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Principles for respectful enquiry

= Listen to understand
= Honour confidentiality

= Pay attention to each other as if we were together
INn person

= Welcome and respect the diversity of voices pay
particular attention to the voices of people of
colour

= Be kind about the challenges of working online
= Be mindful of the impact of what we say

= Give and receive caring feedback

* Practice and respect self-care

= Be curious about emotional responses
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Today’s session overview

« Setting the Scene for Anti-Racist
Education ‘Tackling Racism on Campus’

« Student Experience
* Developing Racial Literacy

* Trajectory: Where are we, and where do
we want to be?

¢ Q &A
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Setting the context

The Equality and Human Rights Commission’s 2019 report, Tackling racial
harassment: universities challenged, highlighted the widespread prevalence of
racial harassment on campus and the challenges we have to tackle urgently now.

Key Recommendations:

e leaders and governing bodies demonstrate leadership and accountability for
embedding an inclusive culture across their institution.

e providers must enable students and staff to report harassment and ensure their
complaints procedures are fit for purpose and offer effective redress.

Scottish roundtable main finding: we need to talk about race and facilitate honest, open
and constructive conversations about race, racism and whiteness. (SFC, Scot Gov,
Advance HE, SREN, US)

EHRC (2019) Universities Challenged.
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Personal experiences of racial harassment:
Students

24% experiences
racial harassment
(29% Black students —
27% Asian)

56% racist name- 27% reported racial
calling, insults and harassmentin a
jokes teaching setting

25% harassed by a 66% students did not

5 :
tutor or academic report it 20% physical attacks

42 % experienced
microagressions

https://www.universitiesuk.ac.uk/tackling-racial-
harassment
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Personal experiences of racial harassment: Staff

33% racist name-calling, insults 80% incidents part of repetitive
and jokes and escalating behaviour

Fewer than 50% of staff did not

. 70% experienced microagressions
report it

https://www.universitiesuk.ac.uk/tackling-racial-harassment
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Tackling Racism on Campus Project

How the project began

Milestone 1 : COVID 19

Milestone 2: Being Brave and pushing opening doors

Milestone 3: George Floyd was murdered #BlackLivesMatter

Milestone 4: Black History Month & Anti-racist and Asset Pilot

Milestone 5: The ‘soft’ launch of the assets

The story continues and next step?
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Advance HE/SFC Project Criteria

Produce a suite of resources grounded in evidence
that institutions are able to use to:

— Raise awareness and visibility of racial harassment

— Signpost staff and students to support/reporting

— Produce an online toolkit to support conversations
about racial harassment, rights and responsibilities

— Build capacity within priority functions, e.g. HR and
staff induction processes and student support.

*Negotiating the parameters
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The SFC Funded and Advance HE led work on race equality

Tackling Underrepresentation of Ethnic
Diversity in the Workplace

Declaration ﬁ E(e):\f‘leei/
TACKLING RACISM
Statement ON CAMPUS e

Anti-racist and

Online  — ﬂ C———> Asset Training

Bullying _
Tackling Anti-

Racism _ _ _ _ racism
Diagnostic Anti-Racist Curriculum Project Glossary

Tool @

UK Quality Assured



Assets developed and shared with sector

» Declaration « Animation
 Race statement « Video
 Guidance on reporting « Social Media Images /
« Scottish Code of Good Templates (LinkedIn / twitter
Higher Education / Facebook)
Governance « Poster and leaflet templates
 Workshop presentation « Webinars
« Anti Racist Ally Stamp  Blogs
 Micro aggressions living
document Assets in development
* Race literacy glossary - Directory of BAME Academics and
- User manual / campaign Professionals
guidance « Best practice guide to recruit,

retain and promote BAME staff in
the workplace
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Declaration against Racism

Racism exists

on our campuses
and in our society.
Call t whatitis
and reject it in

all its forms.

We stand united
against racism.

#CallltRacism

Call Ik ractim | Challesgs rciil Bahivioe Shinge rec it slructores
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v" The declaration is the steering group’s response
to EHRC recommendation 9:

Higher education leaders and governing bodies
demonstrate leadership and accountability for
embedding an inclusive culture across their The
EHRC recommended that Heads of providers and
senior leaders:

a) take steps to better understand issues of
harassment, including racial harassment

b) publish a public commitment to tackling
harassment

c) embed the responsibility to eliminate
harassment into their institution’s culture,
knowledge and practices.



Statement of Intent

Racism exists

On our campuses
and in our society.
Call it what it is

and reject it in
all its forms.

We stand united
against racism.

You just look like you've got a tan.

Do you have hair under your hijab?

Do people eat insects in your country?
| just don't see colour.

| don't think of you as black.

Call it
racism.

#CallltRacism

“AdvanceH

#CalltRacism

Further and Higher Education is an
integral part of Scottish society
and therefore has a key role to
play in addressing racism.*

As part of Scotiand's Further
and Higher Education sector,
we, (insert organisational
name here) as students,
staff and partners, recognise
and that

Thi s reflecton of rger socety, and occurs
anan nterpersorallevel. Racism prometes:

and enbies sccial, education and econommic
inequalty,and hindess the progress and wel
being of [aoaied groups. s our duty as actve.
parfcipants in education o eiminate the practices

racism is embedded in our
policies, processes and
practices despite some
efforts to the contrary.

racism, We wil provce siraiegic commisment and
leaderehip, rom cur Principal, governing body.
and execute seam. We s¥ive fo work towards
tacking aosm togeter across depariments.
Because pinpainting how 1o make ths real can be
evasive, we have identified the following actions
0 achieve e objecties of he deciaration

continued >

Fostering an
anti-racist
culture of
understanding

Itis important for a staffand n partcular, senior
feaders o develop a nuanced understandrg of acism
and whiteness and how & mant

§ummrting
an Anti-Racist
Curriculum

Curicubem approaches must vae non-European/Westem
‘approaches and ince scholars, heones, experiences,
techniques from he rest o the warkd with equal regard
Ackrowtedging the istoricallegacy of colorisaton and siavery
wi beng understanding o the orgins and hidden natre of
racism. Colleges and universties need o mplement eforms in
cultre as pre-eminnt, Perhaps more importanty, educators
‘and students must engage cricall wih af leaming materids to




Race Statement of Intent

v Purpose

0 N O Uk WD

Underpins the Declaration Against Racism. It unequivocally states that racism
exists and is embedded within policies, processes and practices, and makes
visible how racism can manifest, and how it can be tackled

Recommends 8 areas within tertiary education sectors where racism can be
pinpointed and addressed.

Fostering an antiracist culture of understanding
Supporting and anti-racist curriculum

Constructing systematic anti-racist development practices
Investing in a diverse workforce

Recording and responding effectively to racist incidents
Monitoring and reviewing organisation race data
Consulting with Black community partners

Responsibility and accountability
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Asset. Race literacy glossary

v' Purpose

= To understand language and terminologies and support courageous
and critical conversations

= As part of the project an agreement has been made with The Anti
Racist Educator to utilise their website.

https://www.th
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People of Colour
Often the preferred collective tem for referring to non-White
racial groups. Racial justice advocates have been Lsing the
term “people of colow” (nt 1o be confused with the pejorative
“coloured people’) since the late 1870s s an Inclusive and
unsfying trame across different racial groups that are not White,
to address racial inequities. While “people of colour” can be

a poltically useful term, and describes peopie with their own
attributes (as opposed 1o what they are not, &.g., “non-Whte")
tls also important whenever possibie to identity people through
their own racialiethnic group., as each nas Its own distinct
‘experience and meaning and may be more appropriate.

Prejudice
A pre-judgment or unjustifiable, and usually negative, atitude
of one type of individual or groups toward another group and
ts members. Such negative attitudes are typically based on
unsupported generalisations (or stereotypes) that deny the
right of individual members of certain groups to be recognised
‘and treated as individuals with individual characteristics.

Race
Racial categorisation schemes were invented by scientists
10 5Upport woridviews that viewed some groups of people
8 superior and some &s inferior. Race is & made-up socsl
‘construct, and not an actusl biological fact

Racism
Racism = race prejudice + social and institutional power
Racism = a system of advantage based on race

Racism = 8 system of oppression based on race
Racism = a white supremacy system

Racism is different from racial prejudice, hatred, o
discrmination. Racism invoives one group having the
power to carry out systematic discimination though

the Institutional policies and practices of the society

and by shaping the cutral beliefs and values that
support those racist poicies and practices.

SouRcE: .

Racist

One who Is supporting a racist policy through their
actions of Interaction or expressing a racist ides.

‘SOURCE: ram X. Ken, s To s Random House, 2010,

Vihite Fragiiity
Astate in which even a minkmum amount of radial stress
becomes intolerabie [for white people). triggering & range
of defensive moves. These moves include the cutward
display of emotions such as anger, fear, and guil. and
behaviours such as argumentation, skence, and leaving
the stress-inducing situation. These behaviours, in

tum, function 10 reinstate white racial equilibdum

SOURCE: Robin Ditrgeb, 3L (rtarmatioeal

Joutmalof Crtca Pedagogy, 2011)

peopl
Generaty white people who

privilege without being cons
Structural White Privilege: A syste

domination that creates and maintains belief
systems that make current racial a

privilege and its consequences, and powertul
negative consequences for trying 10
white privilege or reduce its consec

ioual
Interpersonsl, cultural and institutional levels.

The accumuiat relsted advantages and
es o "

vantages of white privilege

joh different ac
opportunities and resources. These differences are

vantages exist at the structural, institutional
erpersonal, and Individual levels and by

efusing 10 redress them or eliminate the systems

olicies, practices, cultural norms, and other

benhaviours and assumptions that maintain them.

interpersonsl White Privitege: Behaviour between
jpie that conscious!

efiects white superiority

Culturai White Privieg

‘assumptions about what is good,

that reflects Westem European white word views

and dismisses o demonises other word Wews

Insteutionai White Priviege: Pol
behaviours of institutions—such as schools, banks.
non-peafits or the judiciary systems—that have the
effect of maintaining or Increasing sccumulated
dvantages for those groups curentyy defined s
white, and maintaining or increasing Gsadvantages
for those racial or ethnic groups not defined as white.
The abiity of insttutions o survive and thvive even
when their policies, practices and behaviours maintain,
xpand o fail 10 redress

APersonal Acoount
Thiough Work I emen Skicis:

Tranwlorming Wrie Privlege: A 2151 Certury Leadersiip Capacty,
AP Assocites. Wodd Ths i S

eantiracisteducator.com/glossary

White Supremacy
e Idea (ideclogy) that white people and the Ideas,
tmoughts, belefs, and actions of white peopie are superior

to People of Colowr and their kdeas. thoughts, beliefs, and
actions. While most people associate white supremacy with
extremist groups like the Ku Kiux Klan and the neo-Nazs,
white supremacy is ever present in our instautional and
cultural assumptions that assign vaiue, morality. goodness
and humanity 1o the white group whie casting people and
communities of colour &5 worthless (worth less). immoral
bad, and inhuman and “undeserving.” Drawing from crtical
Face heory. the term “white supremacy” also refers o @
potical of soco-economic system where white people enjoy
structural sdvantage and rights that other racial and ethnic
0roups o ok, both at & collective and an individual level

souRcE

Whiteness
The temm white, referring to peopie. was created by Virginia
slave owners and colonial rules in the 17th century. It replaced
terms like Christian and Englishman to distinguish European
colonssts from Africans and indigenous pecples. European
colonéal powers estabiished whiteness as a legal concept after
Bacon's Rebellion in 1676, during which indentured servants of
European and African descent had unied against the colonial
elite. The legal distnction of white separated e senvant class
on the basis of skén colour and continentai crigin. The creation of
‘whiteness’ meant giving privileges 1o some, while denying them
10 others with the justification of biciogical and sodial inferiority.

Whiteness iself refers o the specific dimensions of racism
that serve to elevate white people over peopie of colour. This
definition counters the dominant representation of racism

in mainstream education as solated In discrete behaviours
that some individuals may o may not demonstrate, and
goes beyond naming specific privileges (Mcintos, 1868)
Whites are thecrised as actively shaped, affected, defined,
and elevated though their raciabsation and the individual
and collective consciousness formed within it . Whiteness
Is thus conceptualised as a constelation of processes and
practices rather than as a discrete enity (Le. skin colour
alone). Whiteness is dynamic, relational, and operating

atal times and on myriad levels. These processes and
practices nclude basic rights, values, beliefs, perspectives,
and experences purported 10 be commonly shared by all but
which are actually only consistentyy afforded to white peaple.
a0 By 2018-2019 mbsnch of 2003 s
s Eaahy” Udermatonat Joumalof Catca Pecagagy. 2011

As definitions and meanings can change over
time, please use ' 310 glossary
and Bace Equey Tools for the latest updates.




How comfortable are you in discussing race,
racism and whiteness?

* Where are you from? (BBC)

https://www.youtube.com/watch?v=RU_htq]!
MVE

Advance HE (Video)

https.//www.youtube.com/watch?v=ffOkA KO
JAA
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https://www.youtube.com/watch?v=RU_htgjlMVE
https://www.youtube.com/watch?v=ff0kA_K0JAA

A microaggression is a term used for
brief and commonplace daily verbal,
behavioural, or environmental
indignities, whether intentional or
unintentional, that communicate
hostile, derogatory, or negative
prejudicial slights and insults toward
any group.
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Professor Chester. M. Pierce

\
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Breakout rooms (15 min)

Discuss using the Race Literacy Glossary and video on micro-aggressions

» Your thoughts on the videos

» Can you identify incidents of racism either overt or covert?

» How are micro-aggressions understood and or dealt with?

» How do we begin to understand the impact of racial trauma?

> Are conversations about race inequality taking place in your institution/school?
» In the handout which terms were you familiar with which ones were new to you?
» Where do these terms get used and in what context if any?

* Points to consider
* Are you more confident using some terms over others?
*Where is there tension in the use of language?
*Does it matter who the perpetrator is?
*Does relationships of power make a difference ?
How do you begin to navigate intersectional identities?

“AdvanceHE



Where are we now and where do we want to get to?

Diagnostic tool

v Purpose

= This diagnostic tool uses the Statement of Intent alongside an adapted
version of Dr Gurnam Singh’s (2020) model to:

a. Determine strategic commitment and leadership, from our principal,
governing bodies, and executive teams, school and department heads, as
well as programme and course leaders, alongside professional services
staff can enable pre-assessment, plan action, implementation and
measure impact.

b. Determine how we will move towards a racially just institution, and the
role that they play within the institution to make it happen.

“AdvanceHE



. lcowmnas________ J[Coumn2 _________Jlcoun3_________ _____J[coumn4

ISR Acceptance and active support  Relates to racism through the prism  Recognises the link between racism and Interventions in place addressing:

CUREUIEEMREM of existing culture including of liberal ‘political correctness’ and power and seeks to find ways to address o representation of BAME people decision-making

culture of active denial of FE/HE culture therefore does not engage fully with  the FE/HE culture. Seeks to address racism e all discipline research environments operate through active
EEREURIUN supporting embedded racism.  the idea of FE/HE culture being but through opaque language (EDI banner). rejection of white hierarchy

9 impacted by racism. . culture to call out and address racism is actively in place

2. Supporting

Does not engage with curricula

Continued and dedicated defence of

Engages with the concepts of historical

Programme of curriculum review results in curricula;

an Anti- review based on removing western ‘universalism; and the right  racism and with debates around learning & o free from components that reproduce racism
Racist embedded racism, takes steps  to offend. teaching as vehicles though requires . learning that acknowledges and addresses racism where it
Curriculum to preserve existing curriculum ‘convincing’ in terms of application to all has existed
and prevent redress. disciplines. . expects capability to call out/question in the learning
environment
3. Does not recognise that Unwilling participant in development  Accepts racism as a product of society and  All development offerings for staff and students embodies anti-raci
OO I[aih[el development routes within activities and events, questions engages with unconscious bias concepts. . induction and continuing development models are anti-raci
systematic, FE/HE supports existing purpose and has some desire not to  Seeks to engage across a range of events e specific race equality training explores institutional racism,
anti-racist hierarchy of whiteness through  engage beyond the minimum. and activities but does not embed white privilege, power and microaggressions
CEEIIIUEINE the development on offer, the development beyond the development . trainers have been through anti-racist modules
practices delivery and the content. space. There is an emotional engagement o training and development is reviewed via curriculum review
with racism and its impact. principles

WS TRl The FE/HE does not engage

Belief in meritocracy but also that

Supports the ideas behind diversity in the

Scotland’s colleges and universities reflect diversity at all levels

a diverse with efforts to diversify the there is some ‘deserving workforce (student population) though actions include;
workforce employee population preferring  disadvantages’ deserve help. tangible and SMART activity is not realised. e recruitment processes reviewed and amended
to reinforce the status quo . monitoring and evaluation of applicant, shortlisting,
activity supporting the appointments progression/promotion transparent promotior
assumption that genuine data
meritocracy exists. ° positive action measures in place
S EEII G Ia[sM The FE/HE does not actively There is a lack of engagement with ~ Discussions around race and racism are Racist incidents are;
and engage in discussions about what would constitute racist tentatively approached. Language is a . treated as racist, recorded, investigated and resolved usinc
responding racism and questions the behaviour in terms of incidents that  difficult area, so articulation for secure and robust systems
SHEROEIWATGE relevance of racism in occur or in one’s own behaviour or in individuals/organisation is emotive rather ° processes embed addressing racism
racist staff/student behaviours the structures of the FE/HE. than rational and action focused. . those investigating have been appropriately trained and fol
incidents resulting in poor to non-existent a victim-led approach
incident reporting. . the FE/HE routinely reports on incidents
G ehNGIsM The FE/HE does not accept that Assumes responsibility of ‘poor’ data Data becomes the proxy for activity to The FE/HE ensures all reporting on ‘people’ information explicitly
ENOREEEINOE data reveals links to privilege is always down to individuals rather  address racism. Efforts focus on quantitative reports ethnicity data;
PIGERIREUNEY and as a result denies the need  than addressing FE/HEI issues that  rather than lived-experience due to the . across the employee/student journey
I race data to address unreasonable prevent data sharing. nature of discussion about numbers being e understands the story in the data, e.g. the BAME attainmel
advantage resulting from being  Requires legal basis to engage in the less ‘awkward’. gap
white. area and even then with reticence. . data is robust and accurate
° data includes complaint/grievance/etc
. data supports equality impact assessment and evidence
based action planning
. data is reported to relevant committees/boards
YA LIl s M There is no attempt to engage There is no acceptance of whiteness There is a desire to engage with relevant The FE/HE clearly demonstrates engagement with the BAME
with Black with Black/BAME members of and white privilege and therefore issues in relevant spaces - EDI community;

community
partners

develops and supports staff and student networks
engages beyond the institution through professional and
academic bodies in shaping activities

o D DN R 1T -

the FE/HE community — there is
a denial that specific lived-
experience is relevant in the

engaging with groups of interest is
secondary to engaging with the
overall population. The lived-

Committee/Board. There is minor progress
in embedding anti-racism via data rather o
than action.

IR RRETY T T L



Asset: Race Statement of Intent

White Indifference

White Awareness

White Allyship

White Supremacy

s

N

P

if DEPAE.?\ENT-'
, INDIFFERENCE _

e Accepts, and in some cases promotes,
theories designed to justify white
dominance and racial hierarchy
typically associated with ‘scientific
racism’.

e  Fear/loathing/exaticisation of the
non-white other which may be overt
or covert.

e Characterised by the 'white gaze'.

e Belief that we live in a meritocracy.

¢ Uncritical/favourable view of empire
and colonialism - the white man's
burden.

e Subscribes to scientific racism.

¢  *Black underachievement is seen to
be due to their
dysfunctionality/pathology.

e Whiteness and its proxies’ function as
badges of honour

¢ White privilege is rationalised as the
natural order.

e Onus on black People to accept their
place.

Passionate defender of western
universalism, academic freedom and the
right to offend.

Belief in meritocracy but also recognises
that some (deserving) disadvantaged
people need help.

Characterised by a refusal to take a
serious look at racism and views anti-
racist initiatives as ideological endeavours
linked to culture wars and political
correctness.

Self-concept is based on being rational
and moral, which results in avoidance of
responsibility for discriminatory
behaviour!

Willing to 'tolerate'/'fetishize'/'pity the
'non-white' other.

Happy to make tokenistic gestures, but
total refusal to accept one’s own

complicity in the (re)production of racism.

Whiteness is denied, so it functions as an
absent/invisible/mythical norm leaving
white privilege intact.

Onus on Black People to build up their
‘resilience’.

Belief that racism is real and that itis a
product of ‘prejudice plus power’
Characterised by a desire to critically
reflect.

Functions like a mental illness that only
white people have (Katz) hence focus on
‘discovering” unconscious bias and
cognitive distortions.

Desire to engage with ‘black issues and
people, but only in limited spaces
(committees, training events)

This may be as a result of feeling guilty
of historic racism and/or a desire to
make some amends.

White privilege is recognised and
becomes a source of shame and
embarrassment.

Most activity however restricted to self-
development and deployment of
politically correct language.

Onus on white people to overcome
unconscious bias.

Racism is a complex interaction
between structural, ideological,
institutional and behavioural
processes, but it can be overcome.
Characterised by the desire to take
responsibility for change, which is
not restricted to behaviour alone.
Focus on paradigm shifts and
concrete interventions

Dynamic and creative solutions
through co-creation.

Rejection of deficit models and
acceptance of the link between
white privilege and educational
outcomes.

Share power, privilege, risk and
vulnerability.

Actively divesting from histories,
systems and structures that
reproduce racism.

Onus on white to build sustained
partnerships with black people.

Note: *The term ‘black’ here is used to denote all those people who are positioned outside of whiteness and as a result experience racial disadvantage. The degree of racial disadvantage will
vary as a result of other factors primarily associated with gender, class, ethnicity.

© Gurnam Singh, 14t July 2020.




You can contact us:

Khadija Mohammed: Khadija.Mohammed@uws.ac.uk
Dr Nighet Riaz: Nighet.Riaz@advance-he.ac.uk
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For more information
www.advance-he.ac.uk
¥ @AdvanceHE

Thank you




