
Creating a more inclusive and 
anti-racist culture at Caius

Doing                                                               
Diversity                                     
Differently



The Context

Presenter
Presentation Notes
Key points: Find a way to feel psychologically safe in your learning. Be comfortable with making mistakes and be clumsily human. Remember the difference between the experience of different populations. Some of the data will be for people of colour here in the UK, sometimes specifically for black populations. 



Part 1:
Black Lives 
Still Matter

Presenter
Presentation Notes
Key point: Even though this isn’t filling our social media feed in the same way, Black Lives are still disproportionately affected. The news of how people in the US such as George Floyd, Breonna Taylor, Sandra Bland, Trayvon Martin and many others have lost their lives to the police has sparked global outrage in May 2020. There are just as powerful examples in the UK too. And you may not know these names here. Sean Rigg. Kingsley  Burrell. Darren Cumberbatch. And back in May 2020 just a few days before the brutal murder which rocked the world, Simeon Francis died in a police cell in Devon.  



Demographic 
vs. Cognitive 
Diversity

Presenter
Presentation Notes
Key points: Demographic Diversity – the things you identify as on a form or survey (age, disability status, gender identity, ethnicity, sexual orientation, religion)Cognitive Diversity – how we think/process information which is formed by all of our experiences (family, school, jobs, industries, friends around us)



A whistle-
stop tour of  
terminology

Presenter
Presentation Notes
Definitions:Racism - The policies, behaviours, rules, etc. that result in a continued unfair advantage to some people and unfair or harmful treatment of others based on race (Cambridge Dictionary). Three key types of racism we encounter: Institutional (where an organisation places these policies, behaviours or rules that prevent under-estimated people to thrive e.g. why do only 10.5% of Black Cambridge students awarded a 1st vs. 24.5% of White Cambridge Students?), Systemic (where policies and procedures exist at an organisational or societal level that continue to perpetuate an unfair advantage for certain demographics e.g. there are claims in Cambridge and the higher education sector of systemic racism) and Structural (where laws, rules and policies in society result in the continued unfair advantage given to a particular group, e.g. the access of certain people to healthcare). Bias is either the support or opposition of a particular person / thing in an unfair / unequal way because your personal opinions influence your judgements. Sometimes these are not known to us and are what we call unconscious bias (often found in selection processes for jobs or friendship groups etc.)Allyship – when we supportively associate with another person or group, achieved through learning from and listening to marginalised groups, empowering them, advocating for them, and recognising your own bias and privilege. Privilege – where your life is not negatively impacted by who you are, whether that be the case of gender identity, sexual orientation, ethnicity, or anything else. ACTION: Explore the privilege wheel exercise.Protected Characteristic – the various demographics by which it is illegal to discriminate against someone on the basis of (age, gender identity, ethnicity, sexual orientation, disability, religion, marital / civil partnership status, or pregnancy or maternity).  Intersectionality – where an individual would identify as having two or more characteristics (whether legally protected or not, so for example their socio-economic background).  The more intersections people come from, ordinarily the more challenging or discriminatory their experiences from society are likely to be. 



The experience of  students at Cambridge
“…race has not been acknowledged as 
relevant to the whole intellectual experience 
at Cambridge…”.

“…I am fighting for every 
other black person I 
know who needs to 
occupy these spaces”. 

“…my friends have changed their 
hairstyles and said that people no 
longer recognise them”.

“…do I really belong 
here? Am I really the 
type of person they are 
looking for? Was I just a 
pity acceptance?”

“If  you enter certain classes, 
you may be the only person 
of colour there…”

“you feel like you have to be strong. My mum 
says just keep fighting, just get that degree”.

“…at a social event, 
someone turned round to 
me and said “I’m too 
drunk to use the N-word”. 

“even though I was glad that I studied here, there were times where I 
felt like an imposter and totally out of my depth”.

“…you are very 
aware that you are 
black”.

Presenter
Presentation Notes
From “Being Black in Cambridge” on BBC Three! Available to watch here: https://www.youtube.com/watch?v=d7JzP7TgcDQ



Race issues 
in work and 
the education 
sector

Presenter
Presentation Notes
Key Data: (ONS Population data from 2011 – 14% of England and Wales were People of Colour and 3.3% were Black)Across private sector leadership, only 1.5% of leaders, (or just under 55,000 of the 3.9 million) of managers, directors or senior officials are black. However, in the public sector (which includes higher education), this is just 1% of civil servants, judges, academics and people in the police force. This compares to 13% of the UK population. (Business In The Community). BAME job seekers have to send out 80% more applications than White British counterparts to get a positive response. (Centre for Social Invesitgation at Nuffield College, Oxford, 2019). The discrimination faced by Black and South Asians in recruitment (specifically Pakistanis) remains unchanged compared to a study conducted in 1969. 50 years ago. (Centre for Social Invesitgation at Nuffield College, Oxford). Just 6% of Black school leavers attended a Russell Group university vs. 11% for white school leavers and 12% of Asian school leavers (Equality and Human Rights Commission). For the AY 2017/2018, 6.6% of those participating in further education were black, twice the representative population of 3.6%. In 2021, none of the FTSE 100 organisations had a Black CEO, CFO or Chair. (Green Park, 2021)An estimated £24bn or 1.3% would be added to the UK’s annual GDP if there was full BAME representation across the labour market. (McGregor Smith Review, 2017)Discrimination cases in the workplace based on ethnicity cost businesses £2bn a year. (Office of National Statistics, 2018)  



Race 
issues in 
society
Race issues 
in society

Presenter
Presentation Notes
Key Data: Remember – Tech / AI is not prejudiced in itself but feeds from the biases from those inputting / searching. In 2017, 38% of the UK’s statutory homeless population came from a BAME background (increasing by 48% compared to 9% for white populations) (Shelter, 2017)Black African women are 7 times more likely to be detained than white British women (from Equality and Human Rights Commission). Race hate crimes on the railways have increased by 37% (from Equality and Human Rights Commission). In the US, black people are disproportionately impacted by the act of redlining to this day in major cities like Chicago where they are refused credit for housing, and the neighbourhoods they tend to reside in do not equally spread taxes to state funded education. Check out Act.TV’s Youtube video on Systemic Racism Explained. 



What is my 
Privilege?

Presenter
Presentation Notes
Key points: Video available here: https://youtu.be/1I3wJ7pJUjgEXERCISE: Whilst not perfect and very North American / Northern European focused, look at this and see where your privileges are most prominent: https://twitter.com/ztscotland/status/1313463403575418880

https://youtu.be/1I3wJ7pJUjg


The myth of  
meritocracy

Presenter
Presentation Notes
Key Points: Whilst we like to think we are being meritocratic in our selection, this can often come from a place privilege, along with different biases which are not just ours, but the cumulative bias of how other people (positively or negatively) favoured someone for us to perceive them in the way we do. 



What is a 
micro-
aggression 
or a micro-
behaviour?

Presenter
Presentation Notes
Key points: A microaggression can be small, innocuous questions or statements that reinforce feelings for some people that they are being excluded and do not belong. Examples include “You are really eloquent /articulate / well spoken” A  raised eyebrow when a specific person starts to speaklooking at your mobile phone instead of listening to what the person is sayingbeing asked where you are really from. These received micro-aggressions and micro-behaviours form who people of colour are. They affect one’s well-being. It is those experiences that make us think how we think, react how we react, interact in the ways we do. The opposite are Micro-Affirmations – small positive reinforcements asking open and engaging questions, following through on committed actions, and positive facial expressions and body language. 



Part 2:       
How can I 
turn the dial?



I’m scared 
of  getting it 
wrong or 
saying the 
wrong thing

Presenter
Presentation Notes
Key points: We are afraid of getting this wrong, scared we might say something that upsets someone or generates a reaction that we weren’t intending. This is the difference between Intent vs Impact. How can you reframe a question or statement to think more about what the potential impact would be, rather than what you intended. Find ways to lean INTO failure and use this as learnings



1. Learn 
about the 
lived 
experience

Presenter
Presentation Notes
Key points: Do your research off your own back before entering into a conversation (there are some starting points for you at the back of this slide deck). Think about how you might feel if these experiences and inequities were based on something you couldn’t change (such as your first maths teacher being female, or born in a town beginning with a specific letter). 



2. 
Practice 
Active 
Listening

Presenter
Presentation Notes
Key point: Focus clearly on hearing what is being shared, and demonstrated through eye contact, open body posture, summarizing statements, and/or asking qualifying questions to ensure understanding.



3. 
Validate, 
don’t 
Dismiss

Presenter
Presentation Notes
Key point: Use those active listening skills and using your body language and verbal responses to affirm their emotional responses to situations enables people to feel empowered. 



4. 
This may be 
uneasy and 
you need to 
be vulnerable

Presenter
Presentation Notes
Key points: Hear what is being said without being defensive or playing devil’s advocate. Don’t go straight into solutionising mode. Into fixing. Right now, people need to give an answer before we go straight to assuming we know how to fix this.  



5. 
Be curious

Presenter
Presentation Notes
Key points: Ask questions and think about how you are phrasing them. Starting them with “Can you help me understand…” or “I’m not sure I know how to position this properly…” helps to create a psychologically safe space. Be respectful with your curiosity. Not everyone is going to want to tell you about their experiences of racism. It’s really traumatic. Create that safety where someone can choose to volunteer without it being solicited. 



6. 
Ask. 
But also 
Don’t Ask

Presenter
Presentation Notes
Key points: When supporting an underrepresented group by being an ally, ask what they want to do and how. Be respectful with suggesting how you might see improving the process. Be prepared to put in the work and not claim any glory. Be brave and call things out. If you see some less favourable behaviours from other students, faculty members, pastoral staff, members of the public against someone who is black, or gay, or has a disability, or someone facing any other type of discrimination or prejudice, call it. Be kind to the offender and perhaps give them the benefit that they were intending to be positive. But tell them how they can frame it better (more often than not, that’s by saying nothing). 



7. 
Calling it out

Presenter
Presentation Notes
Key point: If we see something happen that we shouldn’t see, make sure you do something about it. There are different ways you can report these bad behaviours. Because if the college or the university doesn’t know that it’s happening, a) it can’t do anything about it and b) you cannot hold them accountable. So people you can go to include: The process for reporting racism in college can be found on the VennPeople you can go to will include: your BME Officers, the Welfare Officers, the Discrimination and Harassment contacts, your tutor, your Director of Studies, your college nurse, and plenty of others. 



8. 
In a world 
where you 
can be 
anything, be 
kind

Presenter
Presentation Notes
Key point: Make decisions based on the person with the least amount of privilege in the group. Do it kindly. 



Part 3:
But what 
will this do 
for me?

Presenter
Presentation Notes
Key point:  In order to be the best, you have to have the best around you. What can you do to help everyone be their best? This means that people outside Caius will see you as the best too. 



People cover 
up up to  
83% of  who 
they are

Presenter
Presentation Notes
Key point:Mike Robbins who talks about how we cover up four core elements of ourselves in our lives at work and assimilate with what we perceive to be the expected norm. That is our: appearance (clothes, grooming, mannerisms), affiliation (things associated with their culture or identity), advocacy (advocating for the rights of the group) and association (associating with people or practices from certain groups). We see this regularly on a day to day basis and on average 61% of us do it. For example, black women often relax their hair because it is seen to be more professional by society compared to their natural hair. After a weekend at his in laws, a gay male colleague may not give much information away when being asked about what he did at the weekend as it would disclose that his partner is also male. What may not surprise you is that LGBT+ people hide 83% of part of themselves in the workplace. What might surprise you is that heterosexual white males cover up 45%. 



Are there any 
quick wins?



Don’t try 
and be too 
inclusive on 
this

Presenter
Presentation Notes
Key point: Allow one discussion to happen without automatically trying to bring in another demographic. It can make the person/group feel devalued. 



Office 365
File →
Options →
Proofing →
Grammar and 
Refinements →
Inclusiveness



Think about 
culture add, 
not culture 
fit

Presenter
Presentation Notes
Key point: Move away from our natural Affinity Bias and look at ways that people can add to your group work, rather than just fit into a constrained framework. 



Where is this 
journey 
taking us?

Presenter
Presentation Notes
Key point: We don’t have to always know exactly where we are going. Feel comfortable with the concept that the destination doesn’t have to be defined (i.e. through quotas or equivalents) but you can make positive differences in many ways. 



Doing                                                                 
Diversity                                       
Differently                            

• The video of Systemic Racism Explained
• A great article about White Privilege and the video about White Privilege
• An overview of what Microaggressions are
• The Twitter thread about the Microsoft Inclusivity settings
• An article on why empathy is a needed leadership 
• Some ways to help you build your empathy
• The overview of covering up
• An article explaining the concept of cognitive diversity
• Some high level leadership strategies to be more inclusive

Further resources to explore

https://www.youtube.com/watch?v=YrHIQIO_bdQ
https://www.yesmagazine.org/opinion/2017/09/08/my-white-friend-asked-me-on-facebook-to-explain-white-privilege-i-decided-to-be-honest/
https://www.youtube.com/watch?v=1I3wJ7pJUjg&t=4s
https://www.businessinsider.com/microaggression-unconscious-bias-at-work-2018-6?r=US&IR=T
https://twitter.com/garius/status/1271035621461708801
https://www.fastcompany.com/90272895/5-reasons-empathy-is-the-most-important-leadership-skill
https://www.mindtools.com/pages/article/EmpathyatWork.htm
https://news.harvard.edu/gazette/story/2018/04/importance-of-bringing-your-whole-self-to-the-workplace/
https://www.workforce.com/uk/news/think-differently-3-ways-build-cognitive-diversity-workplace
https://hbr.org/2020/01/5-strategies-for-creating-an-inclusive-workplace


www.doingdiversitydifferently.com                                                          
chico@doingdiversitydifferently.com
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