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Purpose and 
Objectives



Module 1: Introduction and Capacity Building

This module equips educational institutional managers with the knowledge and tools necessary 

to create inclusive, equitable and accessible educational environments. It addresses the 

challenges organisations face in achieving inclusivity and provides effective strategies for 

overcoming these barriers. 

By focusing on capacity building, they will learn to identify organisational needs, allocate 

resources, and implement practical solutions to enhance inclusivity. The module emphasises the 

importance of creating systems that adapt to the diverse needs of learners, particularly those from 

underrepresented or marginalised groups, while highlighting the critical role of institutional 

leaders in embedding inclusivity into their organisation’s culture. 

Combining theoretical insights, real-world examples, and actionable strategies, this module 

prepares participants to lead sustainable and impactful capacity-building efforts. Institutional 

managers are central to creating inclusive learning environments and this module provides the 

essential tools and knowledge to make this vision a reality.



Module 1: Learning Objectives

After completing Module 1, you will:

⮚ Understand the importance of inclusive education and its role in promoting equity and 

accessibility in adult learning environments.

⮚ Identify capacity-building needs within organisations and develop strategies to address 

them.

⮚ Recognise and address implicit biases in educational management to create more inclusive 

practices.



Module 1: Connecting with Other Modules

Module 1 serves as the foundational module for this course, providing educational institutional managers with the 
essential tools and understanding to build inclusive practices. By focusing on identifying organizational needs, 
addressing biases, and fostering equity, this module establishes the groundwork for the specialised topics explored in 
the subsequent modules.
• Module 2: Intercultural Communication in Adult Learning

Builds on the cultural awareness introduced in Module 1, equipping managers with strategies to improve 
communication and support diverse learners effectively.

• Module 3: Digital Learning Methods
Expands on capacity-building strategies by introducing digital tools and methods to foster inclusivity and address 
varied learning needs.

• Module 4: Inclusive Pedagogy
Provides a deeper dive into creating inclusive curricula and assessments, using the organisational frameworks 
developed in Module 1.

• Module 5: Community Engagement and Support
Focuses on extending the inclusive practices of Module 1 into the broader community, promoting collaboration and 
sustainable educational initiatives.

• Module 6: Outreach Strategies
Builds on the capacity-building foundation to implement targeted outreach efforts, ensuring underrepresented 
groups have access to equitable education opportunities.



2
Introduction to 
Inclusive Education



Addressing Barriers to Inclusivity

Achieving inclusivity means identifying and addressing the full 

range of systemic barriers that limit participation and success. 

Key considerations include:

• Recognizing and mitigating cultural, structural, and attitudinal 

biases in policies and teaching practices

• Providing multilingual, disability-inclusive, and neurodiversity-

aware support services

• Designing inclusive curricula that reflect diverse lived experiences, 

learning needs, and educational backgrounds



Addressing Barriers to Inclusivity

Examples of inclusive practice:

Ensuring physical and digital accessibility, including wheelchair 

access, screen reader compatibility, and sensory-friendly environments

Supporting learners with intellectual disabilities, neurodivergent 

learners, and those distanced from education by time, geography, or life 

circumstances

Integrating multiple languages, flexible delivery modes, and Universal 

Design for Learning (UDL) Principles



Watch this!

Marcelle Bugre of the Foundation for 

Shelter and Support to Migrants tells 

EPALE why basic skills programmes 

are vital for migrant learners.

CLICK HERE

https://youtu.be/5Iju4yIEpJI?si=DRk9g7pbghQms3-Q


The Role of Educational Institutional 
Managers in Inclusivity

Educational institutional managers are critical in embedding inclusivity into their 
organization’s culture and practices. By prioritising inclusivity:

• Organizations better serve underrepresented and marginalised groups.

• Learners experience improved outcomes and a stronger sense of belonging.

• Staff and students thrive in an environment of respect and collaboration. Inclusivity 
is a core component of quality education, ensuring that all learners feel valued and 
empowered to succeed.

Examples include ensuring universal accessibility, such as step-free access, assistive 
technologies, and sensory-friendly environments, delivering courses in multiple 
languages and flexible formats, and embedding culturally and cognitively inclusive 
practices that reflect the diverse needs of learners, including those with disabilities, 
neurodivergence, and disrupted or limited engagement with education.



“Inclusive education is not 

a marginal issue but is 

central to the achievement 

of high-quality education 

for all learners and the 

development of more 

inclusive societies.”

—

UNESCO, 2009

https://unesdoc.unesco.org/ark%3A/48223/pf0000177849?utm_source=chatgpt.com


3
Capacity-Building 
Challenges and 
Strategies



Key Challenges and Barriers

Understanding 
the Obstacles 
to Inclusivity

Educational institutional managers face various challenges in fostering 
inclusive capacity within their organisations. They can take the following steps 
to address these obstacles:

• Limited Resources: Managers will prioritise resources by assessing the needs 
of their institutions, identifying where funding, teaching materials, or digital 
tools are most urgently required. This can include applying for grants, 
reallocating budgets, or collaborating with external partners to access new 
resources.

Budget Constraints and Underdeveloped Infrastructure

The European Association for the Education of Adults (EAEA) reports significant 
financial cuts in adult learning and education across many European countries, 
including Sweden and Finland. These reductions have led to job losses for 
educators, negatively impacting the quality of learning provision and limiting 
adults' access to education. 



Key Challenges and Barriers

Understanding 
the Obstacles 
to Inclusivity

Limited Access to Assistive Technology a systematic review of inclusive 
education policies and assistive technologies identifies structural barriers such 
as limited teacher training and regional inequalities. These challenges hinder the 
effective implementation of assistive technologies, which are crucial for 
personalizing learning and improving accessibility for learners with disabilities. 

Gaps in Multilingual Materials and Digital Learning Resources the OECD's report 
on digital teaching and learning resources notes that while digital resources 
offer opportunities for inclusive education, their availability and quality vary 
across countries. Challenges include ensuring that digital resources are 
accessible to all learners, including those requiring multilingual materials and 
those with special educational needs. 
Insufficient Support for Socially Excluded Adults the European agency for special 
needs and inclusive education highlights that the COVID-19 pandemic 
exacerbated existing inequalities in education. Learners from disadvantaged 
backgrounds faced increased barriers due to a lack of access to digital tools and 
resources, underscoring the need for resilient and inclusive education systems. 



Key 
Challenges 
and 
Barriers
Understanding 
the Obstacles 
to Inclusivity

Educational institutional managers face various challenges in 
fostering inclusive capacity within their organisations. They can take 
the following steps to address these obstacles:

1. Limited Resources: Managers will prioritise resources by 
assessing the needs of their institutions, identifying where funding, 
teaching materials, or digital tools are most urgently required. This 
can include applying for grants, reallocating budgets, or 
collaborating with external partners to access new resources.



Key 
Challenges 
and 
Barriers
Understanding 
the Obstacles 
to Inclusivity

2. Cultural Biases: Through staff training and facilitated workshops, 
managers will guide teams in recognising and mitigating implicit biases 
in their policies, hiring practices, and teaching approaches. This includes 
revising recruitment criteria and fostering a more culturally responsive 
learning environment.



Key 
Challenges 
and 
Barriers
Understanding 
the Obstacles 
to Inclusivity

3. Staff Training Gaps: Managers can organize or commission targeted 
professional development programmes that address inclusivity and 
cultural awareness. These training sessions will equip staff with the 
skills to support diverse learners and integrate inclusive methods into 
their daily practice.



Key 
Challenges 
and 
Barriers
Understanding 
the Obstacles 
to Inclusivity

4. Logistical Constraints: By conducting logistical reviews, managers can 
identify and address barriers such as inconvenient schedules or 
inaccessible locations. Solutions may include offering online classes, 
providing transport options, or collaborating with community 
organisations to offer childcare support for learners.



Professional 
Noticing

Professional Noticing is the skill of observing with intentionality, recognising important 
details, interpreting their significance and responding with effective actions to improve 
outcomes.

Key Focus:
Professional noticing equips educational managers with the tools to recognise, interpret 
and act on organisational and learner needs, enabling effective capacity building.
Description:
Professional noticing is a structured approach that moves beyond observation to 
intentionally identifying, interpreting and responding to critical aspects within educational 
contexts. Managers can use professional noticing to:

• Identify Important Issues: Recognise key patterns, such as underrepresentation of 
certain groups or recurring barriers, through a mindful and informed approach.

• Reflect and Interpret: Analyse these observations to uncover underlying issues, such as 
gaps in inclusivity, logistical barriers or staff training needs.

• Choose Effective Reactions: Implement targeted strategies, such as resource allocation, 
policy adjustments or tailored staff development, that address the identified gaps.

By applying 
professional noticing, 
educational 
institutional managers 
ensure that their 
capacity-building 
efforts are both 
intentional and 
impactful, addressing 
the diverse needs of 
learners and staff 
while promoting 
sustainable growth.



Impact on Capacity Building

Professional noticing empowers 
educational institutional managers 
to:

1. Make informed decisions that 
align with organizational goals for 
inclusivity and equity.

2. Adapt strategies based on 
continuous feedback and analysis.

3. Promote an environment where 
inclusivity becomes a proactive and 
integrated practice, not a reactive 
measure.

TIP! It can be used 

in immediate 

situations, but also 

over time, 

strategically.



Capacity-
Building 
Challenges 
and 
Strategies
Strategies to 
Uncover 
Hidden Gaps

Educational Institution Managers can implement these strategies:

• Practice Audits
• How: Managers will review current policies and practices to ensure alignment with 

inclusivity goals. This involves conducting internal audits, consulting with staff and 
stakeholders, and using checklists or frameworks to evaluate inclusivity in hiring, teaching 
methods, and resource allocation.

• Demographic Analysis
• How: Managers will analyse data on learner demographics, such as age, cultural 

background, and socioeconomic status, to identify underrepresented groups. Tools like 
spreadsheets, data dashboards, and learner surveys can help track trends in retention, 
progression, and engagement.

• Feedback Mechanisms
• How: Surveys, focus groups, and informal discussions will be used to gather insights from 

staff, learners, and community stakeholders. Managers can use online tools like Google 
Forms or dedicated feedback platforms to collect both qualitative and quantitative data, 
ensuring diverse perspectives are captured.

• Case Study Reviews
• How: Managers will examine real-world examples of institutions addressing similar 

challenges. These case studies will be sourced from research papers, partner 
organisations, or best-practice reports and used to adapt proven solutions to their unique 
organisational contexts.



Capacity-
Building 
Challenges 
and 
Strategies
Developing 
Targeted 
Solutions

Educational Institution Managers can implement these strategies:

Allocate Resources Strategically:
• How: Managers will prioritise areas requiring immediate attention by using data 

collected during the organisational audit and demographic analysis. For example, they 
may direct funding towards creating multilingual teaching materials or improving digital 
infrastructure to support online learning for diverse groups.

Customise Staff Training:
• How: Based on identified gaps, managers can design or procure tailored training 

programmes focusing on inclusivity. These sessions might include practical workshops 
on cultural awareness, inclusive teaching methods, and strategies for engaging 
underrepresented learners. External experts or peer learning exchanges can also be 
leveraged for training delivery.

Implement Inclusive Policies:
• How: Managers will adapt organisational policies to better meet the needs of all 

learners. This might include introducing flexible class schedules for working adults, 
providing childcare support for learners with families, or integrating accessibility 
features into online learning platforms. Collaboration with community groups and other 
stakeholders will ensure these policies address real-world challenges effectively.



Step 1: 

Setting Clear and 

Realistic Goals
Ipact

Step 4: 

Setting Clear and 

Realistic Goals

Step 5: 

Creating a Timeline 

and Setting 

Milestones

ONGOING: 

Reflection and 

Adjustment

Creating Your Action Plan



Real Life 
Challenges 

The village of Birchanger started hosting refugees in 

2022. An influx of children arrived to the school and 

activities held in the town. The staff at the school feared 

that they would be left on their own to integrate the new 

pupils. They had no experience doing this.

Children came from Kurdistan, Iran, Colombia, 

Azerbaijan, Russia, Ukraine and Afghanistan. This 

increased the school’s population by 12%, shifting the 

culture to new dietary and religious needs. The school 

lacked the resources and training to effectively support 

these students, leading to integration difficulties and 

cultural misunderstandings. 



Real Life 
Challenges 

What can 
we learn?

Recognizing the need for support, the school sought 

assistance from the International Rescue Committee, and 

implemented the Healing Classrooms programme. The 

programme provided training for teachers in trauma-

informed teaching and cultural awareness, equipping 

them with strategies to better support refugee students. 

The integration of refugee children positively influenced 

the school community, fostering emotional wellbeing, 

cultural diversity, and mutual learning among students.

We can learn here, the importance of proactive planning 

and capacity building in educational settings to support 

diverse learners. Identifying needs early helps to 

implement inclusive strategies which can prevent 

challenges related to learner engagement and institutional 

reputation.



4
Recognising and 
Addressing Bias



1

Implicit biases are 

unconscious attitudes 

that can negatively 

impact organisational 

practices. Here we 

focus on how 

educational 

institutional managers 

can identify and 

address these biases 

through actionable 

steps.

The Role of Bias in Education 
Management

Identifying Implicit Biases

Recruitment Processes: Preferences for certain demographic groups 
may result in a lack of diversity among staff.

2

3 Learner Engagement: Unconscious attitudes may alienate or exclude 
certain learner groups.

Curriculum Design: Limited cultural perspectives might dominate 
learning materials.



1. Conduct Self-Assessments

Educational 
institutional 

managers can use 
these steps to 

uncover implicit 
biases, laying the 
groundwork for a 

more inclusive and 
representative 

educational 
environment.

✔Use tools such as bias identification questionnaires to reflect on personal 
attitudes and behaviours.

2. Review Organisational Practices

✔Examine hiring, teaching, and engagement strategies to detect potential patterns 
of exclusion.

Three-Step Action Plan for Identifying 
Biases

3. Collect Stakeholder Feedback

✔Use surveys and focus groups to understand how staff and learners perceive 
inclusivity in the organisation.



1

Organisational barriers, 

such as inaccessible 

resources or 

exclusionary policies, 

often perpetuate bias. 

Educational 

institutional managers 

can dismantle these 

barriers through 

structured actions.

Organizational Barriers and Their Impact

Examples of Barriers

Limited accessibility in physical and digital spaces.

2

3 Inadequate representation in teaching materials.

Policies that disadvantage specific groups (e.g., rigid schedules).



Implement Immediate Adjustments



Click & Listen 

In this podcast episode, 

Oxana Murray speaks with 

Dr Grace Molloy. Grace is 

a Child and Educational 

Psychologist who is very 

passionate about 

Unconscious Bias in 

Education.

A logo for a podcast series

AI-generated content may be incorrect.

https://www.podbean.com/pu/pbblog-wszzp-9ebd95


1
A bias-aware culture 

ensures all learners and 

staff feel valued and 

respected. Educational 

institutional managers 

can establish this 

culture through 

consistent action.

Creating a Bias-Aware Culture
Examples of Barriers

Training Initiatives: Build knowledge and skills for cultural 
competence.

2

3 Feedback Mechanisms: Provide clear channels for reporting and 
addressing bias.

Inclusive Leadership: Demonstrate and encourage inclusive 
behaviours.



Launch Regular Workshops

Set Clear Expectations

Action Plan for Building Culture

Create Transparent Feedback Loops

1. Establish Inclusive Leadership Expectations

• Define and document inclusive leadership behaviours and values.

• Train all senior leaders and managers on cultural competence, equity, 

and bias prevention.

• Include inclusivity metrics in leadership performance evaluations.

2. Develop a Shared Organisational Vision for Inclusion

• Co-create an inclusivity statement or charter with input from staff, 

learners, and community stakeholders.

• Display and reference the vision in induction packs, meetings, 

classrooms, and internal documents.

• Align strategic planning objectives with this shared vision.



Launch Regular Workshops

Set Clear Expectations

Action Plan for Building Culture

Create Transparent Feedback Loops

3. Set and Communicate Clear Standards

• Develop a code of conduct or behavioural framework that outlines 

inclusive expectations for staff and learners.

• Reinforce these standards through onboarding, contracts, and regular 

internal communications.

• Ensure procedures exist for reporting, addressing, and following up on 

incidents of bias.

4. Embed Inclusion in Everyday Practice

• Audit and revise curriculum materials to ensure diverse representation 

and cultural relevance.

• Encourage inclusive teaching strategies (e.g. Universal Design for 

Learning, intercultural group work).

• Adapt schedules, support systems, and learning environments to 

address varied learner needs.



Launch Regular Workshops

Set Clear Expectations

Action Plan for Building Culture

Create Transparent Feedback Loops

5. Provide Regular Staff Development

• Deliver structured CPD (Continuing Professional Development) on inclusive teaching, 

unconscious bias, and reflective practice.

• Use real-life scenarios, role-play, or case studies to deepen understanding and 

application.

• Schedule follow-ups and refresher sessions to keep learning alive.

6. Model Inclusive Practice at All Levels

• Senior leaders consistently use inclusive language, question norms, and demonstrate 

openness.

• Mid-level managers apply inclusive thinking in decision-making, recruitment, and 

timetabling.

• Recognise and celebrate staff who lead by example in inclusive behaviour.

7. Create Safe and Open Communication Channels

• Set up anonymous reporting systems and clear processes for raising concerns.

• Hold regular inclusion check-ins (e.g. staff forums, learner councils, equity listening 

sessions).

• Share updates on how feedback is acted upon to build trust.

8. Evaluate and Adjust Organisational Culture

• Use annual surveys, focus groups, and climate audits to assess progress.

• Review incidents, feedback, and participation rates to identify improvement areas.

• Revise training, policies, or goals based on findings to ensure continuous improvement.



Ongoing 

Action Plan 

for 

Educational 

Institutional 

Managers

Bias-awareness requires ongoing effort to remain effective and 

relevant. This action plan offers educational institutional 

managers a structured, sustainable approach to ongoing 

inclusive practices into everyday organizational life.

1. Conduct Regular Data Reviews

■ Review enrolment, retention, and learner outcome data by 

demographics (e.g. ethnicity, disability, socioeconomic 

background).

■ Identify patterns and gaps that may indicate unaddressed or 

systemic bias.

2. Facilitate Ongoing Staff Training

■ Provide annual or biannual training sessions on unconscious 

bias, cultural competence, and inclusive pedagogy.

■ Integrate reflective tools (e.g. real-world scenarios, feedback 

analysis) to maintain engagement and relevance.



Ongoing 

Action Plan 

for 

Educational 

Institutional 

Managers

3. Review and Adapt Policies Annually

■ Establish a review cycle for policies impacting inclusivity (e.g. 

recruitment, assessment, disciplinary measures).

■ Include staff and learner representatives in the review process 

to ensure diverse perspectives are heard.

4. Create Transparent Feedback Loops

■ Use anonymous surveys, digital suggestion boxes, and 

structured focus groups to gather continuous input.

■ Share summary findings and clearly communicate how 

feedback leads to change.

5. Build Inclusive Leadership Practices

■ Model inclusive behaviours at the leadership level (e.g. open 

dialogue, equitable decision-making).

■ Appoint inclusivity champions or working groups to support 

and monitor implementation.



Ongoing 

Action Plan 

for 

Educational 

Institutional 

Managers

6. Foster External Collaboration

■ Partner with community organizations, peer institutions, and 

equity advisors to access diverse insights and resources.

■ Invite external evaluations or audits to assess progress and 

identify blind spots.

7. Embed Reflection into Daily Practice

■ Integrate short reflective practices into team meetings or 

planning sessions (e.g. "bias-check" prompts).

■ Encourage open conversations about assumptions, access, 

and learner needs.

Bias-awareness requires ongoing effort to remain effective and 

relevant. Managers should focus on these actions.



Action Plan for Sustaining Change

Step 1: Establish Baseline and Set Long-Term Goals

⮚ Conduct an organisational audit focused on inclusion (policies, practices, data, 

feedback).

⮚ Review learner and staff demographic data (e.g. participation, satisfaction, 

retention).

⮚ Use findings to set 2–3 measurable long-term goals (e.g. increase diverse 

enrolment by 15% over 2 years).

Step 2: Develop a Sustainability Framework

⮚ Appoint an Inclusion Lead or working group with cross-organisational 

representation. 

⮚ Define roles and responsibilities for sustaining inclusive practices. 

⮚ Create an inclusivity timeline with checkpoints (e.g. quarterly policy reviews, 

annual training refreshers).



Action Plan for Sustaining Change

Step 3: Embed Practices into Existing Systems

⮚ Integrate inclusive language, expectations, and equity targets into staff 

handbooks, recruitment materials, and programme guidelines. 

⮚ Add inclusion-focused questions to performance reviews and learner 

evaluations. 

⮚ Ensure new staff induction includes bias-awareness and inclusive education 

training.

Step 4: Build Staff Ownership and Capacity

⮚ Offer continuous professional development on relevant topics (e.g. inclusive 

curriculum design, intercultural facilitation).

⮚ Create opportunities for peer sharing of inclusive strategies through 

communities of practice or lunch-and-learn sessions. 

⮚ Empower staff to co-lead change initiatives and evaluate practices.



Action Plan for Sustaining Change

Step 5: Maintain Feedback and Improvement Loops

⮚ Collect regular feedback through surveys, focus groups, and drop-in forums. 

⮚ Use dashboards or simple reports to track inclusion-related outcomes (e.g. learner 

complaints, staff satisfaction, course completion rates). 

⮚ Publicly share successes and lessons learned to build trust and accountability.

Step 6: Engage with External Networks

⮚ Partner with other education providers, community groups, and inclusion experts to 

benchmark and share best practice. 

⮚ Participate in regional or European peer-learning events, forums, or Erasmus+ networks.

⮚ Use external audits or advisors to provide objective assessments and fresh insight.

Step 7: Monitor, Evaluate, and Adjust

⮚ Conduct annual reviews of progress against goals using both qualitative and quantitative 

data. 

⮚ Update your inclusivity goals and policies based on new trends (e.g. demographic 

changes, digital inclusion needs).

⮚ Embed flexibility to respond to new challenges, such as emerging learner needs or 

changes in policy.



Real Life 
Challenges 

David, an educational manager at a regional adult learning centre, 
assumes that his organisation’s existing practices are sufficient to 
support its increasingly diverse learner base. Without actively identifying 
capacity needs, staff continue using generic teaching materials and 
schedules that do not account for the cultural, linguistic, or logistical 
barriers faced by many learners, particularly migrants and refugees.

Over time, these oversights lead to growing issues. Learners from 
underrepresented groups struggle to engage, with some dropping out 
due to inaccessible content or feelings of exclusion. Complaints from 
both learners and staff begin to surface, highlighting challenges such as 
insufficient language support, rigid class timings, and limited cultural 
sensitivity in teaching approaches. These issues culminate in negative 
feedback during a community event, damaging the centre’s reputation 
as an inclusive education provider.

David, an Adult 
Education 
Manager



Real Life 
Challenges 

Recognising the gravity of the situation, David puts together 
an action plan composed of scheduling cultural awareness 
workshops for staff and hiring a part-time language support 
specialist. While these steps mitigate some problems and 
improve learner engagement, the damage to the centre’s 
reputation lingers, affecting enrolments and partnerships 
with community organizations. David realizes that a proactive 
approach to identifying capacity-building needs earlier could 
have prevented many of these issues and avoided the 
reputational setbacks.

What can 
we learn 
from 
David?



5
Continuous 
Reflection and 
Improvement



Why Reflect 
and Evaluate?

Regular reflection is a vital tool for educational  
institutional managers to ensure their strategies remain 
aligned with organisational goals and evolving learner 
needs. It enables the identification of gaps in capacity-
building initiatives, allowing organisations to proactively 
address challenges and refine their approaches.

Metrics such as learner retention rates, staff feedback, 
and the success of outreach efforts can serve as valuable 
data points for assessing the effectiveness of inclusivity 
efforts. Self-assessment empowers managers to adapt 
strategies to better align with their organisation’s needs, 
fostering sustainable and meaningful improvements in 
educational practices.



Identify Key Areas for Reflection
Reflection and 

Adjustment

Reflection and Improvement

Questions like these can 
be revisited periodically to 

track progress, reassess 
strategies, and ensure 
that capacity-building 

initiatives remain relevant 
and impactful.

✔What inclusivity goals did we aim to achieve?
✔Were there specific learner or organisational needs that were 

unmet?

1.

✔Analyse learner demographics, retention rates, and participation 
statistics.

✔Gather feedback from staff and learners through surveys or focus 
groups.

2.

✔What strategies were most effective, and why?
✔What barriers were encountered, and how were they 

addressed?

3.

✔What specific actions can be taken to address identified gaps?
✔How can staff training, resources, or policies be improved to better support 

inclusivity?.

4.

Collect Data and Feedback

Evaluate Strategies and Outcomes

Plan Adjustments and Improvements



What organizational processes have had the greatest positive 
impact on inclusivity, and why were they effective?

Here we 
focus on 
helping 
educational 
institutional 
managers 
identify 
areas where 
inclusivity 
efforts can 
be refined.

Managers can reflect on successful policies or programmes and replicate these 
approaches in other areas.

Which strategies have been less effective, and what 
adjustments might enhance their impact?
Analyse barriers to success, such as lack of engagement or inadequate resources, 
and consider alternative methods.

How can feedback from staff and learners be gathered 
systematically and integrated into decision-making processes?
Establish regular surveys, focus groups, or digital feedback platforms to maintain an 
open dialogue.

Identifying Areas for Adjustment



How can inclusivity strategies be revised to reflect evolving 
learner demographics or societal changes?

Here we look 
at creating 
enduring 
inclusivity 
practices 
that adapt to 
future 
changes.

Monitor trends and update practices to ensure relevance and responsiveness.

What external partnerships or collaborations could strengthen 
organisational capacity?
Identify opportunities to work with community organisations, policymakers, or 
other institutions.

Which internal policies should be reviewed annually to maintain 
inclusivity?
Create a schedule for policy reviews, focusing on areas such as recruitment, 
accessibility, and teaching practices.

Building Sustainable Practices



What immediate steps can be taken to address gaps in 
inclusivity efforts?Here we look 

at turning 
reflection 
into concrete 
actions that 
managers can 
implement.

Focus on high-priority areas, such as staff training or learner outreach, and develop 
a clear action plan.

How can resources be allocated or redistributed to maximise 
inclusivity efforts?
Assess where current funding or resources are underutilised and direct them to 
areas of greater need.

What methods will be used to track the progress and outcomes 
of changes over time?
Set measurable goals and implement regular reviews to assess the effectiveness of 
adjustments.

Actionable Takeaways for Educational 
Institutional Managers



Real Life 
Challenges 

Sofia, a programme director at a small adult education organisation, 
notices that participation rates among migrant learners have been 
declining. Despite her initial concerns, Sofia assumes that the decrease is 
due to external factors, such as economic pressures or family obligations, 
and does not investigate further. Staff also report feeling overwhelmed by 
the increasing diversity of learner needs, but without a structured 
approach to identifying capacity gaps, Sofia struggles to address their 
concerns effectively.

As the term progresses, issues begin to compound. Learner’s express 
frustration with a lack of tailored support, particularly in areas such as 
language accessibility and flexible scheduling. One long-standing partner 
organization also raises concerns about the inclusivity of the organization’s 
programmes, but Sofia struggles to pinpoint where changes are most 
urgently needed. A few small adjustments are made, such as offering an 
optional after-hours discussion group but they have limited impact.

Sofia, an Adult 
Education 
Manager



Real Life 
Challenges 

By the end of the term, the outcomes remain unclear. Some learner's 
express appreciation for the efforts made, but others quietly disengage, 
leaving incomplete feedback. Staff morale is mixed, with some feeling 
hopeful about potential improvements and others voicing concerns 
about the lack of strategic direction. Sofia is left reflecting on what might 
have been done differently, uncertain whether her organization is 
moving towards greater inclusivity or continuing to fall short.

Reflect on what she has done. What can be done to improve the 
situation and achieve the wanted outcome? Retrace her steps, what is 
missing?

What can 
her next 
step be?



6
Conclusion and 
Next Steps



Summary of Key Takeaways

Inclusive 
education is 
essential for 
equity, diversity, 
and accessibility 
in adult education.

01
Identifying 
capacity-building 
needs helps 
address 
organisational 
gaps and 
supports staff and 
learners 
effectively.

02
Professional 
noticing and 
reflection are 
crucial for 
uncovering biases 
and creating 
actionable 
improvements.

03
Capacity-building 
initiatives must be 
adaptable, 
sustainable, and 
aligned with 
organisational 
goals.

04



Next Steps:
• Evaluate Current Practices: Review existing policies, processes, and feedback to identify 

priority areas for inclusivity improvement.
• Develop Targeted Solutions: Create actionable plans, including staff training, resource 

allocation, and policy updates, to address identified gaps.
• Engage Stakeholders: Collaborate with staff, learners, and community partners to align 

strategies with diverse needs and perspectives.
• Implement and Monitor: Roll out changes incrementally, track progress through 

measurable outcomes, and adjust strategies based on ongoing feedback.
• Prepare for Module 2: Reflect on insights gained and apply these learnings as the 

foundation for deeper exploration in subsequent modules.



Audio Book 

Recommendation

A book cover with colorful stars

AI-generated content may be incorrect.

A purple cover with yellow text and colorful circles

AI-generated content may be incorrect.

Read this!

Further Learning 

https://audiobookstore.com/audiobooks/the-differentiated-classroom.aspx
https://www.routledge.com/Inclusive-Education-for-the-21st-Century-Theory-Policy-and-Practice/Graham/p/book/9781032396859?source=shoppingads&locale=en-GBP&utm_source=google&utm_medium=cpc&utm_campaign_P7696357662_ECOMMC_Europe_shopping&gad_source=1&gclid=EAIaIQobChMI4Kmx54TujAMV8ZhQBh1-yyPlEAQYASABEgLYfvD_BwE


Empowering managers, educators 
and staff to create inclusive and 

accessible adult learning 
environments that address the 
diverse needs of learners and 

communities.

Thank you for 
Completing Module 1

Capacity Building

Funded by the European Union. Views and opinions expressed are however those of the author(s) only and do not 
necessarily reflect those of the European Union or the European Education and Culture Executive Agency 
(EACEA). Neither the European Union nor EACEA can be held responsible for them.
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