by third country nationals to identify their transversal knowledge and skills where 
a language barrier/different administrative process exists. Similar to Europass, it 
can be used to reflect on one’s intercultural competence.  
 

3. London School of English Intercultural Quiz  
This short quiz from The London School of English is filled with interesting trivia 
about different cultures and national norms. It is not a stand-in for a thorough 
intercultural competence evaluation as it is only for entertainment purposes, but 
it does demonstrate just how different some traditions and customs can be from 
one another.  
 

4. Common Purpose CQ Test  
This free self-assessment quiz from CommonPurpose is a quickfire way to check 
your own “CQ” or “Cultural Quotient” - essentially, one measure of your cultural 
sensitivity. Bear in mind that this is a simplified version of some of the more 
complex assessments and, as such, should be supplemented with additional 
reading and research. 
 

5. Recognising Intercultural Competence  
This free self-assessment material was developed by  a think tank of 
professionals and draws on the work of the Council of Europe and other global 
organisations. It is more intensive than the previous assessments and amounts, 

https://www.londonschool.com/young-adults/resources/intercultural-quiz/
https://commonpurpose.org/resources/free-tools/cq-test#anchor1l-quiz/
https://www.coe.int/t/dg4/education/pestalozzi/Source/Documentation/ICCTool2014/ICToolGB.pdf
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essentially, to an in-depth reflective exercise. Consider filling it out to self-
assess your own weaknesses and strengths in the context of intercultural 
competence, returning to it after periods of further research and reflection to see 
what has changed. 
 

Reflecting on Personal Growth and Continuous Improvement  
One of the major components of CQ has been referred to as the “heart” (alongside the 
head, and the body, respectively). This aspect relates primarily to one’s intention; 
namely, that development and growth in CQ can only be achieved by those who are 1) 
engaged, and 2) unafraid to get things wrong. Growth and continuous improvement 
occur in what has been termed the “stretch zone” - the proverbial area that occupies 
the space between the comfort zone and the panic zone. In other words, the road to 
personal growth and continuous improvement can sometimes be an uncomfortable 
one - but travelling it is worthwhile!  

Personal growth and continuous improvement have their obvious benefits, particularly 
in an area as valuable as intercultural competence. Naturally, a world with a higher 
proportion of people working on improving their CQ will be more accepting of 
differences. If this alone wasn’t enough, however, consider the marked improvements 
that efforts in this dimension can have on wellbeing and other personal traits. A more-
rounded individual with a focus on continuous improvement and growth will generally 
be more resilient, adaptable, and aware of their own limitations. They are better 
equipped than their peers to set meaningful goals and operate in a way that is 
consistent with their values.  

It is also worthwhile to consider the terms themselves; namely “growth” and 
“improvement”. Both, by definition, are processes - they are ongoing. In other words, 
you will slip up. You will stumble, and you may fall, but then you can pick yourself back 
up and keep going, because the journey is never over! The key is to be kind to yourself, 
acknowledge the difficulty of this task, and focus on developing manageable habits that 
pave the way to a lifelong journey of personal growth and continuous improvement. 

There are many different ways to engage in reflection on personal growth which, in turn, 
can inspire continuous improvement. Why not give it a try yourself? At the beginning of 
this module you used a self-assessment to gauge your familiarity with the topics. 
Consider retrying the assessment now and comparing your scores to see what you have 
learned. 

 

Extra Resources 

• Strategies for addressing biases, stereotypes, and prejudices 

https://thinkculturalhealth.hhs.gov/maternal-health-care/assets/pdfs/Combating_implicit_bias_and_stereotypes.pdf
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• Self-awareness of cultural biases 

• Strategies for managing conflicts and misunderstandings 

1. Techniques for promoting open-mindedness and empathy 

• Tools to evaluate intercultural competence, including the Europass and EU 
Multilingual Skills Profiling Tool for Third Country Nationals 

 

  

https://library.webster.edu/c.php?g=98100&p=634461
https://www.helpguide.org/articles/relationships-communication/conflict-resolution-skills.htm
https://esoftskills.com/healthcare/techniques-for-demonstrating-empathy/
https://www.digi-pass.eu/how-to-measure-intercultural-competence
https://europa.eu/europass/en/about-europass
https://ec.europa.eu/social/main.jsp?catId=1412&langId=en
https://ec.europa.eu/social/main.jsp?catId=1412&langId=en
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Unit 1.2 Self-Assessment Questions  
1. Bias is best described as... 

o A. an active disagreement, as between opposing opinions or needs 

o B. good knowledge and judgement about yourself 

o C. the ability to share someone else's feelings or experiences by imagining 
what it would be like to be in that situation 

o D. the action of supporting or opposing something in an unfair way 
because of entrenched feelings  

2. Conflict is best described as... 

o A. good knowledge and judgement about yourself 

o B. an active disagreement, as between opposing opinions or needs 

o C. the action of supporting or opposing something in an unfair way 
because of entrenched feelings 

o D. the ability to share someone else's feelings or experiences by imagining 
what it would be like to be in that situation  

3. Empathy is best described as... 

o A. the action of supporting or opposing something in an unfair way 
because of entrenched feelings 

o B. good knowledge and judgement about yourself 

o C. the ability to share someone else's feelings or experiences by imagining 
what it would be like to be in that situation 

o D. an active disagreement, as between opposing opinions or needs  

4. Self-awareness is best described as... 

o A. an active disagreement, as between opposing opinions or needs 

o B. the ability to share someone else's feelings or experiences by imagining 
what it would be like to be in that situation 

o C. the action of supporting or opposing something in an unfair way 
because of entrenched feelings 

o D. good knowledge and judgement about yourself  

5. What is unconscious or implicit bias? 
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o A. An entrenched negative attitude, prejudice or judgement toward a 
particular social group 

o B. A type of bias which happens only in specific areas 

o C. Bias which presents itself when we are dreaming and then affects our 
daily interactions 

o D. Bias that the person who is being discriminated against does not 
realise exists  

6. Which five strategies for conflict resolution are presented in the Thomas-Kilmann 
Conflict Model? 

o A. Avoiding, competing, combating, debating and accommodating 

o B. Appealing, competing, debating, compromising and ignoring 

o C. Avoiding, competing, accommodating, compromising and 
collaborating 

o D. Appealing, combating, compromising, collaborating and denying  

7. Which of these traits is most closely associated with empathy? 

o A. Lack of self-awareness 

o B. Open-mindedness 

o C. Leadership 

o D. High level of bias  

8. What is confirmation bias? 

o A. The tendency to gravitate toward opinions which oppose our existing 
beliefs 

o B. The tendency to gravitate toward opinions which reinforce our existing 
beliefs 

o C. The tendency to choose our favourite people to help with certain tasks 

o D. When we allow our biases about a person to confirm whether or not we 
socialise with them  

9. Europass is... 

o A. a free service that offers a range of tools for users to create a profile, 
CV, and cover letter 
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o B. an upgrade to the normal EU passport which allows the holder to 
travel further and for longer periods 

o C. a new road currently being built to connect many European cities 

o D. the grade you need to achieve to succeed in an exam in a European 
university  

10. The "stretch zone" is best described as... 

• A. the opposite of the "comfort" zone 

• B. the opposite of the "panic" zone 

• C. the area between the "comfort" and "panic" zones where growth never occurs 

• D. the area between the "comfort" and "panic" zones where growth occurs  

 

Correct Answers:  

1. D 
2. B 
3. C 
4. D 
5. A 
6. C 
7. B 
8. B 
9. A 
10. D 
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Module 2: Cross-Cutting Competences  

Unit 2.1: Intercultural Competence for Inclusive 
Learning Environments  

Section Description 

Unit Description This unit explores the importance of intercultural 
competence in education and provides strategies for 
creating inclusive learning environments for adult 
vocational students. Adult learners come from diverse 
learning and teaching cultures, and this unit focuses on 
understanding how to build a safe multicultural learning 
environment. 

Learning Outcomes Upon completing this unit, participants will be able to: 
• Understand the differences between monocultural 

and multicultural classrooms 
• Develop strategies for fostering inclusivity in adult 

education. 
• Identify best practices for conducting oneself in a 

multicultural classroom. 
Self-Assessment Participants will complete a reflection activity before and 

after the module by considering the following questions: 
• How is a multicultural classroom different from a 

monocultural one? 
• How would you adapt your approach in a 

multicultural classroom? 
Extra Resources & 
References 

N/A  

Glossary • Monocultural: A group that shares the same 
cultural background.  

• Multicultural: A group composed of individuals 
from diverse cultural backgrounds.  

• Learning Background: The educational and cultural 
experiences shaping how learners interact with 
teachers, peers, and the learning environment. 

 

 

This unit supports adult educators in developing inclusive learning environments by 
enhancing intercultural competence. The self-assessment activity encourages 
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reflection on classroom dynamics, helping educators adapt their teaching methods 
to better support multicultural learning spaces. 

Strategies for Developing Intercultural Competence in Adult 
Vocational Students 
In today's increasingly diverse educational landscape, fostering intercultural 
competence has become a crucial aspect of creating inclusive learning environments. 
As classrooms continue to reflect growing levels of cultural and religious diversity, 
educators face the challenge of responding pedagogically and interculturally to this 
evolving context. This handbook explores the importance of intercultural competence in 
education and provides strategies for developing inclusive learning environments. 

Intercultural competence is a multidisciplinary concept that combines attitudes, 
knowledge, and skills needed for appropriate and effective interaction across cultural 
differences. It emphasises the value of understanding, effectively navigating, and 
adapting to cultural differences to establish positive relationships and coexist in 
culturally diverse settings. 

Developing intercultural competence is a dynamic process that supports the 
acquisition of knowledge, skills, and capabilities for engagement in intercultural 
contexts. It goes beyond mere recognition of differences, promoting deeper cross-
cultural understanding and transformative knowledge. 

To foster inclusive learning environments, educators must adopt culturally responsive 
pedagogies and proactively plan supports that encourage integration, intercultural 
understanding, and respect for cultural differences. This approach requires careful 
consideration of the following aspects: 
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It is essential to ensure that intercultural learning outcomes are explicit and visible 
in program and module learning outcomes. By doing so, educators can emphasise the 
importance of intercultural competence development alongside academic success. 

To achieve intercultural learning outcomes, all elements are conducive and essential. 
Missing one piece of the puzzle undermines the achievement of international and 
intercultural learning outcomes. 

Humanising the Learning Environment  

Creating a humanised learning environment is crucial for promoting inclusivity. This 
involves addressing subtle nuances of superiority and inferiority, self-preservation, and 
exclusionary behaviours that may arise in culturally diverse settings. 

Culturally Responsive Teaching 

Educators play a critical role in supporting integration, inclusiveness, and comfort in 
engaging cross-culturally. Incorporating culturally responsive pedagogies helps create a 
learning atmosphere that values diverse cultures and identities. Developing 
intercultural competence is an ongoing process that requires self-reflection, learning, 
practice, and a willingness to engage with diverse perspectives. Here are strategies 
individuals and organisations can adopt to enhance their intercultural competence: 

o Cultural Self-Awareness  
▪ Start by reflecting on your own cultural identity, beliefs, values, 

biases, and communication style. Recognise how your cultural 
background influences your perceptions and interactions with 
others. 

 
o Cultural Learning and Education  

▪ Actively seek opportunities to learn about different cultures, 
histories, languages, customs, and traditions. Engage in cultural 
sensitivity training, language courses, intercultural workshops, and 
cross-cultural experiences 
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3.Empathetic Listening and Perspective-Taking  
Practice active listening and empathy by genuinely seeking to understand others’ 
perspectives, experiences, and emotions. Avoid making assumptions or 
judgments based on stereotypes. 
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11. Cross-Cultural Communication Skills  
Enhance your verbal and nonverbal communication skills in diverse 
cultural contexts. Be mindful of cultural differences in communication 
styles, body language, gestures, and personal space. 
 

12. Cultural Immersion and Experiential Learning  
Immerse yourself in diverse cultural environments through travel, cultural 
exchanges, international internships, or volunteer opportunities. Engage 
with local communities, build relationships, and learn firsthand about 
different ways of life. 
 

13. Cultural Sensitivity and Respect 
Demonstrate respect for cultural diversity by honouring customs, 
traditions, values, and etiquette norms in different cultural settings. Be 
open-minded, curious, and respectful in your interactions with people 
from diverse backgrounds.  
 

14. Continuous Reflection and Feedback  
Reflect on your intercultural experiences, challenges, successes, and 
areas for growth. Seek feedback from peers, mentors, or cultural experts 
to gain insights and improve your intercultural competence. 

 

To enhance Students' Intercultural Competence, Educators Can Employ Various 
Strategies:  

• Experiential Learning: Incorporate hands-on activities that allow students to 
engage with diverse perspectives and cultural practices. 

• Cultural Immersion Programs: Provide opportunities for students to experience 
different cultures firsthand through exchange programs or local community 
engagement. 

• Cross-Cultural Communication Activities: Design activities that promote 
dialogue and collaboration among students from diverse backgrounds. 

• Critical Reflection: Encourage students to reflect on their own cultural biases 
and assumptions, fostering self-awareness and empathy. 

• Inclusive Curriculum: Integrate diverse perspectives and cultural knowledge 
into course materials and content. 

• Peer Support: Utilise peer support systems to help integrate second language 
learners into the social dynamic of the classroom 
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Benefits of Intercultural Competence in Education  
Developing intercultural competence in educational settings offers numerous benefits:  

• Enhanced Problem-Solving Skills: Multilingual children often demonstrate 
better problem-solving abilities and creativity. 

• Cognitive Advantages: Students who can think in more than one language tend 
to be more flexible thinkers and develop stronger cognitive skills. 

• Increased Tolerance: Exposure to diverse perspectives fosters more tolerant 
attitudes toward others. 

• Improved Language Learning: A supportive learning environment that values 
cultural diversity can accelerate second language acquisition. 

• Global Citizenship: Students develop skills necessary for success in an 
interconnected, globalised world. 
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Unit 2.1 Self-Assessment Questions 
1. What is the first step in developing intercultural competence? 

o A. Learning a new language 

o B. Cultural self-awareness 

o C. Traveling to different countries 

o D. Reading about different cultures 

2. Which of the following is NOT a strategy for developing intercultural 
competence? 

o A. Empathetic listening and perspective-taking 

o B. Cultural immersion and experiential learning 

o C. Ignoring cultural differences 

o D. Continuous reflection and feedback 

3. What is the main goal of creating inclusive learning environments? 

o A. To promote a single cultural perspective 

o B. To encourage integration and intercultural understanding 

o C. To reduce the number of students in a classroom 

o D. To focus solely on academic success 

4. Which of the following is a benefit of intercultural competence in education? 

o A. Decreased tolerance 

o B. Improved language learning 

o C. Reduced problem-solving skills 

o D. Less cognitive flexibility 

5. What does culturally responsive teaching aim to achieve? 

o A. To maintain traditional teaching methods 

o B. To support integration and inclusiveness 

o C. To limit cultural diversity in the classroom 

o D. To focus on a single cultural narrative 

6. Which tool is NOT mentioned for developing intercultural competence? 
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o A. Cultural self-awareness 

o B. Cross-cultural communication skills 

o C. Cultural sensitivity and respect 

o D. Financial management skills 

7. What is emphasised as essential for achieving intercultural learning outcomes? 

o A. Academic success alone 

o B. Explicit and visible intercultural learning outcomes 

o C. Reducing cultural content in the curriculum 

o D. Limiting student interactions 

8. Which of the following is a strategy for enhancing students' intercultural 
competence? 

o A. Ignoring cultural differences 

o B. Experiential learning 

o C. Reducing cultural content in the curriculum 

o D. Limiting student interactions 

9. What is a key aspect of creating a humanised learning environment? 

o A. Addressing superiority and inferiority nuances 

o B. Focusing solely on academic content 

o C. Reducing student-teacher interactions 

o D. Ignoring cultural differences 

10. Which benefit is associated with multilingual children in educational settings? 

o A. Decreased problem-solving abilities 

o B. Reduced cognitive flexibility 

o C. Enhanced problem-solving skills 

o D. Less tolerance towards others 

Correct Answers:  

1. B 
2. C 
3. B 
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4. B 
5. B 
6. D 
7. B 
8. B 
9. A 
10. C 
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Unit 2.2 Competence Validation and Labour Market 
Inclusion  

Section Description 

Unit Description This unit explores competence validation and labour 
market inclusion, highlighting the importance of 
recognising professional competences for career 
advancement and social integration. The lack of formal 
accreditation can hinder employment opportunities, limit 
career progression, and prevent social recognition. This 
unit examines how competence validation can bridge this 
gap and support individuals—especially those at risk of 
social exclusion—in integrating into the workforce. 

Learning Outcomes Upon completing this unit, participants will be able to:  

• Understand the process of competence validation 
within the European Union.  

• Identify key phases and steps in competence 
validation.  

• Support individuals at risk of social exclusion in 
validating their competences.  

• Recognise the importance of accreditation in 
professional development and labour market 
inclusion. 

Self-Assessment Participants will complete a post-unit reflection, rating their 
understanding on a scale of 1-5  

(1 = No knowledge, 5 = Expert level) 

Areas of focus include:  
• Knowledge of the process of competence 

validation. 
Extra Resources & 
References 

● Guide: how to use Canva 

● Linkedin Learning Courses 

● Tools and tips for self-assessment and describing 
competences  

● Self-Assessment tool 

● Assessment tool in Digital Competences 

● https://www.cedefop.europa.eu/files/3073_en.pdf  

https://www.canva.com/learn/how-to-canva-beginners-guide/
https://learning.linkedin.com/cx/get-started?src=go-pa&trk=sem-ga_campid.11707274851_asid.113135682185_crid.651903517861_kw.linkedin%20learning%20online%20courses_d.c_tid.kwd-1131589338161_n.g_mt.p_geo.9050681&mcid=6841876146393514200&cid=&gad_source=1&gclid=CjwKCAiAivGuBhBEEiwAWiFmYV-bvb6RvvoTv29S3yOwP_jOs3K9Zt-199iOfu2OyAu6l96mKfsBHBoCI6IQAvD_BwE&gclsrc=aw.ds
https://www.youthpass.eu/downloads/13-62-389/ValuedByYouValuedByOthers-chap4.pdf
https://www.youthpass.eu/downloads/13-62-389/ValuedByYouValuedByOthers-chap4.pdf
https://careers.hfcc.edu/sites/careers/files/attachments/student_self_assessment_tool_from_nace.pdf
https://joint-research-centre.ec.europa.eu/digcomp/digcomp-self-reflection-self-assessment-and-measurement-tools_en
https://www.cedefop.europa.eu/files/3073_en.pdf
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 Glossary • Competences: The combination of knowledge, 
skills, and attitudes that individuals need to perform 
tasks effectively in various contexts. 

• Occupational Skills: Specific abilities acquired 
through training, education, or experience, tailored 
to job requirements. 

• Employability: The set of skills, knowledge, and 
attributes that enable individuals to secure and 
maintain employment in a competitive job market. 

• Work-Based Learning (WBL): An educational 
approach integrating academic learning with 
practical workplace experience to enhance 
employability. 

 

This unit equips adult educators with the knowledge and strategies to support learners 
in competence validation and workforce integration. The extra resources provided offer 
tools for self-assessment and competence recognition, helping educators guide 
learners in validating their skills for career development. 

Competence Validation  
Competence validation serves to produce proof of learning, potentially to be exchanged 
into future learning and/or work. Making visible the diverse and rich learning of 
individuals. This learning frequently takes place outside formal education and training 
and is frequently overlooked and ignored. Attributing value to the learning of individuals, 
irrespective of the context in which this learning took place.  

Validation is most commonly found within education and training, making it possible to 
acquire a formal qualification on the basis of non-formal or informal learning. However, 
it is also possible that validation is done by other institutions and stakeholders outside 
education and training: labour market authorities, economic sectors, enterprises and 
voluntary organisations. Disadvantaged groups, including individuals who are 
unemployed and those at risk of unemployment, are particularly likely to benefit from 
the validation arrangements, since validation can increase their participation in lifelong 
learning and their access to the labour market.  

The four phases of competence validation are as follows:  

1. Identification  
Identification of an individual’s learning outcomes acquired through non-
formal and informal learning. Validation necessarily starts with the 
identification of knowledge, skills and competence acquired and is where 
the individual becomes increasingly aware of prior achievements. This 
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stage is crucial as learning outcomes differ from person to person and 
will have been acquired in various contexts: at home, during work or 
through voluntary activities. For many, discovery and increased 
awareness of own capabilities is a valuable outcome of the process. 
Identifying this non-formal/informal learning is a considerable 
methodological challenge.  Methods and approaches must be open to the 
unexpected and not be designed in ways which narrow down the range of 
knowledge, skills and competences that may be considered. 
 

2. Documentation 
Documentation involves provision of evidence of the learning outcomes 
acquired after the identification stage.  
How can documentation be carried out?  

• Portfolio 
• CV 
• Career history 
• Documents and/or work simples that attest the learning 

achievements 
• Demonstrations of practice 
• Simply listing job-titles or positions will not be enough 

3. Assessment  
Assessment of an individual’s learning outcomes acquired through non-
formal and informal learning. Stage in which an individual’s learning 
outcomes are compared against specific reference points and/or 
standards. This can imply an evaluation of written and documentary 
evidence but might also involve evaluation of other forms of evidence. 
Assessment is crucial to the overall credibility of validation of non-formal 
and informal learning. In some cases, certificates based on validation are 
perceived as inferior to those awarded by traditional courses and 
programmes. To counter such perceptions, which in some cases reflect 
the relative novelty of validation, tools, and processes must be presented 
in the most transparent way possible. Building mutual trust is closely 
linked to the existence of robust quality assurance arrangements ensuring 
that all phases of validation, including assessment, are open to critical 
scrutiny. Many of the tools and methods used for assessing non-formal 
and informal learning will be based on, or similar to, those used in formal 
education and training. As validation is about capturing diverse individual 
learning experiences, assessment tools need to be designed to capture 
and assess the learning specific to each individual and the context in 
which this learning took place. This is different from formal learning where 
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assessment tools can be applied across larger cohorts of students 
and where less priority is given to the particular needs of subgroups or 
individuals. 

4. Certification  
Certification of the results of the assessment of an individual’s learning 
outcomes acquired through non-formal and informal learning in the form 
of a qualification, or credits leading to a qualification, or in another form, 
as appropriate. This can take different forms but is commonly the award 
of a formal qualification. However, in enterprises or economic sectors, 
certification may also involve issuing a licence allowing the individual to 
carry out specific tasks. Validation reaching the stage of certification 
requires a summative assessment officially confirming the achievement 
of learning outcomes against a specified standard. This process must be 
managed by a credible authority or organisation. The value of a certificate 
or qualification acquired through validation largely depends on the 
legitimacy of the awarding body or authority. Key questions to consider 
are:  

• How is the credibility of the authority/awarding body? 
• To what extent can the outcomes of validation (documents, 

certificates, portfolios…) be exchanged into further education or 
job opportunities? 

 
 

The Role of Validation on Learners  
Validation arrangements should enable the individual to acquire a qualification and/or 
to make visible their knowledge, skills and competences  aiming at empowering the 
individual and serving as a tool for providing second    opportunities to disadvantaged 
individuals. It is normally voluntary, and it is up to the individual to take the first step and 
decide whether she/he wants to enter the process. However, the individual has to 
receive adequate information and guidance not only through the entire process, but 
also before the decision to seek validation is taken. Candidates need to know what to 
expect, which requirements to meet and what evidence provide. it is also necessary to 
inform individuals of the costs and benefits of validation, allowing them to make 
informed decisions on whether to proceed or not.  

Conditions for Developing and Implementing Validation  

Guidance and counselling is of particular importance for reaching disadvantaged 
groups and for releasing their inherent potential. Existing guidance methods and tools 
devised to respond to the identified needs of specific target groups based on age, 
employment situation, socio economic background or migrant status can be 
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incorporated in validation initiatives to assist in the definition of the purpose of the 
process. Main areas where information and advice is needed comprise:  

• Existing alternative validations form available  
• Timeline for validation 
• Procedure 
• Costs 
• Form of evidence of learning outcomes 
• Presentation of evidence 
• Existing alternative validations form available  
• Timeline for validation 
• Procedure 
• Costs 
• Form of evidence of learning outcomes 
• Presentation of evidence 

 

Links to National Qualification Systems and Frameworks for Quality 
Assurance  

Development of validation of non-formal and informal learning and national 
qualifications frameworks (NQFs) share a common objective: enabling individuals to 
make progress in their learning careers based on learning outcomes achieved, not on 
the duration and location of a particular learning programme. Quality assurance in 
validation must be systematic, take place on a continuous basis and be an integrated 
part of the process. 

 

Professional Competences of Practitioners 

Counsellor – Existing data demonstrates that guidance and counselling is crucial to the 
success of the validation process. This includes:  

• Reaching out to engage potential candidates for validation, 

• Supporting the candidate in his/her preparation for assessment, 

• Guiding the candidate after the assessment declaration. 

The counsellor must have clear understanding of the validation context. If the candidate 
aims for a formal qualification, the counsellor should be aware of the relevant 
standards and should be able to advise on whether existing evidence is sufficient. The 
counsellor has to help prepare for assessment, informing the candidate of procedures, 
how to present evidence of learning, respond to questions, expectations in terms of 
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behaviour, and possible outcomes. This also requires the counsellor to have a 
thorough knowledge of the assessment process. A distinctive part of the role is 
independence from the assessment process and ability to offer impartial advice. 

 

Key knowledge and skills of counsellors comprise:  

• Thorough knowledge of the validation process. 

• Thorough knowledge of the education system. 

• Capacity to rephrase learning experience into 
Learning outcomes that can be matching with 
existing standards. 

• Understanding of the labour market.  

• A list of contacts (experts) to answer specific 
technical questions (social partners and other 
sector experts).  

Assessor - The credibility of the validation process depends on the credibility – and 
neutrality – of the assessor. The work of an assessor includes:  

• To seek, review and check evidence of an individual’s Learning and judge what 
meets specific standards. 

• Must be familiar with standards and the potentially useful assessment methods 
for referencing evidence against standards.  

• Professionals in their sector, leading to trust and credibility in the assessment 
process itself. 

• Should not be linked to the candidate or their work or social life in any way 

The key knowledge and skills of assessors comprise:  
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• Be familiar with the validation process. 
• Have experience in the specific field of work. 
• Have no personal interest in the validation 

outcome. 
• Be familiar with different assessment 

methodologies. 
• Be able to inspire trust and to create a 

proper psychological setting for the 
candidates. 

• Be committed to provide feedback on the 
match between learning outcomes and 
validation standards/references. 

• Be trained in assessment and validation 
processes and knowledgeable about quality 
assurance mechanisms.  

• Operate according to a code of conduct. 

 

Manager – Managers manage the process, the people and possibly a physical or virtual 
centre where candidates, counsellors and assessors come together. Process managers 
can have responsibilities for the public profile of the validation centre, for ensuring 
equality of access to validation, managing  appeals process and ensuring external 
review. One key role is financial management. Whether privately or publicly funded, 
minimising costs and creating a sustainable operation is challenging.  

  

Validation Concepts  

Validation and Open Educational Resources (OERs)  

OERs are seen as important supplements to traditional education and training 
programmes, reducing overall cost, increasing accessibility and allowing individuals to 
follow their own learning pace. MOOCs are seen as a way to deliver high quality (world 
class) teaching to a broad group of learners. For all these reasons it is important to 
consider how the outcomes of this learning can be appropriately documented and 
assessed and how current practices on validation can take them into account. The 
outcomes of online learning have to be treated with the same care and degree of 
scrutiny as any other learning outcomes. Given the inevitable variation in quality of 
OERs, along with the varying success of learners to adapt to online learning, attention 
has to be given to documenting, assessing and certifying the outcomes OERs. 

Some issues to consider when linking validation concepts to OERs:  
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• Learning carried out through OER must be described in the form of learning 
outcomes. 

• Where the OER brings with it some form of internal credit, for example badges, 
these must be explained and documented in a transparent way encouraging 
trust. 

• Standards and/or reference points underpinning credits or badges must be 
clearly explained. 

• Arrangements for quality assurance underpinning OERs must be transparently 
presented. 

• Methods for assessment/testing must be transparently explained.  

 

Validation in Enterprises  

The importance of validation in enterprises is increasing. Some benefits: 

• Increase motivation and interest in workplace practice on the part of the 
employee/learner. 

• Reduce the amount of time needed to complete a qualification and, therefore, 
require less time away from workplace. 

• Generate new ideas and developments in the workplace because of process of 
reflection on practice by employee/learner.  

• Improve employee retention and reduce recruitment and training costs.  

 

However, a key question for the future is whether the outcomes of company-internal 
arrangements can be presented in a format which allows them to be used outside 
enterprises, for example when somebody wants/needs to change jobs or seeks further 
education and training. Finding a solution to this could be important for the overall 
development of validation and competence assessment in Europe. 

 

Validation in the Voluntary Sector  

The voluntary sector plays an important role in promoting validation of nonformal and 
informal learning. Non-governmental organisations involved with adult and lifelong 
learning exemplify this, as do organisations working in youth sectors. All these 
organisations see non-formal and informal learning as important outcomes of their 
activities that need to be made more visible. 

Validation in the third sector might also include recognition of social and civic 
competences as well as soft and life skills gained in informal and non-formal settings, 
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and through activities organised by the third sector. Differentiation between the 
stages of validation and clarification of the ultimate purpose of validation can 
accommodate these different possibilities by creating arrangements that do not 
necessarily formalise non-formal and informal learning in this context. 

Some of these are recognised by public authorities (as in France and Finland). In these 
situations, once the public authorities have assessed and validated the training in terms 
of learning outcomes and organisation, the official State qualification is granted to the 
individual by simple certification of the approved training. 

 

Validation Tools  

Tools for Extracting Evidence  

Validation tools and methods should strive for clarity, precision and be as 
unambiguous and non-judgemental as possible. All these qualities are 
important in generating trust and they lie at the heart of the validation 
process. 

 

Testing and Examinations:  

Familiar, socially recognised, cheap and quick to administer. Can be linked to education 
standards more straightforwardly than some other methods. However, tests can be 
intimidating.  

Declarative Methods:  

Based on individuals’ independent identification and recording of competences). 
However, the declaration is normally signed by a third party. The assessment results are 
then recorded, for instance in an individual book of competences but this could also be 
in a CV or a similar document. One of the main weaknesses is that, on its own, it can 
rarely lead to clear mapping to existing qualifications or standard frameworks. 

 

Dialogue or Conversational Methods (Interviews/Debates/etc.):  

This method consists of extracting evidence from candidates while they perform 
everyday tasks. The validity of observations can be high and can give access to 
competences difficult to capture through other means. Individuals are placed in a 
situation close to real-life scenarios to have their competences assessed. However, 
simulations can be more complex to organise and more expensive than other validation 
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methods; they normally require a large amount of study and job analysis to be 
prepared properly.  

 

Tools for Presenting Evidence  

Evidence extracted through the methods outlined in the previous section needs to be 
documented during validation. 

Curriculum Vitae (CV) and Individual Statement Competences:  

The most common way to document individual knowledge, skills and competences. 
They are often used in both job and education applications.  

Third-Party Reports:  

They can include reference letters from supervisors, employers and/or colleagues and 
performance appraisals by companies.  

Portfolios:  

Portfolios can include evidence extracted through a combination of methods. Building a 
portfolio is a time-consuming exercise from the point of view of the applicant but is 
nevertheless a popular method as candidates have the possibility to show their 
competences in a flexible and authentic way.  

 

EU Validation Tools  

Europass:  

A set of online tools and templates to help individuals present their skills and 
qualifications clearly across Europe. Europass includes a CV builder, a skills profile, and 
a section for documenting learning experiences, making 
it easier to communicate competencies to employers 
and educational institutions.  

• https://europass.europa.eu/es  

 

European Qualifications Framework (EQF):  

A common reference framework that helps compare qualifications across Europe. It 
serves as a translation tool for qualifications, 
aiming to make education and training systems 
more transparent and improve mobility for 
learners and workers. 

https://europass.europa.eu/es
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• https://europass.europa.eu/en/europass-digital-tools/european-
qualifications-framework  
 

European Skills, Competences, Qualifications, and Occupations (ESCO):  

A multilingual classification system that links skills, 
competences, qualifications, and occupations. It 
provides a common language for labour markets and 
education systems, helping with job matching and 
competence validation. 

• https://ec.europa.eu/social/main.jsp?catId=1326&langId=en  

 

Youthpass:  

A tool for young people, youth workers, and organisations participating in Erasmus+ and 
European Solidarity Corps projects. It helps 
recognise and document non-formal and 
informal learning experiences, focusing on key 
competences for lifelong learning. 

• https://www.youthpass.eu/es/  

 

Erasmus+ Open Badges:  

Digital badges issued to recognise learning achievements and skills 
gained through Erasmus+ activities. These badges provide a visual 
and verifiable way to display competencies, making it easier to 
share skills on professional networks or in applications. 

•  https://eu-obp.eu/  

 

 

Validation of Non-Formal and Informal Learning (VNFIL):  

A framework developed to support the recognition of 
learning that occurs outside formal education systems. It 
involves a structured process for assessing and validating 
the knowledge, skills, and competencies gained through 
work, volunteering, or other experiences. 

https://europass.europa.eu/en/europass-digital-tools/european-qualifications-framework
https://europass.europa.eu/en/europass-digital-tools/european-qualifications-framework
https://ec.europa.eu/social/main.jsp?catId=1326&langId=en
https://www.youthpass.eu/es/
https://eu-obp.eu/
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• https://www.cedefop.europa.eu/en/tools/european-database-on-validation-
of-non-formal-and-informal-learning  

 

Unit 2.2 Self-Assessment Questions  
1. What is the objective of competence validation? 

o A. To produce proof of learning, potentially to be exchanged into future 
learning and/or work 

o B. Individuals to learn new content 

o C. To do exams to workers 

o D. To do exams to unemployers 

2. What are the four phases of competence validation? 

o A. Identification, documentation, assessmnet, evaluation. 

o B. There are only three phases: identification, assessment and 
certification of results. 

o C. Identification, documentation, assessment, certification of results. 

o D. Contact, interview, documentation and certification. 

3. Is the competence validation process individual? 

o A. No 

o B. Yes, sometimes 

o C. Is collective 

o D. Yes, always 

4. Is the competence validation process voluntary? 

o A. No, it is mandatory 

o B. It is always mandatory 

o C. A and B are correct answers 

o D. Normally yes 

5. Choose the correct answer 

o A. Quality assurance in validation must be systematic, take place on a 
continuous basis and be an integrated part of the process. 

https://www.cedefop.europa.eu/en/tools/european-database-on-validation-of-non-formal-and-informal-learning
https://www.cedefop.europa.eu/en/tools/european-database-on-validation-of-non-formal-and-informal-learning
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o B. Quality assurance in validation should not take place on a 
continuous basis and be an integrated part of the process. 

o C. Quality assurance in validation should only be systematic. 

o D. It is not necessary that quality assurance in validation take place on a 
continuous basis. 

6. A counsellor… 

o A. Gives the certification of results to the candidate. 

o B. Supports the candidate in his/her preparation for assessment. 

o C. Check evidence of an individual's learning and judges what meet 
specific standards. 

o D. Is in charge of managing appeals process and ensuring external review. 

7. An assessor… 

o A. Is in charge of reaching out to engage potential candidates for 
validation. 

o B. Supports the candidate in his/her preparation for assessment. 

o C. Check evidence of an individual's learning and judges what meet 
specific standards. 

o D. Is in charge of managing appeals process and ensuring external review. 

8. A manager… 

o A. Is in charge of managing appeals process and ensuring external review. 

o B. Supports the candidate in his/her preparation for assessment. 

o C. Check evidence of an individual's learning and judges what meet 
specific standards. 

o D. Is in charge of reaching out to engage potential candidates for 
validation. 

9. Which option is not an issue to consider when linking validation and the OERs 

o A. Where the OER brings with it some form of internal credit, for example 
badges, these must be explained and documented in a transparent way 
encouraging trust. 

o B. The costs. 
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o C. Learning carried out through OER must be described in the form of 
learning outcomes. 

o D. Methods for assessment/testing must be transparently explained. 

10. Which option is not a tool for extracting evidence? 

o A. Declarative methods 

o B. Dialogue or conversational methods 

o C. Evidence extracted from work or other practice 

o D. A CV 

Correct Answers:  

1. A 
2. C 
3. D 
4. D 
5. A 
6. B 
7. C 
8. A 
9. B 
10. D 
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Module 3: Essential Crosscutting Skills for Trainers  

Unit 3.1 Crosscutting Skills  
Section Description 

Unit 
Description 

This unit introduces essential cross-cutting skills for trainers to 
effectively deliver intercultural education. It highlights strategies for 
validating skills within an intercultural context. By developing key 
competencies such as effective communication, empathy, 
adaptability, critical thinking, and cultural awareness, educators can 
create inclusive learning environments that support learners from 
diverse backgrounds. These skills are essential for both successful 
learning outcomes and preparing learners for the modern labour 
market. 

Learning 
Outcomes 

Upon completing this unit, participants will be able to:  

● Understand the role of cross-cutting skills in promoting 
interculturality and diversity learning.  

● Identify and demonstrate essential cross-cutting skills required 
for effective adult training.  

● Integrate cross-cutting skills into teaching methodologies.  
● Foster inclusive learning environments that value diversity. 

Self-
Assessmen
t 

Participants will reflect on their existing cross-cutting skills and 
identify areas for improvement through:  

● Questionnaires to assess competency levels.  
● Group discussions on the meaning and challenges of soft skills.  
● Role-play exercises to practice effective communication, 

empathy, and adaptability.  
● Curriculum enhancement by integrating transversal skills.  
● Cultural awareness journal to document intercultural 

experiences and insights.  
● Peer feedback exchange on applying soft skills in training. 

Extra 
Resources 
& 
References 

● https://youtu.be/MwM7kYUGUzA?si=EqSdnZK_7wUXVOlW  

● https://youtu.be/KuKzq9EDt-0?si=7dCUOpvG5PkAzOD5     

● https://commission.europa.eu/index_it   

● https://www.edaforum.it/ojs/index.php/LLL/article/view/742/58
3   

 Glossary ● Empathy: Genuine compassion and the desire to contribute to 
others’ wellbeing.  

https://youtu.be/MwM7kYUGUzA?si=EqSdnZK_7wUXVOlW
https://youtu.be/KuKzq9EDt-0?si=7dCUOpvG5PkAzOD5
https://commission.europa.eu/index_it
https://www.edaforum.it/ojs/index.php/LLL/article/view/742/583
https://www.edaforum.it/ojs/index.php/LLL/article/view/742/583
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● Cognitive Empathy: Understanding another person’s thoughts 
and perspective without focusing on their emotions.  

● Paraverbal Communication: Non-verbal communication 
elements such as tone of voice, rhythm, and volume. 

 

This unit equips adult educators with key cross-cutting skills that enhance inclusive 
teaching and foster intercultural education. The self-assessment activities encourage 
trainers to reflect on their skills and apply new strategies for effective communication, 
adaptability, and empathy in diverse learning environments. 

Soft Skills of Trainers 
Essential soft skills to guarantee a better of teacher achievement are: 

• Effective Communication  
• Empathy  
• Adaptability  
• Critical Thinking  
• Cultural Awareness  

Within an intercultural framework, skills can be further broken down into the following 
categories:  
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• Intercultural sensitivity: Recognising and understanding cultural 
differences is essential to avoid misunderstandings and build 
positive relationships with people from different cultures

• Adaptability: Being able to adapt teaching style and content to the 
specificities of learners, showing flexibility and open-mindedness.

• Intercultural comunication skills: Being able to communicate in 
clear and accessible language, taking into account possible 
language barriers and differences in communication style.

Intercultural Skills 

• Formative planning skills: Being able to design and realise 
effective intercultural training courses, taking into account the 
training objectives of both the context and the individual social and 
cultural characteristics of the learners

• Methodological skills: Being able to use different training 
methodologies, encouraging interactive and participative learning, 
in the face of different cognitive maps, learning modes and different 
thinking styles.

• Evaluation skills: Knowing how to evaluate learning and impact of 
intercultural training courses is fundamental to improve their 
efficiency. This includes the ability to create clear learning goals, 
developing appropriate learning materials and using effective 
teaching and assessment strategies.

Training Skills 
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• Positive and open attitude: Willingness to engage in 
intercultural debate and dialogue, showing respect for 
different cultures and opinions.

• Listening and empathy skills: Knowing how to actively 
listen to and understand learners' needs and experiences 
is fundamental to create a safe and inclusive learning 
environment.

• Relational and mediation skills: Knowing how to 
manage group dynamics and facilitate communication 
and collaboration between learners, know how to 
prevent/constructively resolve any misunderstandings or 
conflicts due to cultural and other differences, facilitating 
communication and problem-solving through dialogue, 
mediation and negotiation.

• Reflexivity and critical sense: Being able to reflect 
critically on one's own practice, self-evaluate with 
awareness and intellectual honesty, being willing to 
critically examine one's own beliefs, prejudices and 
practices, making changes if necessary to improve.

Emotional Relational Skills 

• Intercultural communication skills: Being able to 
communicate effectively in intercultural contexts requires 
the use of clear and accessible language, taking into 
account possible language barriers, and differences in 
communicative and cognitive styles.

• Being aware of different modes of communication among 
cultures in terms of verbal, non-verbal and para-verbal 
language (e.g. eye contact, gestures, tone of voice, 
mimicry, proxemics, etc.).

Communication Skills 
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Efficient Communication  

Communication refers to the action of making public knowledge known, transmitting 
and disseminating information, but also making other people aware of facts, feelings, 
and emotions, and sharing thoughts, opinions, experiences, and sensations. The 
inclusive use of language is the ability to represent and reach every person, without 
excluding any category or group of people, but giving equal recognition and social 
visibility. 

A communicator is effective when he or she knows how to decode and interpret 
feedback, i.e. when he or she knows how to listen. The basis of effective 
communication is Active Listening! 

7% of what we understand in a communication system is deduced from the verbal 
message (both written and oral), while 55% is deduced from non-verbal language and 
the remaining 38% is understood from para verbal communication, that is the tone of 
the voice, rhythm, and volume. 

Finally, just as much attention must be paid to body language, so to non-spoken 
communication and to the different codes of common culture which often help us to 
better understand complex concepts. This is the component that has the greatest 
impact on the comprehension of the message.  

 

 

 

How does active listening manifest itself?  

Common 
Cultural 
Codees 

• Kinesic system (posture, facial 
expressions, gaze, body movements)

• Proxemikcs (the position that the 
body occupies in space in relation to 
the interlocutor)

• Chronemic code (subjective 
organisation of time of conversation)

• Haptic component (messages 
expressed through physical contact
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• Showing interest: To encourage trainees to continue the conversation by 
asking a few questions, asking for clarifications, and inserting a few words they 
use into the dialogue to demonstrate that you are keeping the thread of the 
conversation. As far as body language is concerned, it’s useful to look the 
interlocutor in the eyes.  

• Centring the conversation on the other person: Leaving space for the 
interlocutor to interact and make them feel understood and welcomed. 

• Don’t interrupt: No one likes to be interrupted while speaking, therefore it is 
needed to use another important skill, which is patience. The main weakness in 
listening skills is the bad habit of interrupting others before they have finished 
talking. 

• Don’t judge: Listen empathically trying to put yourself in the other person’s 
shoes, as if you were them, therefore considering who they are, what they are 
experiencing, their weaknesses, the aspects of their character, etc. It’s crucial to 
avoid expressing judgments or having an unconsciously judgmental attitude 
expressed through facial expressions, posture, the use of certain phrases, and so 
on.  
 

Communication is not always a clear and linear process. There can be many elements 
that influence the understanding of the message, such as noise or distortions whereby 
what is communicated doesn’t always correspond to what is received. We need to 
understand what elements can cause a “message distortion” and what are solutions to 
eliminate or soften them. A useful system consists of functionally using feedback, that’s 
the main strategy of the teaching-learning process. 

 

Factors to Communicate Effectively  

• Be aware of being influenced by defence and perception mechanisms  
• Be available to change the message if we realise that we have not been 

understood 
• Being more aware of the entire dynamics of communications, in order to grasp 

messages from the interlocutors which often occur in just a few seconds 
• Observe any feedback, even non-verbal ones 
• Use a common code while paying attention to the socio-cultural context of the 

interlocutor 
• Achieve maximum coherence in our communication, making sure that the three 

levels are in harmony with each other, strengthening each other 
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The Importance of Transversal Skills for Educators in Intercultural 
Education  

Soft skills comprise relational and communicative skills, mental flexibility, problem-
solving skills, being open to experiences, and empathy. Having these skills helps to 
create a positive learning environment for learners and supports the establishment of 
trust between educators and learners.  

In an intercultural context, often characterised by different languages and habits, we 
need to take advantage of these suggestions while communicating in order to avoid any 
mistakes. It’s crucial to continuously exchange feedback because that’s the most 
effective method to establish and maintain a solid relationship between educators and 
students.  

 

Empathy and Sensibility  

The emotional factor is an indispensable component of learning because through 
emotionally engaging situations learning is not only more pleasant but also more 
effective. To establish a climate of serenity in the classroom, one of the most effective 
methods is empathy, which is the ability to put yourself in someone else’s shoes to 
understand other psychic processes. The term empathy derives from the Greek term 
“en-pathos” which means “to feel inside” in other words to fully understand and make 
other people's emotions and thoughts our own. 

 

Empathy 

Empathetic 
Concern: Authentic 

compassion and 
desire to do your 
best for others to 
contribute to their 

wellbeing. 

Cognitive Empathy: 
Understanding 
what the other 

person thinks and 
appreciating their 

point of view. 

Affective Empathy: 
Experiencing the 

same emotions as 
others. 
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Adaptability  

At this moment in history, adaptability or being flexible while facing unexpected 
changes or events is more necessary than ever. Rapid technological innovations, 
continuous organisational changes, uncertainty, and unexpected events force us to 
rethink our action plans and find alternative paths. The comparison with cultures and 
perspectives different from our own requires us to be able to put new or unfamiliar 
behaviours into practice. Being able to adapt to the context and knowing how to read 
the context means activating the ability to act correctly in new contexts, adapting to the 
specific characteristics of the new environment and the people who are in it, which 
means recognising their values, beliefs, resources, and limits. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Why is Adaptability Important? 

• Respect for different cultures: Adaptability means to show respect for different 
cultures and learning styles. 

• Effectiveness of education: It allows the educational objectives to be achieved 
effectively, taking into account the characteristics of the students. 

How to respond to changes?  

Train yourself to question your 
habits 

Learn to tolerate and manage 
uncertainty 

Perceive the opportunities that may 
arise from the new situation 

Quickly generate alternative plans 
to the original one.  
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• Engagement and motivation: An adaptable educator knows how to engage 
and motivate participants, creating a safe and inclusive learning environment. 

• Managing Challenges: Adaptability helps to manage the challenges of cross-
cultural teaching, such as language barriers and different expectations. 

• How can an educator develop adaptability? 

• Acquiring intercultural knowledge: Understanding different cultures, their 
values and ways of communicating is crucial for an adaptable educator. 

• Reflecting on your teaching style: It is important to reflect on how your 
teaching style may be perceived by people from different cultures. 

• Asking for feedback: Asking participants for feedback is an effective way to 
improve your adaptability. 

• Being flexible and open to change: The adaptable educator is willing to modify 
their approach based on the needs of the class. 

 

Some examples of how an educator can show adaptability are:  

• Using different teaching methodologies: In an intercultural context, it is 
important to use a variety of teaching methodologies to adapt to different 
learning styles 

• Adapting the language and rhythm of speaking: The educator must use clear 
and accessible language, taking into account the linguistic level of the students 

• Encouraging participation and dialogue: It is important to create a learning 
environment where participants feel comfortable sharing their ideas and 
opinions 

• Respecting different cultures and different sensitivities: The educator must 
be aware of different cultural and religious sensitivities and must avoid making 
offensive or discriminatory comments 
 

Critical Thinking  

Critical thinking means knowing how to analyse information, situations, and 
experiences objectively, distinguishing reality from subjective impressions and 
prejudices. It incorporates recognising the factors that influence your and others' 
thoughts and behaviours. This may help you make decisions objectively as you will 
better know how to examine a situation and take a personal position on it. It helps you 
to:  
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• Analyse information and situations objectively, evaluating advantages and 
disadvantages  

• Distinguish the reality of the facts from your subjective impressions and your 
prejudices and interpretations  

• Recognise the external factors that influence one’s own and others’ thoughts and 
behaviours  

Cultural Awareness  

Cultural awareness is the ability to recognise and understand value systems while 
respecting diversity, and avoiding stereotypes, prejudices, or cognitive and cultural 
biases.   The European Council Recommendation of May 22, 2018, defines it as follows, 
"Competence in cultural awareness and expression domain, involves understanding 
and respecting how ideas and meanings are creatively expressed, and communicated 
in different cultures, through a range of artistic and cultural manifestations."   This 
competence extends to the ability to communicate by knowing how to translate, 
interpret, and recognise forms of cultural expression, appreciating their essence. Some 
examples include:  

• Gestures and nonverbal communication: Moving the head back and forth means 
"YES" in almost every country in the world, but in Greece, Turkey, and Bulgaria 
means the exact opposite. 

• In China and Japan, to indicate someone, you need to use your whole hand 
because using the index finger represents an impolite gesture.  

• Eye contact is a sign of engagement when speaking or listening in the United 
States. However, it is sometimes seen as overbearing and disrespectful in Japan. 
Therefore, moderating eye contact can help Americans build relationships and 
mutual respect with people from different cultural backgrounds.  

• In some tropical countries, green indicates danger.  
• In some Asian countries the white colour is used to indicate mourning. 

Therefore, any colours to be associated with pictures or texts or during individual 
or group exercises should also be chosen well, depending on the context. 

 

The Role of the Educator in the Educational Path  

Educators follow the path of dialogue, mutuality, and communicative integration. They 
choose this attitude to develop emotional skills in the learner: self-awareness, the 
ability to express and control feelings, impulses, tension, and anxiety. Teaching 
approaches like circle time, peer-to-peer, cooperative learning, and brainstorming 
become valuable instruments for motivated and interactive discussion aimed at 
producing communication-based on collaboration, knowledge of other people, and the 
pursuit of common goals through operational exercises that develop social skills. 
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This is how the educator plays a crucial role in conveying what is needed for the 
metacognitive and emotional growth of the learner, through positive stimulations, self-
esteem development, multiculturalism, eulogy of diversity and spur to inclusion. 

 

Unit 3.1 Self-Assessment Questions  
1. What is one key aspect of intercultural communication skills? 

o A. Mastery of a single language 

o B. Ignoring cultural differences 

o C. Awareness of verbal, non-verbal, and para-verbal cues 

o D. Avoiding eye contact 

2. Teaching skills aim at: 

o A. Ignore what is around us 

o B. Make users less autonomous 

o C. Not encouraging a collaborative environment 

o D. Knowing how to evaluate learning and the impact of intercultural 
pathways 

3. What is highlighted as a fundamental aspect of effective communication? 

o A. Closed-mindedness 

o B. Exclusive use of language 

o C. Active listening 

o D. Avoiding feedback 

4. What component has the greatest impact on the comprehension of a message? 

o A. Verbal message 

o B. Non-verbal language 

o C. Written communication 

o D. Avoiding body language 

5. What is emphasised as a key strategy to mitigate message distortion in the 
teaching-learning process? 

o A. Clear and linear communication 
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o B. Ignoring feedback 

o C. Utilising feedback effectively 

o D. Avoiding noise in communication 

6. What is highlighted as an effective method for establishing a serene classroom 
climate? 

o A. Ignoring emotions 

o B. Creating emotionally engaging situations 

o C. Encouraging competition 

o D. Avoiding engagement 

7. What type of empathy involves understanding another person's thoughts and 
perspective without focusing on their emotions? 

o A. Cognitive empathy 

o B. Emotional empathy 

o C. Sympathy 

o D. Apathy 

8. What does non-verbal communication consist of? 

o A. Communication made by non-verbal signs 

o B. Communicating only through social media 

o C. Telematic information 

o D. Speaking loudly 

9. What is highlighted as a crucial skill in facing rapid changes and uncertainties? 

o A. Rigidity and resistance to change 

o B. Embracing uncertainty 

o C. Sticking to predetermined action plans 

o D. Adaptability and flexibility 

10. What are examples of how an educator can demonstrate adaptability in an 
intercultural context? 

o A. Insisting on a single teaching methodology 

o B. Using only one language and speaking rhythm 
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o C. Discouraging participation and dialogue 

o D. Considering different cultures and sensitivities 

 

Correct Answers: 

1. C 
2. D 
3. C 
4. B 
5. C 
6. B 
7. A 
8. A 
9. D 
10. D 
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Unit 3.2 Case Studies and Best Practices  
Section Description 

Unit Description This unit explores case studies and best practices for 
integrating migrants into the hospitality sector. Through 
analysis and practical workshops, participants learn to 
apply diversity and inclusion strategies in professional 
settings, improving employment opportunities and 
fostering a more inclusive workplace. 

Learning Outcomes Upon completing this unit, participants will be able to:  
 

● Identify key challenges and opportunities for 
migrant integration in the hospitality sector.  

● Analyse and interpret real-world case studies to 
understand successful integration practices.  

● Recognise and apply best practices for promoting  
diversity and inclusion in the workplace.  

● Develop actionable strategies to improve 
employment opportunities for migrants within their 
professional environments. 

Self-Assessment Participants will complete a pre-and-post unit reflection, 
rating their understanding and skills on a scale of 1-5 

(1 = No knowledge, 5 = Expert level) 

Areas of focus include:  
● Understanding of challenges and opportunities for 

migrant integration in hospitality.  
● Ability to analyse and apply lessons from case 

studies on successful integration practices.  
● Knowledge of best practices for promoting diversity 

and inclusion in the workplace.  
● Competence in developing strategies to enhance 

employment opportunities for migrants.  
 

This approach encourages learners to reflect on their 
personal and professional growth, providing a measurable 
way to track progress and identify areas for further learning. 

Extra Resources & 
References 

● Case Studies of the Hospitality Industry – A study 
on migrant employment in London’s small hotel 
sector, examining recruitment practices and labour 
distribution. (ResearchGate)  

https://bitly.ws/3dMQu
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● Migrant Integration Framework - Case Studies – 
Welsh Government initiative, including the NHS "GP 
Card" for asylum seekers and the Traumatic Stress 
Wales initiative for migrant mental health support. 
(Welsh Government)  

● Ten Case Studies on Migrant Integration in EU 
Cities – Examining migrant integration efforts in 
cities like Amsterdam, Athens, and Barcelona, 
providing a 12-point checklist for policymakers. 
(European Website on Integration) 

 Glossary ● Integration: The process of incorporating individuals 
into society, ensuring they participate and contribute 
fully.  

● Diversity Strategy: Policies promoting inclusive 
environments by incorporating people from different 
cultural and ethnic backgrounds.  

● Hospitality Sector: Industries including lodging, 
food services, event planning, travel, and tourism.  

● Case Study: A detailed examination of a particular 
instance or example to highlight general principles.  

● Best Practices: Proven methods or techniques 
recognised as effective in achieving desired 
outcomes.  

● Inclusion: Ensuring equal access to opportunities 
and resources for individuals who may otherwise be 
marginalised. 

 

 

This unit provides adult educators with practical insights into migrant integration in the 
hospitality sector. The case studies and best practices presented will help educators 
develop strategies for a more diverse and inclusive workforce. The extra resources offer 
real-world examples of effective policies and integration frameworks. 

Enhancing Diversity in the Hospitality Sector  
Enhancing diversity in the hospitality sector not only enriches the sector with a variety of 
cultural perspectives and skills but also supports social cohesion and economic 
growth. Migrants can fill vital roles enhance service quality with authentic cultural 
experiences and contribute to innovative business practices.  

The Importance of Diversity and Inclusion  
Diversity and inclusion in the hospitality industry are essential because they foster a 
rich, dynamic workplace that mirrors the global customer base it serves. This approach 
enhances creativity, employee satisfaction, and service quality by incorporating a wide 

https://www.gov.wales/migrant-integration-framework-case-studies-html
https://ec.europa.eu/migrant-integration/
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range of cultural perspectives and experiences. It also improves problem-solving 
and decision-making by bringing together diverse viewpoints. Ultimately, prioritising 
diversity and inclusion leads to increased innovation, access to a broader talent pool, 
and stronger connections with customers from various backgrounds, driving business 
success and competitive advantage. 

Often, challenges occur in migrant integration. This can include but is not limited to: 

• Language and Cultural Barriers 
Migrants often face language barriers that impede communication, 
understanding of job tasks, and integration into the workplace culture, affecting 
their performance and relationships with colleagues and customers. 

• Recognition of Qualifications and Experience 
The hospitality sector frequently overlooks or undervalues migrants' previous 
qualifications and professional experiences from their home countries, leading  
underemployment or employment in lower-skilled positions. 

• Social Integration Challenges 
Migrants may encounter difficulties in social integration within the workplace 
due to differences in cultural norms, potential isolation, and lack of access to 
networks that can aid in their career advancement and personal adjustment. 
 
 

Case Study 1 – Migrant Workers in London’s Small Hotel Sector 

Background:  

ResearchGate study explores migrant employment 
within London's small hotel sub-sector, highlighting 
the diversity and complexity of employment and 
recruitment practices ((PDF) Migrant workers in 
small London hotels: Employment, recruitment 
and distribution (researchgate.net) 

 

Strategies Implemented:  

• Focus on Recruitment Practices: The study investigates how small hotels in 
London recruit migrant workers, examining whether labour costs or 
competencies drive employment. 

• Analysis of Recruitment Channels: Evaluation of ethnic queuing and co-ethnic 
recruitment versus diversified recruitment strategies amidst London's super-
diverse migrant populations. 

https://www.researchgate.net/publication/273222486_Migrant_workers_in_small_London_hotels_Employment_recruitment_and_distribution
https://www.researchgate.net/publication/273222486_Migrant_workers_in_small_London_hotels_Employment_recruitment_and_distribution
https://www.researchgate.net/publication/273222486_Migrant_workers_in_small_London_hotels_Employment_recruitment_and_distribution
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Key Findings:  

• Migrant employment is driven by a combination of factors, including labour costs 
and specific competencies. 

• Evidence suggests diversified recruitment practices are prevalent, challenging 
traditional notions of ethnic queuing in a super-diverse context. 

Outcomes:  

• Identification of uneven distribution of migrant employment across 
establishments, reflecting the nuanced nature of migrant work in hospitality. 

• Insights into the complex interplay between labour costs, competencies, and 
recruitment practices in driving migrant employment. 

Implications for Hospitality Industry:  

Highlights the need for nuanced understanding and policy-making that reflects the 
complexity of migrant employment in the hospitality sector. Suggests potential areas for 
improvement in recruitment practices and integration strategies within the sector. 

• For detailed insights and analysis, read the study on ResearchGate: Link 

 

 

Case Study 2 – Welsh Governments Migrant Integration Framework  

Background: 

Focuses on practical initiatives like the NHS "GP 
Card" for asylum seekers, ensuring healthcare access 
without a fixed address or ID. 

Strategies Implemented:  

• NHS "GP Card" Initiative: Provides asylum 
seekers and vulnerable groups with access to 
healthcare services.  

• In the NHS "GP Card" Initiative, asylum seekers 
and other vulnerable groups are provided with 
a GP Card, a pivotal tool ensuring their right to 
register with a General Practitioner (GP) for 
healthcare services without the need for a fixed address or identification. This 
initiative addresses a critical barrier to healthcare for migrants, facilitating 
access to essential medical services, including prescriptions and vaccinations, 
thereby safeguarding their health and well-being in their unfamiliar environment. 

https://bitly.ws/3dMQu
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• Traumatic Stress Wales Initiative: Aims to improve mental health support 
for migrants, offering therapies and support for PTSD and CPTSD. The Initiative 
takes a comprehensive approach to mental health support for migrants, 
recognising the complex trauma many face due to displacement, loss, or 
violence. By offering specialised therapies and support for Post-Traumatic Stress 
Disorder (PTSD) and Complex PTSD (CPTSD), the initiative aims to improve 
mental health outcomes for migrants. This support is crucial for their successful 
integration and participation in the community, as it addresses the psychological 
barriers that can hinder their adaptation and contribution to society.  

Key Findings:  

• Improved Access to Healthcare and Mental Health Support 
o The NHS "GP Card" Initiative has successfully removed major obstacles 

to healthcare access for migrants, ensuring they receive necessary 
medical and preventative care without the usual bureaucratic hurdles.  

o Similarly, the Traumatic Stress Wales Initiative has provided targeted 
mental health services, addressing the acute and complex psychological 
needs of migrants who have experienced trauma. 

• Enhanced Wellbeing and Social Integration  
o These initiatives have collectively contributed to the overall wellbeing of 

migrants in Wales, facilitating a smoother integration process. Access to 
healthcare and mental health support has not only improved migrants' 
physical and psychological health but also their ability to engage with and 
contribute to their communities.  

o This holistic approach to migrant integration supports the development of 
a more inclusive and cohesive society, where migrants can actively 
participate in social, cultural, and economic life. 
 

Outcomes:  

• Successful Healthcare Registration and Access for Migrants  
o The NHS "GP Card" Initiative has led to a streamlined and accessible 

process for migrants, including asylum seekers and vulnerable groups, to 
register with healthcare providers. This initiative has effectively removed 
major barriers to healthcare access, ensuring that migrants can receive 
medical attention, prescriptions, and vaccinations promptly. The success 
of this initiative is a testament to the importance of adapting healthcare 
systems to be more inclusive and accessible to all members of society, 
regardless of their immigration status or living conditions. 

• Positive Impact on Mental Health and Overall Integration of Migrants  
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o The Traumatic Stress Wales Initiative has made strides in addressing 
the mental health challenges faced by migrants, offering specialised 
support and therapies for those experiencing PTSD and CPTSD. This 
targeted support not only aids in the mental health recovery of migrants 
but also plays a crucial role in their overall integration into Welsh society. 
By addressing mental health needs, migrants are better equipped to 
engage with their communities, seek employment, and contribute 
positively to their new environment. The positive outcomes of these 
initiatives underscore the holistic benefits of providing comprehensive 
healthcare and mental health support, leading to a more inclusive and 
supportive society for migrants. 

Implications for Healthcare and Integration:  

These initiatives demonstrate the effectiveness of 
targeted health support in enhancing migrants' 
ability to integrate successfully into their new 
communities. They highlight the interdependence 
of health and integration, showing that access to 
healthcare and mental health services is 
foundational to achieving successful social and 
economic integration. By prioritising the health of 
migrants, societies can foster more inclusive, 
resilient, and cohesive communities. 

The positive outcomes from Wales provide valuable lessons for other regions and 
countries on the importance of incorporating health considerations into integration 
policies and practices. Addressing healthcare and mental health is not just about 
improving individual well-being but is also a strategic investment in the social and 
economic fabric of host communities. 

For more details visit the Welsh Government’s framework case studies: Link. 

https://www.gov.wales/migrant-integration-framework-case-studies-html
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Case Study 3 – Key Integration Strategies Adopted by European Cities 
Enhancing Migrant Inclusion and Participation  

Background:  

The OECD and European Commission's 
documentation on migrant integration in EU cities 
highlights successful strategies from cities like 
Amsterdam, Athens, and Barcelona. These 
strategies focus on a place-based approach, 
emphasising local context in integration efforts and 
offering a 12-point checklist for policymakers to 
enhance migrant inclusion and participation 
effectively. This approach aims to tailor integration 
policies to fit the unique needs and opportunities of 
migrants within specific urban settings, promoting 
more cohesive and inclusive urban communities. 

Link: European Website on Integration. 

 

Strategies Implemented:  

• Place-Based Integration Approach  
o The Place-Based Integration Approach recognises that each community 

has unique characteristics, challenges, and strengths. By tailoring 
integration efforts to these local contexts, policies and programs can 
more effectively address the specific needs of migrants and the 
community at large. This approach leverages local resources, networks, 
and knowledge, fostering partnerships between municipalities, local 
businesses, community organisations, and migrants themselves. It 
encourages solutions that are grounded in the local economic, social, 
and cultural landscape, ensuring that integration strategies are relevant, 
sustainable, and beneficial for both migrants and the host community. 
This localised focus enhances the ability of migrants to contribute to and 
participate in their new environments, promoting a cohesive and inclusive 
society. 

• Policy Coherence and Coordination 
o Policy coherence and coordination are critical for successful migrant 

integration. This involves aligning various policy areas and levels of 
government to ensure that integration strategies are comprehensive and 
consistent. Effective coordination between local, regional, and national 
authorities, along with non-governmental stakeholders, ensures that 

https://migrant-integration.ec.europa.eu/news/ten-case-studies-migrant-integration-eu-cities-oecd-and-european-commission_en
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policies are not only well-designed but also appropriately 
implemented, meeting the diverse needs of migrant populations. This 
approach facilitates a unified effort towards creating inclusive 
communities where migrants can fully participate and contribute. 

• Inclusive Services and Civic Engagement  
o Policy coherence and coordination are critical for successful migrant 

integration. This involves aligning various policy areas and levels of 
government to ensure that integration strategies are comprehensive and 
consistent. Effective coordination between local, regional, and national 
authorities, along with non-governmental stakeholders, ensures that 
policies are not only well-designed but also appropriately implemented, 
meeting the diverse needs of migrant populations. This approach 
facilitates a unified effort towards creating inclusive communities where 
migrants can fully participate and contribute. 

• Evaluation and Skills Recognition  
o Stresses the significance of evaluating integration outcomes and 

recognising migrants' skills for better job matching. Evaluating integration 
outcomes and recognising migrants' skills are essential for optimal job 
matching and integration success. This process involves assessing the 
effectiveness of integration policies and practices, ensuring they meet 
migrants' needs and contribute to their well-being and employment 
opportunities. Recognising and accrediting migrants' skills and 
qualifications can significantly improve their job prospects, allowing for 
better alignment between their abilities and the labour market's needs, 
thereby enhancing overall societal and economic integration. 

o Source> European Website on Integration. 

 

Key Findings:  

The twelve key points for policymakers and practitioners to consider as they develop 
and implement local integration programmes are: 

• Enhance effectiveness of migrant integration policy through improved vertical 
coordination across government levels and implementation at the relevant scale 

• Seek policy coherence in addressing migrants’ multi-dimensional needs of, and 
opportunities for, integration at the local level. 

• Access and effectively use financial resources that are adapted to local 
responsibilities for migrant integration. 

• Design integration policies that take time into account throughout migrants’ 
lifetimes and residence status evolution. 

https://migrant-integration.ec.europa.eu/news/ten-case-studies-migrant-integration-eu-cities-oecd-and-european-commission_en
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• Create spaces where interaction brings migrants and the native population 
closer together 

• Increase capacity and diversity in civil services, with a view to ensuring access to 
mainstream services for migrants and newcomers. 

• Strengthen cooperation with non-state stakeholders, including through 
transparent and effective contracts. 

• Intensify the assessment of integration results for migrants and host 
communities and their use for evidence-based policies. 

• Match migrants’ skills with economic and job opportunities. 
• Secure access to adequate housing. 
• Provide social welfare measures that are aligned with migrant inclusion. 
• Establish education responses to address segregation and provide equitable 

paths to professional growth. 

 

Strategies for Implementation  

1. Tailored Training Programs: Develop comprehensive training for staff at all 
levels to enhance cultural competence, sensitivity, and awareness, ensuring a 
welcoming environment for migrants. 

2. Policy Revision and Development: Review existing policies to identify barriers 
to migrant integration and develop new policies that facilitate inclusive 
practices, such as flexible language requirements and recognition of foreign 
qualifications. 

3. Engagement and Feedback Mechanisms: Establish forums and channels for 
open dialogue between migrant employees and management to share 
experiences, offer feedback, and propose improvements. 

4. Mentorship and Support Networks: Create mentorship programs pairing 
migrant employees with experienced staff to guide them through the adaptation 
process, fostering a sense of belonging and community. 

5. Partnerships with Migrant Organisations: Collaborate with local migrant 
organisations and communities to access additional resources, support 
services, and cultural insights that can aid in the integration process. 

6. Monitoring and Evaluation: Implement regular monitoring and evaluation 
processes to assess the effectiveness of integration efforts, using feedback to 
continuously improve practices. 
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Unit 3.2 Self-Assessment Questions  
1. Why is diversity and inclusion important in the hospitality industry? 

o A. It reduces labour costs. 

o B. It creates a homogeneous workplace environment. 

o C. It fosters creativity and enhances service quality. 

o D. It limits access to a broader talent pool. 

2. What challenges do migrants often face in the hospitality sector? 

o A. Overvaluing of their previous qualifications. 

o B. Lack of access to healthcare services. 

o C. Difficulty in social integration and recognition of qualifications. 

o D. Excessive integration into the workplace culture. 

3. What is one of the key findings from Case Study 1 regarding migrant employment 
in London’s small hotel sector? 

o A. Ethnic queuing is the dominant recruitment practice. 

o B. Labor costs are not a significant factor in recruitment. 

o C. Diversified recruitment strategies are prevalent. 

o D. Migrant employment is evenly distributed across establishments. 

4. What is the primary purpose of the NHS "GP Card" Initiative mentioned in Case 
Study 2? 

o A. Facilitating access to healthcare services for migrants. 

o B. Offering mental health support for migrants. 

o C. Providing financial assistance to migrants. 

o D. Offering employment opportunities for migrants. 

5. How do social integration challenges impact migrants in the workplace? 

o A. They lead to overemployment opportunities. 

o B. They facilitate rapid career advancement. 

o C. They can result in isolation and hinder career progression. 

o D. They ensure easy access to professional networks. 
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6. What is the main objective of the Traumatic Stress Wales Initiative mentioned 
in Case Study 2? 

o A. Providing housing assistance to migrants. 

o B. Offering language classes for migrants. 

o C. Improving mental health support for migrants. 

o D. Facilitating access to job training programs for migrants. 

7. What is a key takeaway from the outcomes of the NHS "GP Card" Initiative 
discussed in Case Study 2? 

o A. It has led to a decrease in the overall migrant population in Wales. 

o B. It has led to an increase in the overall migrant population in Wales. 

o C. It has effectively removed barriers to healthcare access for migrants. 

o D. It has led to an increase in bureaucratic hurdles for migrants. 

8. According to the content, what is one of the 12 key points for policymakers and 
practitioners to consider in developing and implementing local integration 
programs? 

o A. Limiting interaction between migrants and the native population. 

o B. Strengthening cooperation with non-state stakeholders. 

o C. Reducing access to mainstream services for migrants. 

o D. Ignoring the assessment of integration results. 

9. What is a consequence of not recognising qualifications and experience for 
migrants in the hospitality sector? 

o A. It leads to overemployment opportunities. 

o B. It ensures underemployment or employment in lower-skilled positions. 

o C. It facilitates easy integration into the workplace culture. 

o D. It eliminates the need for social integration. 

10. How do diversified recruitment practices affect migrant employment in London’s 
small hotel sector, as discussed in Case Study 1? 

o They have no impact on migrant employment. 
o They result in uneven distribution of migrant employment across 

establishments. 
o They ensure equal distribution of job opportunities among migrants. 
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o They lead to a decrease in labor costs for small hotels. 

 

Correct Answers:  

1. C 
2. C 
3. C 
4. A 
5. C 
6. C 
7. C 
8. B 
9. B 
10. B 
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Conclusion  
As adult educators, there is a unique responsibility and opportunity to foster inclusive 
learning environments that empower individuals from diverse cultural and socio-
economic backgrounds. The We-COOK In Handbook on Diversity Learning and 
Competence Validation provides a comprehensive framework to support educators in 
developing intercultural competencies, validating learners’ skills, and creating more 
inclusive educational practices. 

Through its three key modules, this handbook has explored the importance of cultural 
awareness, cross-cutting competences, and essential skills for educators. It has 
highlighted how intercultural education can strengthen both teaching methodologies 
and labour market inclusion, ensuring that learners, regardless of background, can 
access meaningful educational and employment opportunities. 

However, diversity learning is not a one-time goal but an ongoing process. As societies 
and workplaces continue to evolve, so must our teaching approaches. Continuous self-
reflection, professional development, and engagement with new tools and 
methodologies are essential for fostering truly inclusive learning environments. 

To further support your journey as an educator, we encourage you to explore the We-
COOK In MOOC (https://wecook-in-mooc.eu/ ). This platform offers additional 
resources, practical activities, and digital learning tools that complement the strategies 
outlined in this handbook. The We-COOK In Toolkit (https://wecook-in-
mooc.eu/toolkit/)  provides interactive exercises, best practices, and case studies that 
can be directly integrated into your teaching practice, making it easier to engage 
learners in intercultural education and competence validation. 

Embracing diversity in adult education is not just about addressing challenges, it is 
about unlocking the potential of all learners. By applying the principles and strategies 
from this handbook, you are actively contributing to a more inclusive, equitable, and 
dynamic learning environment. The ability to adapt, empathise, and validate learners’ 
experiences will not only benefit your students but will also enrich your own 
professional growth as an educator.  

https://wecook-in-mooc.eu/
https://wecook-in-mooc.eu/toolkit/
https://wecook-in-mooc.eu/toolkit/
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