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Forward
The Irish Traveller Movement was absolutely

children, but of all children. This is why we ensured
that the programme was an equality and diversity
initiative that worked with all children.

delighted to have our Yellow Flag Programme

The Yellow Flag Programme in parallel with The

piloted in Froebel College of Education. This was

Green Flag environmental programme is a practical

the first time a Higher Education Institution (HEI)

scheme with an award incentive. Following

participated in the programme, and we want to

completion of 8 steps, which work towards

commend the College for its pioneering work in

creating a diverse and anti racist environment,

promoting inclusion & celebrating diversity. The

schools are assessed and awarded a yellow flag.

college has demonstrated itself as an innovator in
the field of training future educators.  For us, this

Our aim is to support schools to create an

has seen our vision of a more equal educational

environment where every child could feel valued

experience for all children come another step

and respected while being themselves. We

closer to fruition.

recognise that one of the most effective ways
of supporting diversity and equality in schools is

The Irish Traveller Movement has worked on

to have well trained and supported educators.

education issues for the past twenty two years and

This is why we are delighted to have piloted the

while we are a national Traveller organisation, we

programme in a College of Education. Educators

work in solidarity with all other people experiencing

should never underestimate the power they

exclusion, poverty and marginalisation. We

have to create change.  Kindness, support,

work from the principle that ‘until we are all free,

encouragement and belief in a child can change

none of us are free’. The idea for the Yellow Flag

the life of that child and their family. On behalf of

Programme was conceived by Damien Walshe,

the Irish Traveller Movement, I would like to thank

ITM after he carried out nationwide consultation

Froebel College for their openness and willingness

with Traveller Parents on the National Traveller

to create change.

Education Strategy. The findings were that Traveller
students and parents felt that the Traveller culture
was not represented in their children’s school life.
Traveller children did not feel part of the school

Maureen Ward

Chairperson Irish Traveller Movement

environment and in most cases were bullied
because of their Traveller ethnicity. In some cases
the children and parents had taken to concealing
their identity.
In response to this the concept of the Yellow Flag
Programme was developed. We were very excited
about this programme from the beginning, and
recognised the potential this programme had to
change the school experience, not just of Traveller
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Introduction:
Why we
did this work

• Gain local publicity and prestige for schools
and students
This development work outlined above is done in
conjunction with developing the 8 Steps (originally
9 steps)  below that form the benchmarking
criteria for the award of a Yellow Flag and together
constitute the YFP:

What is the Yellow Flag Programme?

1. Intercultural and Anti-Racism Training for Staff
and Management

The Irish Traveller Movement (ITM) successfully
piloted a progressive equality & diversity initiative
for primary & secondary schools called the Yellow
Flag Programme (YFP) in 2008/2009.

2. Going Beyond the School Walls: Engaging
with the Community
3. Establishing a Diversity Committee

The YFP is an intercultural education model
developed by the ITM to promote inclusion in
schools and build an environment where diversity
is respected and celebrated. The YFP works
with students, staff, management, parents and
the wider community to understand and engage
positively with diversity. This empowering and
proactive YFP approach ensures that issues of
diversity and equality are not considered merely as
abstract policies or school curriculum subjects, but
can be understood, practiced in schools, and be
taken outside the institutional setting into everyday
life (Titley, 2009).
Though there have been commitments to change
at policy level relating to these challenges, practical
developments in the area of intercultural education
have made slow progress. Many proposed
initiatives remain simply statements of intent
that put unrealistic expectations on schools and
teachers to deliver interculturalism without the
necessary supports. Accordingly, the practical
aims of the YFP (Titley, 2009: 11) are to:
• Provide practical assistance and support to
schools in intercultural education initiatives
• Improve the whole-school environment for all:
students, staff, parents, and community generally
• Promote diversity in the school and
wider community
• Involve the local community, particularly,
local community groups

4. Undertaking an Intercultural Review
5. Developing an Action Plan
6. Monitoring, Evaluation and Information
Dissemination
7. Curriculum Work
8. The Diversity Code and Anti-Racism Policy
Consequently, in addition to being a practical
initiative, the YFP acts as a school awards scheme.
On completion of the series of steps, schools are
presented with their ‘Yellow Flag’ achievement
award in recognition of their commitment to
diversity. A key concept and practice underpinning
the YFP model is its holistic whole-school/wholecommunity approach, where all the contributors
to a school including local external stakeholders
contribute to the process (Ibid).

Why run the Yellow Flag Programme in
Higher Level Institutions (HEI)?
Titley’s (2009) research work with the Yellow
Flag Programme underlined serious concerns,
previously highlighted by Moran (2001) nationally
and Lyons (2008) regionally, that there was a
lack of knowledge amongst teachers of relevant
intercultural services and supports provided by
national organisations.
Piloting the Yellow Flag in a Higher Education
Institution (HEI) which was a College of Education
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was a natural progression from Yellow Flag’s
pioneering work in schools, particularly given the
dearth of knowledge around national intercultural
initiatives amongst experienced professional
teachers in schools (see the ITM report Making
Third Level Education Inclusive: Travellers,
educational disadvantage and strategies for
promoting diversity). Irish colleges of education
have an urgent responsibility to make human rights
and intercultural practice an integral part of their
curriculum, underpinned by institutional and policy
change and development based on the ethos of
programmes such as the YFP in schools.

If such initiatives were undertaken in teacher
education, then good intercultural teaching
practice rooted in human rights principles would
begin to filter into schools as newly trained B.Ed.
and H.Dip. qualified teachers entered the primary
and secondary education systems. Ultimately,
this process (combined with a continuing and
expanding complimentary YFP in schools and
beyond) could have lasting and cumulative effects
on the teaching profession and the schools they
serve. Consequently, it would impact positively on
the future for school children in Ireland,  including
those from minority cultural and ethnic groups,
more of whom would  gravitate towards a career
in teaching as diversity and difference became the
norm.

Given the positive possibilities for a programme
like the YFP above in teacher education, it was
particularly apt and timely that Froebel, a college
of education that specialises in producing trained
teachers for the Irish education system, engaged
in discussions with the ITM with a view to running
a HEI YFP pilot on their campus. The details
were agreed and the pilot was to run for a single
academic year from September 2010 to June
2011. However, due to logistical issues, the pilot
began in December 2010 and ran to the following
October 2011, therefore partly covering two
academic years.
Another impact the YFP could have in relation to
Third Level Education is to help improve access to
HEIs for minority ethnic groups such as Travellers
and other excluded minority disadvantaged
groups in Irish society. Though work in this area
is being carried out by all the major HEI’s some of
it innovative and ground breaking, there is a need
to disseminate more widely what is happening
in order to mainstream best practice in this area
(see the ITM report Making Third Level Education
Inclusive: Travellers, educational disadvantage
and strategies for promoting diversity on the ITM
website www.itmtrav.ie) . The YFP in the HE sector
has the potential to encourage and support the
development of improved access for excluded
groups by encouraging participant HEIs to adapt
models of good practice in relation to inclusion. It is
important to note that the YFP’s ability to improve
access for particular groups is limited by structural
barriers in education which are reviewed in more
detail throughout the report. However, the YFP can
highlight structural and institutional barriers that
need to be overcome in order to improve access
for disadvantaged minority groups.

The Irish Traveller Movement (ITM)
The Irish Traveller Movement (ITM) is a national
network of organisations and individuals working
within the Traveller community to promote the
recognition of Travellers as a nomadic ethnic group
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having its own distinctive culture and lifestyle,
to have that culture and lifestyle resourced and
to challenge the racism - individual, cultural and
structural – which Travellers face.
It was established in 1990 and now has over forty
Traveller organisations from all parts of Ireland
in its membership. The Irish Traveller Movement
consists of a partnership between Travellers and
settled people committed to seeking full equality
for Travellers in Irish society. This partnership is
reflected in all of the structures of ITM.
The vision for the ITM is “An Ireland where
Travellers are proud of their identity and with their
ethnicity recognised, can achieve their fullest
potential to play an active role in Irish society”.

advocated that education should be a creative
and interactive process, developing the whole
personality in all its aspects - social, moral,
aesthetic, linguistic, spiritual and scientific and that
it should be fun. Froebel Education is associated
with progressive child-centred education. It seeks
to foster quality teaching and learning, creativity,
integration and sound practical classroom
management in all situations where teachers work
with children.
Froebel is one of the five Colleges in the Republic
recognised by the DES for the training and
education of primary school

As a national representative organisation, ITM
tries to bring about that vision by bringing groups
and individuals who share principles and practice
to collectively work on actions to bring about
equality for Travellers in Ireland by:
• Highlighting the issues faced by Travellers and
to press for real solutions. (The Yellow Flag
programme is one example of an intercultural
innovative solutions pioneered by the ITM)
• Debating ideas and formulating and
promoting culturally appropriate initiatives.
• Providing those active at a local level with
support and solidarity.
• Developing alliances at national level.
• Challenging the many forms of individual,
structural and institutional racism with
which Travellers have to deal.

Froebel College of Education
Froebel College of Education, Sion Hill, Blackrock,
was established by the Dominican Congregation
in 1943. The College takes its name from Friedrich
Froebel (1782 – 1852), the 19th century German
educator and founder of Kindergarten, who

teachers. Up to June 2010 the College’s
Bachelor in Education (B.Ed.) and the Higher
Diploma in Education (Primary Teaching) were
awarded by the University of Dublin, Trinity
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College. Beginning with the first year B.Ed.
entrants in September 2010 and for future Higher
Diploma students, Froebel College’s courses and
degrees will be accredited by NUI Maynooth. The
College will relocate to a new Froebel Centre for
Primary and Early Childhood Education on the
NUI Maynooth campus in September 2013 (for
more information see: http://www.froebel.ie). The
College is comparatively small in the Irish context
with 6 administrative staff, 15 academic teaching
staff supplemented with part-time lecturers
supporting about 343 undergraduates and
postgraduate students at any one time.

What we did
This section is based on piloting the Yellow Flag
Programme at Froebel College of Education, from
end of December 2010 to end of October 2011.
The pilot took the form of action research to see
if the ITM Yellow Flag Programme could be easily
transferred from schools to Higher Education
Institutions, and more specifically, Teacher
Education Colleges.
The work at Froebel College mirrored the
successful work undertaken at primary and
post-primary schools under the Yellow Flag
Programme, by using a series of practical steps
(adapted from the YFP in schools) to bring issues
of interculturalism, equality and diversity into the
whole-college programme and apply them to
the day-to-day running of a Higher Education
Institution (HEI). One of the key aspects of the
YFP is that it is a collaborative project between
students, staff, management, and relevant
community groups to affect sustainable change
in how the education institution, whether primary,
post-primary or tertiary.

The Yellow Flag
Programme (YFP)
at Froebel:
What we did
The YFP at Froebel was resourced and
supported by the management at the College.
The designated link person for the college was
crucially a staff member who was passionate and
committed to the principles of diversity, equality,
intercultural and human rights practices. As this
was action research, the Yellow Flag researcher
supported the development of the programme
within Froebel and also collected information on
how it was carried out within the College.
Information on the process was gathered by
a number of methods, including quantitative/
qualitative survey questionnaires (which were
developed as part of the Intercultural Review by
the Diversity Committee) to build up a detailed
picture of attitudes, practices and concerns around
intercultural and equality issues in the College. It
also involved students directly in carrying-out part of
the YFP pilot research process.  Two online survey
questionnaires were also filled in by approximately
25 per cent of all students and staff at Froebel.
Each HEI will have its own history, culture of
education and the number of staff and students
will impact on how it responds to diversity and
inclusion. The research at Froebel also took place
in a period of transition, being in the process
of being fully incorporated into NUIM, and will
physically move on to NUIM’s campus from 2013.
Consequently, this pilot was carried-out in an
institution grappling with the prospect of rapid
imminent fundamental changes to its very being.
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Stepping it out at Froebel

Step 1

Anti-Racism
and Intercultural
Awareness
Training

Step 1: Anti-Racism
and Intercultural
Awareness Training
What is Anti-Racism Training?
There are many organisations offering to
deliver intercultural and anti-racist training,
therefore different interpretations of what
constitutes ‘Anti-Racist’ training are
prevalent. From ITM and the perspective
of the YFP, anti-racism training is not an
end point but the start of a process with
people. It seeks to understand what
racism is and how it impacts on people
in order that trainees are equipped to
recognise and challenge racism. This
training aims to build the conditions
within an institution that stymies the
development of racism through its three
key functions:
• To challenge and change racist attitudes, beliefs
and behaviour.
• To contribute to a broader range of policies and
strategies to address racism and/or promote
equality within the whole organisation.

staff, management and students with the skills
to understand the impacts of oppression and the
dynamics of racism. The NCCRI (2001) guidelines
state that anti-racism training should be provided
to all people in an organisation regardless of their
function or position. Accordingly, YFP training is
aimed at boards of management, all members of
staff including lecturers, administrative and ancillary
staff. Student Union (SU) officers and all members
of the Diversity Committee (when formed) should
also participate where possible.

Pre-service and
In-service Intercultural Training

Anti-Racism Training and the
Yellow Flag

Regular, high-quality, and standardised preservice and in-service anti-racism and intercultural
training is needed in higher education institutions.
Some HEIs avail of such training in an ad hoc
and unstructured manner often due to funding
and time constraints. While an understanding in
interculturalism is desirable for all students at third
level education in order to build an inclusive Irish
society, it is imperative that all prospective teachers
have the skills to build inclusive classrooms and
schools that celebrate diversity.  

Anti-racism training as the first step of the Yellow
Flag Programme serves an important function not
only as a catalyst for the initiation of a learning
process as part of an overall transformative
Yellow Flag Programme, but also by equipping

Titley (2009) noted the lack of intercultural
competence among experienced teachers in the
primary schools system and links this problem
to the dearth of intercultural instruction in the
Colleges of Education who trained the teachers.

• To promote the positive inclusion of minority
ethnic groups and intercultural interaction
between ethnic groups based on the principles
of equality, cultural awareness and respect
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Comprehensive and widespread provision of
anti-racist and intercultural training for all HEI
staff and management is not standard practice
in the sector, which is why it is such an important
integral first step in the YFP.

Anti-Racism Training in Froebel
Two intercultural and anti-racism initial training
workshops were held in Froebel College for both
teaching and administration staff involving an
overall total of 20 staff members (90% of staff).
Feedback was positive from both and staff that
participated generally felt that the process has
made them think about and question some of
their previous assumptions around ethnicity,
culture and difference. Generally, it had made
them think, not only about difference, but also
about their place within a diverse society
The second intercultural and anti-racism training
workshop developed some of the key themes
addressed in the initial workshops and included all
available staff and Diversity Committee members.
Unfortunately the session was held during a time
when staff members had prior commitments to
exam boards & other high profile events, which
impacted on attendance. 60% of staff participated
in the training.

Development and Intercultural
Education (DICE )
It is important when outlining work on antiracism & intercultural education within Colleges
of Education to make reference to the DICE
programme.  
The overall aim/strategic priorities of DICE (20102013) is to provide support to the five colleges
of education to utilise, develop and further
extend staff capacity and expertise in integrating
development and intercultural education into

existing initial teacher education programmes.
It is envisaged that this initiative will equip student
teachers with the necessary values, ideas, skills
and capacities to integrate development and
intercultural education across all areas of the
Primary School Curriculum.
(http://www.diceproject.ie/about)
In Froebel College all B’Ed students get 12
discrete hours of DICE lecturers. Froebel College
integrated the work it carried out on the Yellow
Flag Programme into the DICE work in the college.
It is recommended that in the next phase of DICE
that anti-racism remains a central focus & that the
provision is maintained & developed.

Yellow Flag Recommendations:
• All staff, including management, lecturing and
administrative staff should engage with and
complete all stages of the Anti-Racism training
in all colleges of education involved in the YFP.
Where possible, there needs to be continuity of
content and trainers for anti-racism training.
• Diversity Committee members and Student
Union (SU) officers should also take part in the
training exercises in all colleges of education
that undertake the YFP.
• An on-line interactive YFP Anti-racism and
Intercultural Training Module should be
developed to compliment the face-to-face AntiRacist training techniques on the YFP. Not only
would this save time and money for participants
and institutes, by its very nature it will be more
participative. YFP should look to develop this by
collating & building on existing on-line training &
resources in this area.
• Participants who complete the training should
receive a YFP Training Module Certificate.
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National Recommendations:
• Anti-Racism and Intercultural Awareness Training
should form part of initial teacher education.
Colleges of Education should adapt their current
modules to include such instruction.
• It is recommended that in the next phase of
DICE that anti-racism remains a central focus &
that DICE provision is maintained & developed.
• Specific Traveller cultural awareness training
should also form part of initial teacher education
& should be delivered within a human rights
equality framework. Colleges of Education
should work in partnership with the Irish Traveller
Movement & local Traveller organisations to
support the development & delivery of modules
in this area.
• The Department of Education and Skills [DES]
should provide regular and comprehensive
training at in-service level on intercultural
education matters. Such training should be
provided to all teaching and ancillary staff in
Primary & Secondary schools, as well as to
school Inspectors. This training should be a
mandatory requirement as part of continued
professional development.
• The Department of Education and Skills (DES)
should resource intercultural training in all
colleges of education through specific HEA
funding.
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Stepping it out at Froebel

Step 2

Going beyond
Institutional
Walls:
Engaging with
the community

Step 2: Going
beyond Institutional
Walls: Engaging
with the Community
Introduction / Rationale
This step encourages Colleges of Education to
reach out to local Traveller, Migrant or Minority
organisations in their area and foster links with
them. The goodwill and activism that exists in local
community groups can be channelled into HEIs to
support their work on the YFP. This is particularly
important for external knowledge and assistance
with Step 3:
The Diversity
Committee.
In order for
students
from minority
backgrounds
to actively
participate
in the
committee,
they may
need support
and encouragement to feel confident to
express themselves, especially if they have not
had positive experiences of education systems in
the past. HEIs need to be conscious of this power
dynamic, but work done in Step 1 should ensure
that staff and management are better prepared
to deal with such issues. HEIs are encouraged to
reach out to relevant communities and community
groups to forge positive relationships and renew
existing ones. Froebel’s student community
engaged with a wide range of community
engagement strategies mainly driven by ideas
generated by the Diversity Committee.

Froebel goes beyond the Walls
Step 2, ‘Going Beyond Institutional Walls’, involves
engaging with diversity and difference in the
community beyond the confines of the institution. It
also means bringing difference into the heart of the
College environment. The first significant step was
the approach Froebel management and key staff
made to enquire about the possibility of initiating
the YFP within their own institution. Instead of
being just encouraged or required to engage,
Froebel management recognised the need for
positive engagement with the issues represented
by the Yellow Flag Programme (YFP), sought it out,
then approved, facilitated and financed the roll-out
of the programme in the College.

The development of the Diversity
Committee, though initially constituted of
students, various staff (and the Yellow Flag
researcher), entailed inviting representatives
from local community groups and NGOs to join
the committee. Over the following few months’
representatives from Southside Travellers Action
Group (STAG), Outhouse (centre for lesbian, gay,
bisexual and transgendered people), The Africa
Centre, and the Islamic Cultural Centre in Ireland
(ICCI) agreed to become members of the Froebel
Diversity Committee (DC).
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All the groups listed above contributed to the
Diversity Dialogues, and external student visits
have been organised to venues such as the Islamic
Cultural Centre. Also, College and community
activities organised around the YFP generally and
the Diversity Committee in particular have entailed
extensive external community and internal campus
engagements, such as:

Intercultural lunch events:
This was organised by students and the Diversity
Committee and included food cooked by Polish
staff members & from minority ethnic students who
attend the local Sion Hill secondary school that
has a relatively high minority ethnic student cohort.
Erasmus students made a significant contribution
to this event.

The Diversity Dialogues:
Six lunchtime seminar/discussion workshops were
held at Froebel throughout the academic year, with
minority ethnic support groups or organisations
focused on diversity, equality and human rights.
These included all students and staff being invited
to meet with members of Southside Travellers
Action Group (STAG) to discuss Traveller culture
and Travellers perspectives on education. Diversity
Dialogues were also presented by the Gay and
Lesbian Equality Network (GLEN); the Dominican
Centre for Justice; Amnesty International; Africa
Centre and the Islamic Centre. Plans exist to
continue to hold five Diversity Dialogues every year.

Dún Laoghaire Rathdown County
Integration and Diversity Plan
Steering Committee:
Members of the Diversity Committee participated
in the Dún Laoghaire Rathdown (DLR) County
Integration steering group, which suggested
possible ideas for future work across the county,
and from this Froebel College of Education
committee to getting involved in:

A successful African drumming workshop was held
in College and this has now been incorporated into
the curriculum as part of the music department’s
work. Students from Sion Hill regularly take part in
these workshops.

Development & Intercultural
Education (DICE) Conference
Presentation:
A staff and student Froebel Diversity Committee
presentation on the ‘Initial challenges at implementing
the Yellow Flag at Froebel College’ was given at
the 2011 DICE conference “Me, You and Diversity”
at St. Patrick’s College, Drumcondra in November
2011. Feedback from delegates was very positive.
Similar presentations were made by staff & students
at the International Froebel Conference in April 2011;
Dublin Region Higher Education Access Conference
in Dec 2011. Students also shared their experience
of implementing the Yellow Flag Programme during
Humanities week in Blanchardstown IT in April 2011.

Traveller Open Day:

• Putting together best practice guidelines for
schools for running Intercultural Days
• Making spaces available for encounters between
students and people from minority ethnic
backgrounds
The work of the Diversity Committee with the Dún
Laoghaire Rathdown Committee is ongoing over
the next year.

African Drumming Workshop:

The Diversity Committee liased with a Southside
Traveller Action Group representative to arrange a
visit by a group of Travellers to the Froebel Open
Day. Although two students were available on the
day to conduct a tour of the College specifically
for Travellers, no one from the Traveller community
came to the College on the day. A representative
of STAG explained that Travellers would not come
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those underrepresented within the student
population. Organising open days for minority
ethnic groups including members of the Traveller
Community is one of the ways that Colleges of
Education can pro-actively reach out to more
marginalised groups. This should be done by
consulting with local community organisations
& individuals to see how best they can be
made to comfortably engage with HEIs. It is
recommended that Open Day’s are part of
wider affirmative action access programmes for
minority ethnic groups including members of
the Travelling Community. The Royal College of
Surgeons in Ireland (RCSI) Traveller Community
Access Programme (TCAP) which proactively
targets, supports & resources the participation
of Travellers & students with a disability onto its
programme is an example of a good model of
best practice in this area.    

to such a function on a Saturday, if it was held on a
weekday evening there would be a better chance
of success. This initiative is being reviewed and
changes will ensue at next year’s event to improve
communication and take-up from the community.
Most of the initiatives above were originally outlined
in Froebel College’s Action Plan.

Yellow Flag Recommendations:
• The Diversity Dialogues outlined above were an
excellent way to get the whole College to engage
in dialogues about equality and difference. It
suited the function of a HEI campus and is
eminently transferrable to other HEIs.
• Similarly, the world cinema club, intercultural
food events, music and drama performances,
and other social events encouraged community
engagement and are relatively easy to organise
and are transferrable throughout the sector.

• The Student Union engaged enthusiastically
and constructively with the pilot YFP at Froebel.
The SU’s contacts among students were vital
in gaining the broad support of students for,
and disseminating information about, the YFP.
This strategy would be even more important for
a successful programme in larger colleges of
education and other HEIs.

• The Diversity Orientation Day during Induction
Week (it could happen in Rag or Fresher’s week
at other HEIs) introduced and involved new
student entrants to the YFP and the debates.
Similar initiatives are happening at some other
HEIs, and should be extended to all colleges of
education and other HEIs.

National Recommendations

• The engagement with Dún Laoghaire Rathdown
Council brought the YFP at Froebel into high
profile and allowed members of the DC to
transfer their knowledge to the local community
through the Council’s work on diversity. Colleges
of education should work with local authorities to
promote diversity.
• Campus Engage, based at NUIG, would be
a useful contact, source of information, and
advisor when engaging with communities. This
would be a particularly good way of engaging
large numbers of students in the YFP at larger
colleges of education and other HEIs.

• City and County Development Boards should
get involved in the project and employ the Yellow
Flag Programme as a potential mechanism to
fulfil some of their social inclusion measures
[see “the what we did” section of this report for
details of Froebel DC work with Dún Laoghaire
Rathdown County Council].

• Colleges of education need to go that extra
‘step’ in order to include the excluded and or
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Step 3: Establishing
a Diversity
Committee

Involvement in the Diversity Committee was
promoted in a number of ways, including posters
on the notice boards and messages were placed
on the College intranet (Moodle). Meetings
were held with the active support of the SU and
attended by the YFP co-ordinator and the main
staff contact from the College who explained the
purpose of the pilot.

Introduction / Rationale:
A HEI is a community made up of different groups
and interests. It is essential that YFP involve
as many of these interest groups in its work
as possible. The main driver behind the YFP
at Froebel was the Diversity Committee which
oversaw the steps of the programme and was
responsible for informing the rest of the College
about progress and developments.
The Diversity Committee consists of a variety of
these people from within the College and outside
so that a variety of perspectives can
be represented in the YFP decision
making process. Staff volunteers
included two lecturers, IT coordinator and one administration
worker. Meetings and elections
were organised through the
Student’s Union and the main
staff contact in order to choose
the majority student cohort
on the Diversity Committee
(DC). Once the Committee
was established, community
representatives from local
community organisations were invited to join to
contribute their knowledge and to enhance the
community engagement element of the YFP. The
Diversity Committee allows students to take on a
leadership role within the project and ensure that
they have ownership over a very important part of
the YFP. With students as the majority group on
the Diversity Committee, it is a great way to ensure
that young people and mature students have a
meaningful voice in the process and that they learn
how to effect change in their HEI.

Quite a number of students volunteered for the
committee, so the SU held a ballot to determine the
eight students who would join the committee. After
the first DC meeting, various people were tasked with
inviting suitable external organisations or individuals
to come on board as members in order to support
and advise with the DC’s work. The inclusion of
administrative representation was very important as
admin staff are the initial point of contact for anyone
trying to access or negotiate their way around this
College or in any HEI bureaucracy. The DC met
fortnightly during term-time, usually at lunchtime.
There were also a small number of longer meetings
during the summer period.

There are at present
four external members of the Diversity Committee
with plans to invite more as opportunities arise.
These are representatives from Southside
Travellers Action Group (STAG), Outhouse (centre
for lesbian, gay, bisexual and transgendered
people), The Africa Centre, and the Islamic
Cultural Centre in Ireland (ICCI) who agreed to
become members of the DC. There were eight
students represented on the committee, six are
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at various stages of undergraduate study and two
working at postgraduate level (two of the seven
were also mature students). The Yellow Flag
researcher participated in the committee and subcommittees undertook specific pieces of work for
the Committee (looking at anti-racism, research,
curriculum and hidden curriculum). Some DC
student members left the Committee after June as
they had graduated and completed their studies.
These were replaced with four new members in
September, two of whom were Erasmus students.
The Diversity Committee members were
instrumental in overseeing and driving the work
carried out by the College on the 8 Steps of the
Yellow Flag programme. They provided advice &
assistance in particular on; how the Intercultural
Review could be carried out; supported the
drafting of an Action Plan for the College and the
development of a Diversity Code for the College.
All of which are outlined in more detail below.

Yellow Flag Recommendations
• Once a College of Education decides to engage
on the YFP, there should be an intensive training
session for key stakeholders in the college who
will initially drive the YFP (including key senior
managers, main staff contacts, and SU officers
amongst others). This would mean that these
key people would have a strong grasp of the
YFP’s key concepts and processes, ensuring
efficient completion of the YFP.
• The use of specific sub-committees allows
for the speedy development of key aspects of
DC work through the use of smaller dedicated
groups who have a particular interest and/or
knowledge in an area. Sub-committees can deal
with specialist areas that can be too complex,
unwieldy or sensitive for the whole committee
to deal with effectively. They can meet and
communicate outside the formal confines of the
DC. This work can then be presented quickly in

draft form for the main Committee to agree and/
or modify the particular area of development
and give further direction to the sub-committee
where necessary.
• The use of a regular and experienced in-house
chair on the Diversity Committee served to save
time, and maintain continuity, cohesion and drive
in the project – rather than constant rotation of
the chair where inexperience can mean loss of
focus.
• The inclusion of administrative representation
on the DC is very important as they understand
the College bureaucracy and can guide the
DC accordingly. The inclusion of an IT worker
also facilitated access to and use of College
information technology to assist the YFP,
particularly for dissemination, publicity and
research supports. This learning should become
part of the YFP in other participating HEIs
• Input from all external agencies represented on
the DC was really useful to the YFP. External
members provided advice and support was
extremely useful and helpful and their contributed
to the Diversity Dialogues and other DC
initiatives. Unfortunately, attendance by some
of the external DC members was sporadic
at best, though regularly reminded through
various methods. The regularity and timing of
fortnightly lunchtime meetings may have been
a deterrent, though it suited those on campus.
Also, meetings were confined to 50 minutes in
length. Longer, less frequent and more suitably
timed meetings may be more productive and
more attractive to external DC members in future
deployments of the YFP in colleges of education.
• The Yellow Flag should present a YFP
Participation Certificate to those who serve
on the Diversity Committee or are otherwise
proactive in the YFP.
In future work for Colleges of Education, Diversity
Committees should strive to have representation
from the following:
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• Equality officer,
• Relevant SU officers,
• Board of Management or Trustees
representative,
• Access Office staff,
• Lecturing staff,
• Administration staff,
• Relevant Community group/NGO
representatives,
• Students from different cultures and nationalities,
• Erasmus students.
• The DC should also endeavour to include a
gender dimension to its student representation
(students on the Froebel committee were
exclusively female throughout the pilot, perhaps
reflecting the gender imbalance in teacher
education generally).
• All Colleges of Education should develop strong
links bolstered by regular communications
with their degree awarding HEIs generally, but
particularly with the access and student support
services of their specific degree awarding body.
It is also crucial that YFP Diversity Committees
in participating colleges of education link up with
relevant bodies in the degree awarding HEI

National Recommendations
• The DES as part of their Intercultural Education
Strategy should recognise the positive
intercultural potential for colleges of education
having Diversity Committees in place and
support and resource DCs as a model of best
practice throughout the higher education sector.
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Once broad themes emerged, the Diversity
Committee developed an online survey amongst
all staff and students in relation to experiences of
celebrating diversity, promotion of human rights,
and possible racism and discrimination within
and beyond the College. In-depth analysis of
the results informed further development of the
Action Plan. The findings of the survey were made
available on the Yellow Flag College webpage, and
Notice board, and the participation of the IT worker
in Froebel on the DC made a huge difference in
disseminating this information. Ninety-eight staff
and students responded to this survey. Therefore,
the survey managed to garner the views of
approximately 25% of the Froebel student and staff
cohort at that time.

Introduction / Rationale
In this step, staff, students and the Diversity
Committee worked together to identify the
intercultural and diversity issues within Froebel. An
Intercultural Review essentially audits practices
within the college and works to review, update or
amend existing policies and looks at how a wholeinstitutional programme like the Yellow Flag can be
implemented successfully.

The overall responses from the survey supported
the initial informal work of the DC and was further
bolstered by the feedback from a focus group,
which fed into the development of a Diversity Code
for the College.

The purpose of the review is to “see where the
college is at” in order to set out an action plan for
embedding diversity. Froebel Diversity Committee
(DC) began the initial information gathering in an
informal manner in order to get a ‘feel’ for the
College’s situation by:

A survey of staff and students in April 2011
revealed that the college community were
very open to engaging with diverse groups.  
Participants could recount incidents of racism and
discrimination in everyday life.

• Assessing the ethos of Froebel College
• Reviewing existing policies and statements
• Identifying gaps in the area of interculturalism
• Determining if the implementation of service
provision and evaluation are consistent with
equality principles and statutory requirements.
Discussions began at Diversity Committee
meetings and from this a peer-orientated approach
began, where lecturers and other staff spoke to
colleagues, while students exchanged information
among themselves. The Student’s Union was also
important in this process as their support work
with the student body brought more informed
comment on some hidden issues that some
were reluctant to discuss openly, but were of real
concern to the remit of the Review.

Students expressed appreciation for the lectures
in diversity and human rights offered through the
DICE course and in other subject areas but called
for more integration across the curriculum.
While the survey led with the issue of ethnic
diversity, responses showed that enquiry into one
of the nine grounds named in equality legislation
invited responses relating to all nine grounds.  
Participants revealed that matters concerning
sexual orientation and religious affiliation were
of priority  to them. The need to develop a more
inclusive ethos was widely expressed , where
diversity is acknowledged and celebrated.  
Reference was also made to family status,
disability and social class.
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This step highlighted Frobel student’s awareness
and concern about historical, institutional, social
& financial barriers that impact on the cultural
diversity within Colleges of Education. They
included concerns with regard to the lack of
existing cultural, national & religious diversity
among the student & staff population within
Colleges of Education. It also highlighted concerns
about barriers for LGBT students working &
studying within a predominately Catholic Ethos
sector, barrier of the requirement of the Irish
Language (Gaelige) at entry level poses for many
ethnic minority students including members of the
Travelling Community.
Participants also raised the issue of  the
environment of the college, with specific reference
to the images and icons displayed and how a more
inclusive campus would be created.  
The survey revealed that good policy on dignity
and respect already in existence needed to be
more accessible and visible within the college. This
step highlighted a gap in awareness of existing
policies and the need for a whole college-approach
to equality and interculturalism. Responding to
this was identified as a key action for the YFP
and addressed in the Diversity Code and the
development of policy proposals in this area.
A follow up survey conducted ten months later
revealed that 68% believed their thoughts and
actions had changed as a result of the YF pilot.  
Many respondents described concrete initiatives
around diversity they would undertake in the
classroom.  Responses indicated that language
use had changed in the college and in a way that
was more inclusive.  Suggestions for the work of
the commitee were offered for the coming year.

is something that is relatively inexpensive
yet, as was witnessed in Froebel, can have a
lasting impact. This would enhance any ethnic
monitoring system, which is now being advised
for all HEIs by the HEA. All education colleges
should adopt an ethnic monitoring system that is
bolstered by related periodical in-house research
studies.
• An Intercultural Review would add value to any
HEIs internal monitoring system. The direct
inclusion of students and external relevant NGO
members in the research and advisory elements
of the Intercultural Review through the work
of the DC would add a unique dimension and
added validity to any HEI assessment. It would
also provide valuable research experience for
students.
• Having a research sub-committee made it much
easier to formulate formal research tools such
as the survey questionnaire as this sub-group
could work efficiently outside formal Diversity
Committee meetings.  
• The analysis of the survey questionnaire
had a profound impact on staff when it was
communicated to them in a presentation. This is
the kind of impact the Intercultural Review strives
to achieve in order to engender institutional
change. Ideally, senior management would be
involved with the Diversity Committee and be
able to communicate the process to the board
as ultimately the board needs to be involved in,
and committed enthusiastically to any wholecampus change in relation to diversity and
promotion of inclusion.

National Recommendation

Yellow Flag Recommendations:
Intercultural Review
• An online questionnaire, involving staff,
management and students in relation to diversity

• Colleges of education and other HEIs should
have strategies and mechanisms in place to be
aware of intercultural concerns and be proactive
in dealing with any problems. The Intercultural
Review could be part of these structures and
should be organised to fully recognise and
respect the needs of different cultural identities in
the particular institution.
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Step 5:
The Action Plan

3. Review college policies
4. Review of all courses in college to provide an
integrated framework for Diversity and Human
Rights education: include Diversity in this
assessment.

In order to begin to articulate an Action Plan, the
HEI should ask the question ‘Where do we want to
be?’ In doing so they could consider some of the
following guidelines:

5. Staff training in anti racism
6. Yellow Flag Notice Board up to date
7. Student Union student reps on Diversity
Committee
8. Yellow flag table in library showcasing books
about Diversity and Human Rights

• To create an inclusive and supportive
organisational ethos based on anti-racism
principles and practice

9. Intercultural events in collaboration with Sion Hill
Secondary School

• To develop a comprehensive, common sense
policy that seeks to mainstream anti-racism

10. Set up College Amnesty group

• To develop an approach which moves away from
the idea of ‘one size fits all’
An action plan by its very nature does not remain
static as the Diversity Committee reacts to issues
as they develop from the Intercultural Review
process onwards and this is reflected in the
development of the Action Plan. Elements of the
Plan were put into practice as soon as feasible, but
the Plan remained unchanged from June. It should
also be noted, that due to time constraints, some
elements of Froebel’s Action Plan were deferred for
implementation in Spring 2012.

11. Lunchtime presentations on an Intercultural
theme (aka Diversity Dialogues)
12. World Café event on “What is Inclusion?”
13. Froebel participation in DICE Conference
14. Review of website and Diversity Committee
stand at Froebel Open Day
15. Moodle posts on religious and cultural dates.
16. Diversity hour during induction week
17. Diversity issues prioritised in the planning of the
new B.Ed

Examples of Froebel’s Action Plan
initiatives
In the Intercultural Review, the Diversity Committee
highlighted several areas as areas for attention.
Much of the work already completed before the
development of the Plan, in relation to training and
links with community groups, were not included.
Listed below are the nineteen areas agreed for
action by the DC in the Action Plan:
1. Collate results of survey
2. Students to present survey results to staff &
students, with a view to hearing everyone’s views
& idea’s for the development of an action plan for
the college

Froebel Student Union (SU): The SU appointed
their first ever Diversity Officer. This officer and this
year’s SU President are both active members of
the YFP Diversity Committee. This brings the SU
(the main rallying point for students) into the heart
of the YFP at Froebel. This should be replicated in
all Colleges of Education.
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Froebel College Library: Working with the YFP
the Library organised a display of intercultural
and Yellow Flag related books and materials. This
display changes monthly & themes are linked to
diversity dialogues. Similar displays should be
organised in all college of education libraries.

new students to the intercultural ethos of the
particular college and sets a positive tenor for all
new students’ following years of study and TP.
World Café event on “What is Inclusion?”
Froebel College with the support of Dún
Laoghaire Rathdown (DLR) brought together
twenty individuals from different ethnic groups
to participate in a World Café event on “What is
Inclusion?”. The event included participants from
Morocco, Zimbabwe, South Africa, Italy, Romania,
Albania & Irish Travellers. This supported the
college to further develop their understanding of
issues facing ethnic minorities in Irish society. It
also gave them an opportunity to include the views
of individuals who often face exclusion on what
inclusion meant for them.

Intercultural Calendar: There is now an
Intercultural calendar on the College website’s
main page, with other intercultural website
developments planned. Similar intercultural
resources should be developed in all colleges of
education.

The Step building links with individuals & groups
representing and or working with minority ethnic
groups is particularly relevant for Colleges of
Education & other institutes where high levels of
diversity may not currently exist in their student or
staff population.    

Yellow Flag Recommendations
Diversity Orientation
Session: This was held in September 2011 &
February 2012 (when new H-Dip students start) as
part of the YFP’s Student Induction Week for new
students and included events such as intercultural
lunch, discussions, and workshops. Diversity
Committee members including two Erasmus
students facilitated the Diversity Orientation
Session. They informed new students about the
YFP work on diversity to date. As part of the
workshops, new students were asked to imagine
themselves as part of a minority group coming to
the College. They worked in groups to brainstorm
the kind of experiences required to make them feel
equal and included. Their responses fed into the
drafting of the Diversity Code.
This (or similar) event should become standard
practice for all education colleges. It introduces

• Given that the action plan sets out the key aspects
for the work within the Yellow Flag, it is vital that
extra time be given so that the Diversity Committee
completes this crucial element of this step.
• Continuity on the Diversity Committee is vital.
The YFP ideally should be run during the normal
academic year of a college of education, rather
than across two academic years as happened in
the pilot at Froebel.
• The Diversity Committee should set out what
its plans for the course of the YFP pilot in the
Action Plan and set realistic targets to improve the
intercultural environment of the HEI with specific
reference to findings from the Intercultural Review.
• As mentioned in other steps, the role of
management in any educational institute as key
drivers of a change process is vital, and ideally
senior management need to be involved with the
Diversity Committee.
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• As outlined previously Colleges of education
need to go that extra ‘step’ in order to include
the excluded and or those underrepresented
within the student population. It is recommended
that key actions undertaken in this area by
Colleges of Education includes the development
of affirmative action access programmes for
minority ethnic groups including members of
the Travelling Community. The Royal College of
Surgeons of Ireland (RCSI) Traveller Community
Access Programme (TCAP) which proactively
targets, supports & resources the participation
of Travellers & students with a disability onto its
programme is an example of a good model of
best practice in this area.    

National Recommendations

• Intercultural and Anti-Racism week should be reinstated as a national event and the Department
of Justice & Equality should take over the
responsibilities once fulfilled by the NCCRI in this
regard. In this event, all colleges of education
should become pro-active both on campus and
in their communities in celebrating Intercultural
and Anti-Racism week.
• Traveller Pride Week (Formally Traveller Focus
Week) should continue to be supported and
resourced by the Department of Justice &
Equality. Colleges of education should participate
actively.
• Small grants should be made available to
colleges of education to facilitate events as part
of Anti-Racism Week and Traveller Focus Week.

• The DES & HEA need to support & resource
the development & implementation of access
programmes for Travellers & other ethnic minority
students. This will support a more culturally
diverse student population and teaching
profession. It will also create role models for
children from the Travelling Community & other
ethnic minority children.
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and Evaluation

project in Froebel and communication via email
took over from use of the discussion boards.   All
Diversity Committee members were in regular
e-mail contact outside Committee meetings and
document drafts and Yellow Flag initiatives and
documents were shared, commented on and
refined before general distribution.

Introduction / Rationale

Monitoring and evaluation of the YFP is both an
essential and valuable tool of the process and means
that embedding diversity is an on-going, dynamic
process. It also allowed Froebel to take possession
and ownership over their work to ensure that the
YFP becomes a quality designated program and not
something that is seen as tokenistic participation.

Froebel College & Information
Dissemination and Participation
All Diversity Committee meetings were documented
with detailed minutes that were quickly circulated.
All Diversity Committee documents (e.g. Action
Plan; DC committee minutes; document drafts;
research results/analysis; organised activities; and
upcoming events) were posted on the dedicated
Froebel intranet Moodle site that serves as the
Yellow Flag Folder and main dissemination tool.
Major YFP events were also advertised on the
College’s main page on Moodle.
A prominent Yellow Flag notice board was initially
situated in the College canteen and regularly
updated. This was transferred to a more prominent
position with more footfalls in the main building
during Summer 2011. It promotes and documents
the programmes aims, progress and achievements
through photographs, information notices and
posters.
A dedicated internet site on Froebel website for
students and staff was set-up that has Yellow
Flag discussion boards, literature resources, links,
contacts and a record of College based activities
related to the YFP. The DC has an exclusive webbased discussion board where some discussion
began; however it was the face to face discussions
held between members of the DC that drove the

Up to eight students, four external members
from NGOs (and the YFP co-ordinator), and four
staff members participated in the DC at any one
time. Students were selected from volunteers by
a student vote in the Student’s Union. Similarly,
new student members were elected as the DC
reconstituted in the new academic year. The
commitment of students and staff on the DC was
excellent and they were involved in all aspects of
the DC’s work. Many students not directly involved
in the DC also volunteered for tasks and attended
YFP events. The SU were also actively involved,
and both the SU President and Equality Officer now
sit on the DC, as do Erasmus students from Latvia
and Sweden. The DC was enhanced over time
with a wide range of experienced people from local
NGOs who contributed positively to debates and
DC initiatives.

Tangible progress on YFP
Froebel achieved considerable progress on most of
the Steps. The Diversity Committee functioned well
from the beginning. The main staff contact Therese
Hegarty ‘led from the front’ and as other members
grew in confidence, sub-committees were formed
to work on the Action Plan, Intercultural Review and
other topics. Activity, particularly during term-time
was hectic with fortnightly committee meetings.  
Step 4: The Intercultural Review was driven by the
Diversity Committee and occupied much of its time.
Extensive informal research initially informed debate
on the Diversity Committee. An online survey
questionnaire using both qualitative and quantitative
elements became a major piece of work in itself
and due to its comprehensiveness and quality it
informs much of this report. It also formed the basis
of the Action Plan and informed the development
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of both the Diversity Code and the Anti-Racism
policy.
The Action Plan and the Diversity Code were
developed during and informed by the Intercultural
Review. Monitoring and evaluation were supported
by some innovative methods. All documentation
of the pilot was placed on a dedicated Moodle
website. This has been a very valuable resource to
the college and continues to be used. Reflective
evaluation of YFP progress by Diversity Committee
members was conducted on a secure discussion
board, and feedback and comment from all
staff and students could be posted on a Moodle
discussion board, or communicated directly to
Diversity Committee members. These methods
worked well generally, and provided useful data to
inform evaluative work.
The one significant area of the Plan that was not
initially fully achieved was the formation of an AntiRacist policy. Though much preparatory discussion
and preparatory work was completed to produce
a policy specific to Froebel College a decision
was made at the end of work on the programme
to adapt & integrate the Equality Policies of NUI
Maynooth.

Yellow Flag Recommendations
• Monitoring and evaluation of the YFP is both
an essential and valuable tool of the process.
It is necessary for the HEI to take possession
and ownership over their work to ensure that
the YFP becomes a quality designation and not
something that is seen as tokenistic participation.
Monitoring and evaluating the work of the YFP
means that the process of becoming a diverse
HEI will be an on-going, dynamic one, rather
than an empty, short-term programme. This
assessment of progress is something that should
begin at the very start of the programme and
continue for the whole year. The main aim of this
Step is to ensure that progress towards attaining
the Yellow Flag is made. Therefore, HEIs are
encouraged to ask themselves the question,

‘How do we track our progress and how do we
measure our success?’ One way of doing this is
to develop performance indicators such as those
used in the work of the National Consultative
Committee on Racism and Interculturalism
(NCCRI, 2003)
• Monitoring and evaluation in this pilot were
supported by some innovative methods. The
use of web-based monitoring and evaluation
tools generated useful information for the YFP at
Froebel. Documentation of important DC work
was comprehensive and is available securely
online. Online discussion boards while not taken
up by Froebel college would be recommended to
other colleges in particular larger institutions as
they can provide a reflective space for members
of the Diversity Committee. Online resources
make reflection and evaluation relatively easy and
should be replicated in other colleges.
• Based on the positive experiences outlined
above, ITM should develop a set of web-based
tools for use in monitoring and evaluating the
YFP by the DC in other education colleges.
• The report recommends that the DC in any future
YFP HEI deployments can use either physical
folders, online documentation, or a combination
of both to record the work carried-out in Step 6.
• The online reflective discussion area was very
useful for members of the Diversity Committee
and staff at colleges of education should actively
encourage students to participate in online
YFP discussion groups through example and
persuasion.

National Recommendations
• The focus for ongoing research on the YFP
should centre on its practical application in
the future, particularly throughout the higher
education sector.
• A Yellow Flag Co-ordinating Body (YFCB)
specific to HEI’s should be established,
resourced and supported in order to maintain a
quality assurance role in the development of the
YFP across all education sectors.
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Step 7: Curriculum
Work

Freobel College began an audit of diversity work
across existing courses. However as research,
reflection and planning for the new B Ed was well
under way when the pilot started, attention was
redirected towards  questioning where inclusion,
diversity and human rights could inform the new B
Ed.

Introduction / Rationale

Following the second part of the anti racism
training, staff and students spent a half day
exploring how students could learn to read the
social context in which they work and commit to
Intercultural work. These conversations informed
the framework for the new B Ed as it emerged.
Following a student led  session with staff where
the survey results were explored, staff worked
to identify priorities in relation to staff student
relationships, language,  and ethos.

In this increasingly diverse society, educators
are presented both with opportunities and with
challenges. For educators to have the tools
to engage with diversity within the classroom,
intercultural topics need to be brought into the
HEIs’ curricular work. This Step creates an
excellent opportunity for lecturers to integrate
interculturalism into formal teaching and would
ensure the sustainability of the YFP:
‘Intercultural Education is not another subject to be
added to the curriculum. Nor does it involve extra
material to be covered in particular subjects. It is
an approach to education that can be integrated
across all subject areas’ (NCCA, 2005: 14).
An essential part of understanding the role that
Intercultural Education plays in the curriculum
is recognising the structural and institutionally
integrated nature of education in this regard:

One of the pillars of the new B.Ed emerged as
follows:
Integrating multicultural and global perspectives
and knowledge into programme areas to prepare
our students to work with diverse populations in
diverse environments and build their conceptual
understandings of social justice.
On a practical level the new B.Ed  involves:

‘Intercultural Education is not confined to a single
curriculum area, or indeed to areas within the
formal curriculum. It is embedded in the practices
and dispositions that inform both the school and
classroom climate and ‘hidden curriculum’ (NCCA,
2005: 38).

Pilot Curriculum Change
This step in the YF Schools programme was not
so easily replicated at third level as courses at this
level  are planned well in advance, have to deliver
on plans  already accredited and operate within a
complex timetable.  

• An integrated delivery of philosophy, psychology,
sociology  and history of education drawing
on theorists from all continents and including a
human rights framework.
• Methodology courses on additional language
learning.
• A course on “The Social Construction of Identity”
exploring culture, language and narrative.
• A cross curricular methodology course offering
models for DICE.
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Recommendation for School
Placement (SP)
Putting intercultural principles into work during
School Placement (SP) is a huge challenge for
student teachers. An area that needs development
is the support for students in applying good
practice, diversity of schools in SP placements,
balancing the pressure to deliver basic curriculum
on SP and interculturalism, and the need for a
more meaningful engagement by students and
staff in colleges of education with diversity in
schools. This could be achieved through more
systematically guided intercultural SP and other
placement experiences.
SP preparation, practice itself and post-SP debriefing exercises are an opportunity for students
and staff to engage with minority ethnic/cultural
groups and difference in schools, and by extension
to gain insight and understanding into the
diverse communities in which these schools are
embedded. This would serve to test and develop
intercultural knowledge and skills initially taught
within the College.
But it is also an opportunity for staff, students (and
by extension the institution), who often have had
little contact with difference, to develop a deeper
longer-term understanding of, and dialogue with,
diverse communities
During the pilot of the Yellow Flag Froebel College
included an intercultural focus on post SP debriefing exercises which students found very
supportive.

10% of the student population also volunteers in
Kolkata, India for five weeks working alongside
Indian teachers in educational settings.  This
project, which involves a partnership with HOPE,
represents a significant commitment within the
college to Development and intercultural Education
in action.

Yellow Flag Recommendations
• The YFP should run for a full academic year
when being replicated, and not over parts of two
academic years as at Froebel. The possibility
of disruption due to major institutional change
should be factored into any HEI deployment of
the YFP in the future.
• All colleges of education should institute at least
one compulsory SP placement for both B.Ed.
and H.Dip. students in high diversity schools
(such as DEIS schools) in areas of socioeconomic disadvantage.
• Extramural development work through
volunteering and/or NGO course placements
with disadvantaged minority groups are
essential to properly upgrade the professional
competence of both student teachers and their
lecturers in a multicultural society. It would create
opportunities for students and staff to engage
substantially with minority ethnic/cultural groups
and diversity in and beyond schools.
• More curriculum time for intercultural work
including compulsory core courses in
conjunction with specialist electives are needed
in all colleges of education

National Recommendation

Froebel College – Introduction of new
Placement
As part of the new B Ed all students will undertake
a non-school placement in their second year. This
allows many opportunities to engage with diverse
populations in informal educational settings.  

• Guidelines contained in The Report on
Recommendations for a Traveller Education
Strategy (2006) should be fully implemented in
colleges of education.
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Stepping it out at Froebel

Step 8

Diversity Code
& Anti-Racism
Policy

Step 8: Diversity
Code and AntiRacism Policy

as ‘practical priorities’ like lecturing, SP, and
assessment exercises in a very pressurised
working environment, leaving little time or space for
either policy development or formal staff up skilling
through inset training or sabbatical development.

Introduction / Rationale
A Diversity Code is a strong, emblematic statement
of the values of a particular HEI. Its power lies not
just in the words on their own, but the fact that
people are aware of it and adhere to its ideals. The
Diversity Code should be developed primarily by
the students and should state what the HEI is trying
to achieve on a day-to-day basis in the area of
interculturalism. The development of this Diversity
Code ensures that a HEI has a real and tangible
achievement to show for their YFP experience.
The need for the development of an Anti-Racist
Policy is based on experiences from the YFP
in schools where many education stakeholders
wanted to have more than a statement of good
intentions and to incorporate the aims of the Code
into school policies that challenged racism. In 2009
there were calls from the Teachers Union of Ireland
for anti-racism policies in schools in reaction
to research claiming that one-in-four teachers
were aware of racist incidents in the school in
the previous calendar month (Irish Times, 2009
cited in Titley 2009). The TUI also highlighted the
fact that over half the schools in Ireland had no
policies with regard to racism though the Equality
Authority had indicated the need for anti-Racist
policies in schools as far  back as 2000 (Ibid). The
logic of codifying the Diversity Code by developing
it into an Anti-Racism policy meant that policy
change became part of the eight Steps as a logical
progression of the YFP.
Policy development can be de-prioritised in smaller
colleges of education simply due to their small
staff complement who tend to concentrate in a
pressured timetable on teaching and associated
tasks. Management and staff commitments in
colleges are concentrated on what are regarded

Many staff in education colleges and other HEIs have
done exemplary work around human rights, equality
and intercultural issues when incorporating elements
into their teaching areas. But real change requires
wholesale institutional support to bring about real
change through policy and curriculum change.
Essentially, if the DES and HEA want these policies
to translate successfully into positive practice
throughout the HEIs, they have to fully resource
implementation including appropriate staff training.
In Froebel, the concerns of students and lecturers
around dealing professionally with a radically
shifting cultural and  ethnic landscape in primary
schools, coupled with the intercultural discursive
space opened up by initiatives like DICE, flagged
the need for change. These concerns were then
acted upon by a responsive management who
engaged with the Yellow Flag Programme to
develop intercultural awareness and practice within
an institutional framework.

Creating a Diversity Code at Froebel
The Diversity Code at Froebel College began its
development during the Intercultural review. This
began when staff and a range of student groups
were given a facilitated session to input into the
Code by members of the Diversity Committee.
Key themes were extracted from these discussions
and each member of the committee then chose
a theme and wrote a statement to match. This
work was brought together into the diversity code,
which was then agreed by the DC for presentation
to the College management and Board of
Governors for approval. This generated debate
& discussion among students, staff & Board of
Governors & created valuable educational learning
opportunities. The final draft of the Diversity Code
can be viewed below & in Appendix 1.
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Froebel College of
Education
Diversity Code
“We should create an environment that promotes
interdependence as well as independence,
community as well as individuality and
responsibility as well as freedom; we should all
take care of our environment, ourselves and each
other.” - Friedrich Froebel
Froebel College of Education welcomes students
from all backgrounds. This includes students from
a broad age group, male and female students,
students with differing civil and family status,
students of all sexual orientations, students with
disabilities, students of all faiths and belief systems,
students from all socio-economic groups and
students from all ethnic groups including Irish
Travellers. We believe that the teaching profession
should reflect the diversity and plurality of Irish
society.
We acknowledge the rich legacy of the
Dominican sisters in establishing this college, their
commitment to a search for truth and justice and
their ongoing support and guidance as trustees.

Staff and students will work together to:
• create and maintain an inclusive environment
for everyone and ensure mutual respect,
acceptance and understanding within the
college.
• build a community where everyone can feel safe
to speak and be open about different attitudes,
identities and beliefs.
• organise events that open minds to diverse
experiences and perspectives.
• broaden staff and students’ knowledge of
cultures, languages, lifestyles and beliefs through
hosting information sessions, social gatherings
and intercultural events and actively involve
Erasmus students in these events.
• be respectful and inclusive in the use of language
and choose terminology which is acceptable to
everyone.
• take care that language used does not offend or
exclude and be careful not to cause offence to
anyone with banter and joking.
• actively challenge discrimination, while
maintaining respect for everyone.
• maintain a focus on both local and global
contexts while teaching and  support and
challenge each other to teach in culturally
sensitive ways that respect and acknowledge the
environment of the child.
• acknowledge and celebrate differences in
culture, traditions, attitudes and values, and
create dialogue with inclusion and equality as our
ultimate goal.
• develop an understanding of major belief
systems and ethical frameworks for educational
settings.
• show respect and sensitivity to staff and
students of all faiths and none and continue
to foster the spiritual and faith development of
members of the college community.  
• revise this code every three years and more often
if required maintaining coherence with equality
legislation.
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Through our efforts to maintain an inclusive
campus we seek to model good practice, which
will inform inclusion and diversity in our personal
and professional lives.

Policy, amendments were also made to Froebel
College’s ‘Respect & Dignity at work.

Diversity Code Dissemination
Strategies:

• The Diversity Code was developed in an
innovative manner through a series of
consultations with staff and students including
new inductees to the College and resulting
findings were then interpreted by the Diversity
Committee. Thus the Code represented all
sectors of the HEI and also introduced new
students to the YFP on induction. This is a
comprehensive consultation process that is
transferable to other colleges of education.

Yellow Flag Recommendations

The Code, is now translated into fifteen languages
which are displayed on the Yellow Flag notice
board & college website. Framed lines from the
code are translated into multiple languages & are
displayed around the college.

Developing an Anti-Racist Policy at
Froebel

• Some suggestions for dissemination and display
of the code include

The core of the Action Plan envisaged the College
adopting a Diversity Code and developing a
comprehensive codified anti-racism and equality
policy by the end of the YFP. The Diversity
Committee successfully completed its Code, but
decided at the end of the pilot against developing
it’s own Anti-Racism policy for the following reasons.  
In September 2013 the college will move to a new
Froebel Centre for Primary and Early Childhood
Education on the Maynooth campus. At present
Froebel is subject to NUIM governance and policy,
for instance their Access programme is already
administered by the Access department at NUIM.
Developing the Yellow Flag with Froebel during
such a period of immense change was challenging
in all steps, but specifically this step in developing
an anti-racism policy and this step called into
question the usefulness of the Diversity Committee
continuing to work on an exclusive Anti-Racism
policy for Froebel only.
Froebel College recognised towards the end of
the pilot that it was more appropriate that NUI
Maynooth’s Equality Policy should be adapted
and a decision was made to adapt this instead.  In
addition to the adoption of NUI Maynooths Equality

o Published statement in on HEI website and in
any relevant publications.
o A page in the HEI’s prospectus
o A clear section on the YFP HEI website where
people can read the code
o Email announcement to all staff and students
with a copy of the code attached
o Printed posters displaying the Diversity Code
around the HEI and on the YFP notice board
o Printed in the Students Union magazine.
• All colleges of education need to link with and
clarify issues relating to governance and policy
with their associated degree awarding university
where applicable when developing policies such
as those required by the YFP.

National Recommendation
• The DES & HEA should develop a series of
practical guidelines for creating anti-racist &
intercultural policies for Colleges of Education.
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Conclusion
What we learned
During the course of carrying-out the research
it became clear that the YFP was not directly
transferable to universities for the following reasons.
Universities are very different spaces from the primary
and secondary school sector where the YFP began.
Individual departments often operate essentially as
virtual ‘independent republics’ within universities
(O’Brien interview, November 2011). Certainly
departments have a great deal of autonomy within
HEIs generally and usually defend this vigorously –
just as HEIs champion their institutional autonomy
against perceived incursions from without.
It can be difficult to gain direct access to some HEI
governing boards that tend to meet seasonally and
are remote from the everyday life of institutions. This
needs to be factored into planning for future YFP
deployments in HEIs.
Irish HEIs are increasingly moving to a modular
degree system based on credits. This is much
more flexible than traditional degree structures and
allows students to individualise their studies to a
much greater extent. Though the preferred degree
is selected as usual through the CAO system, the
student has greater flexibility and choice in how and
what they study within a chosen degree path. The
modular credit-based system is aligned to common
international standards, so it is much easier to study
in other departments and/or faculties on the campus,
or abroad for part of a degree. This makes for a fluid
student population and makes it much more difficult
to concentrate the YFP effectively in one department
as the student compliment changes each semester
as modules finish and new ones begin. This changing
aspect of HEIs needs more research in relation to the
YFP’s structure and deployment.
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While further research is required as outlined above
this should not take away from key findings from
the pilot which demonstrated that the Yellow Flag
Programme (YFP) based on this pilot research has
much to offer colleges of education, institutes of
technology and universities in promoting anti-racism
and intercultural practice based on human rights
principles.
In the next section we will set out key
recommendations for future Colleges of Education
& Higher Education Institutions (HEI’s) looking to
implement the Yellow Flag programme and or
aspects of it. We will also set out recommendations
for the the Department of Education & Skills & Higher
Education Authority (HEA).  

Future Role of Yellow Flag in HEI

Recommendations for Colleges of Education
The Yellow Flag Programme (YFP) based on this pilot
research has much to offer colleges of education,
in promoting anti-racism and intercultural practice
based on human rights principles.
Where an institution is looking to engage in the YFP,
the board of management/governors of the HEI need
to buy into it from the start and recognise that there
will be challenges caused by participation in the
programme. The YF by its nature demands an honest
reflection on what a HEI wants from this change
process and how best to manage this. The Diversity
Committee acts as the principal driver for the YFP
process and a strong recommendation is that a
senior board member/governor needs to participate
in this space and relay key messages on the process
to the overall board.
When taking part in an intercultural and diversity
review, spaces need to be created for staff and
students to discuss comfortably issues of identity
and how to best promote inclusion for all staff and
students within a HEI.

The Employment Equality and Equal Status
Acts (as amended) prohibit discrimination in all
aspects of employment and access to goods
and services across nine specified grounds,
namely gender, family status, marital status, age,
sexual orientation, disability, religion, race and
membership of the Traveller community. In the
context of professional competence alone it is
imperative in relation to both present and future
employments that all staff and student teachers
at Irish colleges of education undertake AntiRacism training as a requirement of the institutional
induction process. It is recommended that this is
supported & resourced by the state.

Issues Colleges of Education need to
be aware of
Disability
There are difficulties including disability as an issue
in the YFP when working in Colleges of Education
as they are presently exempt from some disability
legislation. This area is being examined by two
DES led investigation committees and needs to
be clarified and resolved as soon as possible.  
Progress in this area can already been seen with
the Disability Access Route to Education (DARE)
progress being introduced in some Colleges of
Education including Froebel.
Requirement of Irish/Gaelige at entry level
Some creative & flexible responses/measures
need to be put in place to respond to the
barrier that having Irish/Gaeilge as an entry
requirements for Colleges of Education can
pose to some students & in particular ethnic
minority students. Recognition must be given to
Travellers experience of the education system
and the historical practice of exempting Travellers
from studying Irish. While this practice has in the
main changed, the ITM are concerned about
anecdotal evidence that suggests that some
Traveller students are continuing to be given

an exemption from studying Irish/Gaeilge in
secondary schools. ITM are also concerned about
anecdotal evidence that this practice is impacting
on other ethnic minority students, without due
regard been given to the long-term impact of
this on the students further education & career
opportunities. ITM recommends that exemptions
in secondary schools should only be given where
reasonably justified and that affirmative action
measures should be put in place to support ethnic
minority students including Travellers to meet the
requirement of Irish.
ITM welcomes the development of an Irish
Language course in Marino, which supports
individuals interested in becoming a teacher to
achieve the Irish Language requirements for entry.
Creativity & flexibility should not compromise
the standard requirement for Irish language
qualifications in education colleges so as not to
undermine the teaching of Gaeilge.
All colleges of education should consider at least
one compulsory School Placement (SP) for both
B.Ed. and H.Dip. students in high diversity schools
in areas of socio-economic disadvantage (such as
DEIS schools).
Extramural development work through volunteering
and/or course NGO placements with minority
groups are essential to properly upgrade the
professional competence of both student
teachers and lecturers in a multi-cultural society.
This would create opportunities for students
and staff to engage substantially with minority
ethnic/cultural groups and diversity in schools
and in communities. Some form of extramural
development work should also be incorporated
into all teaching degrees at colleges of education
(see Appendix viii below for a model that
incorporates these ideas).
Teaching practice (TP) preparation, TP itself,
and post-TP de-briefing exercises should have
a definite focus on ethnicity, difference and
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Recommendations to Higher
Education Authority

intercultural practice in the classroom. This would
serve to test and develop intercultural knowledge
and skills initially taught within Colleges of
Education, and this would contribute significantly
to the professional competence of newly qualified
teachers. The YFP would help provide quality
training and experience of ethnicity, diversity
and intercultural themes to give newly qualified
teachers the tools and the cultural competence to
feed back good practice directly into schools.

Recommendations to HEI
HEIs have a statutory responsibility to improve
access for disadvantaged students. Forthcoming
guidelines from the HEA will stipulate that HEIs
must include under-represented ethnic minorities
including Travellers. In this context, the YFP
model can give all HEIs a framework within
which they can meet and achieve their statutory
responsibilities. The YFP is a really valuable tool
that can help Colleges of Education and other HEIs
attain equality based benchmarks required by the
HEA and other bodies. The YFP can help develop
an intercultural culture in HEIs that will facilitate the
institutionalisation of ethnic monitoring.
The YFP should develop close links with Access
Officers/Departments at all HEIs. More research
is needed to assess the needs of particular higher
education institutions (HEIs). The YFP Steps
need to be more flexible and negotiable in terms
of what kind of HEI is targeted; what funding is
available; what Access Officers and other HEI
actors require; what in-house HEI supports exist;
and what service package the HEI requires overall
from the YFP. All HEIs have their own individual
ethos, culture, structures, hierarchies and politics.
Any deployment of the YFP within particular HEIs
should be negotiated and agreed fully before a
tailored or bespoke variant of the YFP is deployed.

Many HEIs monitor the quality and progress of their
outreach, access and support schemes through
commissioning internal research by professional
research groups usually located within relevant
departments of the institution itself (O’Brien
interview, November 2011). External assessments
are carried-out by professional research teams
commissioned by the HEA (see section 10). The
extent and detail of the YFP Intercultural Review
as carried-out at Froebel College would add value
to any college of education’s internal monitoring
system. The direct inclusion of students, staff and
relevant external NGO members in the research
and advisory elements of the Intercultural Review
through the work of the Diversity Committee (DC)
would give a unique dimension and added validity
to any HEI assessment. It would also provide
valuable research experience for students at HEIs.

Recommended Future Role of the
Yellow Flag in HEI sector
The YFP should concentrate its higher education
work on disadvantaged minority groups and
communities. Specific targeting of disadvantaged
minority ethnic groups including Travellers (such as
in the work being carried-out by NUIM, RCS and
Froebel) could be a new Step or strongly linked
to Step 2 of the Programme. Actions to support
this could include targeted open days for specific
minority groups, and provision of culturally specific
supports in HEIs for particular minorities.
The YFP would also be well suited to the Further
Education sector that has a strong local base;
locations are generally bigger institutionally than
schools and are adult orientated. Further Education
would also provide another development link
between the schools and HEIs. The YFP would
also be well suited to the institutes of technology,
who deliver both higher and further education, and
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have an historical remit to support students from
economically disadvantaged groups in their region.
The YFP needs to investigate the possibilities for
intercultural work at Hibernia College (see section
7.3 above, also: http://hiberniacollege.com/)
which trains teachers through ‘blended learning’
combining online and face-to-face educational
techniques.
YFP should consider a web-based yearly awards
programme for the most inclusive and user-friendly
intercultural website and related promotional
materials; the most innovative policy and practice
in terms of supporting disadvantaged minorities to
access institutions; and to expedite completion of
studies within an institution etc. This could include
separate categories for primary, secondary and
higher education etc.

More research is required into the intercultural
needs and deficits existing in all other sectors of
higher education (and indeed further education)
that could be supported by the YFP in future.
Where some recommendations above have
a more general application across the higher
education sector, this is clearly stated. Therefore,
the recommendations are aimed specifically at all
colleges of education.
One of the most effective ways for the YFP to build
on its ongoing work in primary and secondary
schools is to extend the programme to the
education of all future educators – the student
teachers in all colleges of education.

Staff at the Traveller/Roma Collection in the
Department of History at the University of Limerick
would be happy to make any relevant thesis
material available to the public if authors send
relevant theses directly to the Collection at UL.

Summary
Conclusion
This pilot research is essentially applicable to Irish
Colleges of Education as the primary investigation
was carried-out exclusively within this specialist
sector, and therefore the YFP as it stands is
not directly transferable to the experiences or
situations of other HEIs. While the YFP could
certainly add value across all the HEI sectors, it
could not be directly adapted to the university and
college of technology sectors based on the results
of this pilot.
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Summary of Key
Recommendations

• Participants who complete the training should
receive a YFP Training Module Certificate

National Recommendations:
• Anti-Racism and Intercultural Awareness Training
should form part of initial teacher education.
Colleges of education should adapt their current
modules to include such instruction.

While this pilot programme was carried out in
Froebel College of Education, the research data,
experiences, analysis recorded in the earlier
section could be directly applied to the specialist
work of colleges of education. There is also much
useful information here for all other HEIs relating
to access and intercultural concerns in Irish higher
education and policy recommendations not only
for HEIs but also the HEA and Department of
Education and Skills.

• It is recommended that in the next phase of
DICE that anti-racism remains a central focus &
that DICE provision is maintained & developed.

This section makes specific recommendations to
Colleges of Education, Higher Education Institutes
and at a policy level, the Higher Education Authority
and the Department of Education and Skills.

Step 1: Anti-Racism and Intercultural
Training
Yellow Flag Recommendations:
• All staff, including management, lecturing and
administrative staff should engage with and
complete all stages of the Anti-Racism training
in all colleges of education involved in the YFP.
Where possible, there needs to be continuity of
content and trainers for anti-racism training.

• Specific Traveller cultural awareness training
should also form part of initial teacher education
& should be delivered within a human rights
equality framework. Colleges of Education
should work in partnership with the Irish Traveller
Movement & local Traveller organisations to
support the development & delivery of modules
in this area.
• The Department of Education and Skills [DES]
should provide regular and comprehensive
training at in-service level on intercultural
education matters. Such training should be
provided to all teaching and ancillary staff in
Primary & Secondary schools, as well as to
school Inspectors. This training should be a
mandatory requirement as part of continued
professional development.
• The DES should resource intercultural training in
all colleges of education through specific HEA
funding.

Recommendations from Step 2

• Diversity Committee members and SU officers
should also take part in the training exercises in
all colleges of education that undertake the YFP.
• An on-line interactive YFP Anti-racism and
Intercultural Training Module should be
developed to complement the face-to-face AntiRacist training techniques on the YFP. Not only
would this save time and money for participants
and institutes, by its very nature it will be more
participative. YFP should look to develop this by
collating & building on existing on-line training &
resources in this area.

Yellow Flag Recommendations: Going
Beyond the College Walls
• The Diversity Dialogues outlined above were an
excellent way to get the whole College to engage
in dialogues about equality and difference. It
suited the function of a HEI campus and is
eminently transferrable to other HEIs.
• Similarly, the world cinema club, intercultural
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The SU’s contacts among students were vital
in gaining the broad support of students for,
and disseminating information about, the YFP.
This strategy would be even more important for
a successful programme in larger colleges of
education and other HEIs.

food events, music and drama performances,
and other social events encouraged community
engagement and are relatively easy to organise
and are transferrable throughout the sector.
• The Diversity Orientation Day during Induction
Week (it could happen in Rag or Fresher’s week
at other HEIs) introduced and involved new
student entrants to the YFP and the debates.
Similar initiatives are happening at some other
HEIs, and should be extended to all colleges of
education and other HEIs.

National Recommendation

• The engagement with Dún Laoghaire Rathdown
Council brought the YFP at Froebel into high
profile and allowed members of the DC to
transfer their knowledge to the local community
through the Council’s work on diversity. Colleges
of education should work with local authorities to
promote diversity.
• Campus Engage, based at NUIG, is a useful
contact, source of information, and advisor when
engaging with communities. This would be a
particularly good way of engaging large numbers
of students in the YFP at larger colleges of
education and other HEIs.
• Colleges of Education need to go that extra step
in order to include the excluded and or those
underrepresented within the student population.
Organising open days for minority ethnic groups
including members of the Traveller Community
is one of the ways that Colleges of Education
can pro-actively reach out to more marginalised
groups. This should be done by consulting with
local community organisations & individuals to
see how best they can be made to comfortably
engage with HEIs. It is recommended that Open
Day’s are part of wider affirmative action access
programmes for minority ethnic groups including
members of the Travelling Community. The RCSI
Traveller Access Programme which proactively
targets, supports & resources the participation
of Travellers & students with a disability onto its
programme is an example of a good model of
best practice in this area.    
• The Student Union engaged enthusiastically
and constructively with the pilot YFP at Froebel.

• City and County Development Boards should
get involved in the project and employ the Yellow
Flag Programme as a potential mechanism to
fulfil some of their social inclusion measures
[see “the what we did” section of this report for
details of Froebel DC work with Dún Laoghaire
Rathdown County Council].

Recommendations from Step 3
Yellow Flag Recommendations
• Once a College of Education decides to engage
on the YFP, there should be an intensive training
session for key stakeholders in the college who
will initially drive the YFP (including key senior
managers, main staff contacts, and SU officers
amongst others). This would mean that these
key people would have a strong grasp of the
YFP’s key concepts and processes, ensuring
efficient completion of the YFP
• The use of specific sub-committees allows
for the speedy development of key aspects of
DC work through the use of smaller dedicated
groups who have a particular interest and/or
knowledge in an area. Sub-committees can deal
with specialist areas that can be too complex,
unwieldy or sensitive for the whole committee
to deal with effectively. They can meet and
communicate outside the formal confines of the
DC. This work can then be presented quickly in
draft form for the main Committee to agree and/
or modify the particular area of development
and give further direction to the sub-committee
where necessary
• The use of a regular and experienced in-house
chair on the Diversity Committee served to save
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time, and maintain continuity, cohesion and drive
in the project – rather than constant rotation of
the chair where inexperience can mean loss of
focus

In future work for Colleges of Education, Diversity
Committees should strive to have representation
from the following:

• The inclusion of administrative representation
on the DC is very important as they understand
the College bureaucracy and can guide the
DC accordingly. The inclusion of an IT worker
also facilitated access to and use of College
information technology to assist the YFP,
particularly for dissemination, publicity and
research supports. This learning should become
part of the YFP in other participating HEIs

• equality officer,

• Input from all external agencies represented on
the DC was really useful to the YFP. External
members provided advice and support
was extremely useful and helpful and their
contributed to the Diversity Dialogues and other
DC initiatives. Unfortunately, attendance by
some of the external DC members was sporadic
at best, though regularly reminded through
various methods. The regularity and timing of
fortnightly lunchtime meetings may have been
a deterrent, though it suited those on campus.
Also, meetings were confined to 50 minutes in
length. Longer, less frequent and more suitably
timed meetings may be more productive and
more attractive to external DC members in future
deployments of the YFP in colleges of education.

• students from different cultures and nationalities,

• The Yellow Flag should present a YFP
Participation Certificate to those who serve
on the Diversity Committee or are otherwise
proactive in the YFP.

• relevant SU officers,
• Board of Management or Trustees
representative,
• Access Office staff,
• lecturing staff,
• administration staff,
• relevant Community group/NGO representatives,
• Erasmus students.
• The DC should also endeavour to include a
gender dimension to its student representation
(students on the Froebel committee were
exclusively female throughout the pilot, perhaps
reflecting the gender imbalance in teacher
education generally).
• All colleges of education should develop strong
links bolstered by regular communications
with their degree awarding HEIs generally, but
particularly with the access and student support
services of their specific degree awarding body.
It is also crucial that YFP Diversity Committees
in participating colleges of education link up with
relevant bodies in the degree awarding HEI

National Recommendation
• The DES as part of their Intercultural Education
Strategy should recognise the positive
intercultural potential for colleges of education
having Diversity Committees in place and
support and resource DCs as a model of best
practice throughout the higher education sector.
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Recommendations from Step 4

aware of intercultural concerns and be proactive
in dealing with any problems. The Intercultural
Review could be part of these structures and
should be organised to fully recognise and
respect the needs of different cultural identities in

Yellow Flag Recommendations:
Intercultural Review
• An online questionnaire, involving staff,
management and students in relation to diversity
is something that is relatively inexpensive
yet, as was witnessed in Froebel, can have a
lasting impact. This would enhance any ethnic
monitoring system, which is now being advised
for all HEIs by the HEA. All education colleges
should adopt an ethnic monitoring system that is
bolstered by related periodical in-house research
studies.
• An Intercultural Review would add value to
any HEIs internal monitoring system. The direct
inclusion of students and external relevant NGO
members in the research and advisory elements
of the Intercultural Review through the work of the
DC would add a unique dimension and added
validity to any HEI assessment. It would also
provide valuable research experience for students.
• Having a research sub-committee made it much
easier to formulate formal research tools e.g. the
survey questionnaire as the research sub-group
could work efficiently outside formal Diversity
Committee meetings.  
• The analysis of the survey questionnaire
had a profound impact on staff when it was
communicated to them in a presentation. This is
the kind of impact the Intercultural Review strives
to achieve in order to engender institutional
change. Ideally, senior management should be
involved with the Diversity Committee and be
able to communicate the process to the board,
as ultimately the board needs to be involved in
and committed enthusiastically to any wholecampus change in relation to diversity and
promotion of inclusion.

National Recommendation
• Colleges of education and other HEIs should
have strategies and mechanisms in place to be

the particular institution.

Recommendations from Step 5
Yellow Flag Recommendations

• Given that the action plan sets out the key
aspects for the work within the Yellow Flag, it is
vital that extra time be given so that the Diversity
Committee completes this crucial element of this
step.
• Continuity in the composition of the Diversity
Committee is vital. The YFP ideally should be run
during the normal academic year of a college
of education, rather than across two academic
years as happened in the pilot at Froebel.
• The Diversity Committee should set out what its
plans for the course of the YFP pilot in the Action
Plan and set realistic targets to improve the
intercultural environment of the HEI with specific
reference to findings from the Intercultural
Review.
• As mentioned in other steps, the role of
management in any educational institute as key
driver of a change process is vital, and ideally
senior management need to be involved with the
Diversity Committee.
• As outlined previously Colleges of education
need to go that extra step in order to include
the excluded and or those underrepresented
within the student population. It is recommended
that key actions undertaken in this area by
Colleges of Education include the development
of affirmative action access programmes for
minority ethnic groups including members of the
Travelling Community. The RCSI Traveller Access
Programme which proactively targets, supports
& resources the participation of Travellers &
students with a disability onto its programme is
an example of a good model of best practice in
this area.    
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National Recommendations
• The DES & HEA need to support & resource
the development & implementation of access
programmes for Travellers & other ethnic minority
students. This will support a more culturally
diverse student population and teaching
profession. It will also create role models for
children from the Travelling Community & other
ethnic minority children.
• Intercultural and Anti-Racism week should be reinstated as a national event and the Department
of Justice & Equality should take over the
responsibilities once fulfilled by the NCCRI in this
regard. In this event, all colleges of education
should become pro-active both on campus and
in their communities in celebrating Intercultural
and Anti-Racism week.
• Traveller Pride Week (Formally Traveller Focus
Week) should continue to be supported and
resourced by the Department of Justice &
Equality. Colleges of education should participate
actively.
• Small grants should be made available to
colleges of education to facilitate events as part
of Anti-Racism Week and Traveller Focus Week.

the Yellow Flag is made. Therefore, HEIs are
encouraged to ask themselves the question,
‘How do we track our progress and how do we
measure our success?’ One way of doing this is
to develop performance indicators such as those
used in the work of the National Consultative
Committee on Racism and Interculturalism
(NCCRI, 2003)
• Monitoring and evaluation in this pilot were
supported by some innovative methods. The
use of web-based monitoring and evaluation
tools generated useful information for the YFP at
Froebel. Documentation of important DC work
was comprehensive and is available securely
online. Online discussion boards while not taken
up by Froebel college would be recommended to
other colleges in particular larger institutions as
they can provide a reflective space for members
of the Diversity committee. Online resources
make reflection and evaluation relatively easy and
should be replicated in other colleges.
• Based on the positive experiences outlined
above, ITM should develop a set of web-based
tools for use in monitoring and evaluating the
YFP by the DC in other education colleges.
• The report recommends that the DC in any future
YFP HEI deployments can use either physical
folders, online documentation, or a combination
of both to record the work carried-out in Step 6.

Recommendations from Step 6
Yellow Flag Recommendations
• Monitoring and evaluation of the YFP are
essential and valuable parts of the process. It is
necessary for the HEI to take possession and
ownership over their work to ensure that the
YFP becomes a quality designation and not
something that is seen as tokenistic participation.
Monitoring and evaluating the work of the YFP
means that the process of becoming a diverse
HEI will be an on-going, dynamic one, rather
than an empty, short-term programme. This
assessment of progress is something that should
begin at the very start of the programme and
continue for the whole year. The main aim of this
Step is to ensure that progress towards attaining

• The online reflective discussion area was very
useful for members of the Diversity Committee
and staff at colleges of education should actively
encourage students to participate in online
YFP discussion groups through example and
persuasion.

National Recommendations
• The focus for ongoing research on the YFP
should centre on its practical application in
the future, particularly throughout the higher
education sector.
• A Yellow Flag Co-ordinating Body (YFCB)
specific to HEI’s should be established,
resourced and supported in order to maintain a
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Recommendations from Step 8

quality assurance role in the development of the
YFP across all education sectors.

Yellow Flag Recommendations

Recommendations from Step 7
Yellow Flag Recommendations
• The YFP should also run for a full academic year
when being replicated, and not over parts of two
academic years as at Froebel. The possibility
of disruption due to major institutional change
should be factored into any HEI deployment of
the YFP in the future.
• All colleges of education should institute at least
one compulsory SP placement for both B.Ed.
and H.Dip. students in high diversity schools
(such as DEIS schools) in areas of socioeconomic disadvantage.

• The Diversity Code was developed in
an innovative manner through a series
of consultations with staff and students
including new inductees to the College that
were then interpreted by the DC. Thus the
Code represented all sectors of the HEI and
also introduced new students to the YFP on
induction. This is a comprehensive consultation
process that is transferable to other colleges of
education.
• Some suggestions for dissemination and display
of the code include
o Published statement in on HEI website and in
any relevant publications.

• Extramural development work through
volunteering and/or NGO course placements
with disadvantaged minority groups are
essential to properly upgrade the professional
competence of both student teachers and their
lecturers in a multicultural society. It would create
opportunities for students and staff to engage
substantially with minority ethnic/cultural groups
and diversity in, and beyond, schools.
• More curriculum time for intercultural work
including compulsory core courses in
conjunction with specialist electives are needed
in all colleges of education

National Recommendation
• Guidelines contained in The Report on
Recommendations for a Traveller Education
Strategy (2006) should be fully implemented in
colleges of education.

o A page in the HEIs prospectus
o A clear section on the YFP HEI website where
people can read the code
o Email announcement to all staff and students
with a copy of the code attached
o Printed posters displaying the Diversity Code
around the HEI and on the YFP notice board
o Printed in the Students Union magazine.
• All colleges of education need to link with and
clarify issues relating to governance and policy
with their associated degree awarding university
where applicable when developing policies such
as those required by the YFP.
• In addition to the above points, relevant
recommendations by Titley (2009: 78, 87) are
adapted below:

National Recommendation
• The DES & HEA should develop a series of
practical guidelines for creating anti-racist &
intercultural policies for Colleges of Education.
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Appendices

• broaden staff and students’ knowledge of
cultures, languages, lifestyles and beliefs through
hosting information sessions, social gatherings
and intercultural events and actively involve
Erasmus students in these events.

Appendix 1

• be respectful and inclusive in the use of language
and choose terminology which is acceptable to
everyone.

Froebel College of Education
Diversity Code

• take care that language used does not offend or
exclude and be careful not to cause offence to
anyone with banter and joking.

“We should create an environment that promotes
interdependence as well as independence,
community as well as individuality and
responsibility as well as freedom; we should all
take care of our environment, ourselves and each
other.”  -  Friedrich Froebel

• actively challenge discrimination, while
maintaining respect for everyone.

Froebel College of Education welcomes students
from all backgrounds. This includes students from
a broad age group, male and female students,
students with differing civil and family status,
students of all sexual orientations, students
with disabilities, students of all faiths and belief
systems, students from all socio-economic groups
and students from all ethnic groups including Irish
Travellers. We believe that the teaching profession
should reflect the diversity and plurality of Irish
society.
We acknowledge the rich legacy of the
Dominican sisters in establishing this college, their
commitment to a search for truth and justice and
their ongoing support and guidance as trustees.
Staff and students will work together to:
• create and maintain an inclusive environment
for everyone and ensure mutual respect,
acceptance and understanding within the
college.
• build a community where everyone can feel safe
to speak and be open about different attitudes,
identities and beliefs.
• organise events that open minds to diverse
experiences and perspectives.

• maintain a focus on both local and global
contexts while teaching and  support and
challenge each other to teach in culturally
sensitive ways that respect and acknowledge the
environment of the child.
• acknowledge and celebrate differences in
culture, traditions, attitudes and values, and
create dialogue with inclusion and equality as our
ultimate goal.
• develop an understanding of major belief
systems and ethical frameworks for educational
settings.
• show respect and sensitivity to staff and
students of all faiths and none and continue
to foster the spiritual and faith development of
members of the college community.  
• revise this code every three years and more often
if required maintaining coherence with equality
legislation.
Through our efforts to maintain an inclusive
campus we seek to model good practice, which
will inform inclusion and diversity in our personal
and professional lives.
i. Originally envisaged as a 9 step programme, YFP was
rationalised through pilot experiences into 8 clear steps.
Significantly, the 8th STEP now involves not only the school
developing a Diversity Code, but also an Anti-Racism Policy.
ii.  There are 65 students in each B.Ed. year and 34 H.Dips. (the
new cohort overlaps with the old for a few months). There are
also about 14 on the H.Dip. in Special Education and 35 on
the B.Ed. in Early Childhood Education.
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Contact Details:

Yellow Flag Co-ordinator
Ph: +353 (0)872410258 or +353 (01) 6796577
yellowflagprogramme@gmail.com
www.yellowflag.ie

Contact Details:

Irish Traveller Movement
4-5 Eustace Street, Dublin 2
Landline: 01 679 6577
www.itmtrav.ie

