
#CallItRacism

You just look like you’ve got a tan. 
Do you have hair under your hijab?
Do people eat insects in your country?
I just don’t see colour. 
I don’t think of you as black.

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. 



As part of Scotland’s Further 
and Higher Education 
sector, we, University of 
the West of Scotland as 
students, staff and partners, 
recognise and acknowledge 
that racism is embedded 
in our policies, processes 
and practices despite some 
efforts to the contrary. 

#CallItRacism

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

This is a reflection of larger society, and occurs 
on an interpersonal level. Racism promotes 
and enables social, education and economic 
inequality, and hinders the progress and well-
being of racialised groups. It is our duty as active 
participants in education to eliminate the practices 
that reinforce institutional and interpersonal 
racism. We will provide strategic commitment and 
leadership, from our Principal, governing body, 
and executive team. We strive to work towards 
tackling racism together across departments. 
Because pinpointing how to make this real can be 
evasive, we have identified the following actions 
to achieve the objectives of the declaration:
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Supporting 
an Anti-Racist 
Curriculum 

Curriculum approaches must value non-European/Western 
approaches and include scholars, theories, experiences, 
techniques from the rest of the world with equal regard. 
Acknowledging the historical legacy of colonisation and slavery 
will bring understanding to the origins and hidden nature of 
racism. Colleges and universities need to implement reforms in 
their curriculum to avert from implicit ideas that assert European 
culture as pre-eminent. Perhaps more importantly, educators 
and students must engage critically with all learning materials to 
instil a consciousness that allows the unlearning of racist ideas. 

1
Fostering an 
anti-racist 
culture of 
understanding
It is important for all staff and in particular, senior 
leaders to develop a nuanced understanding of racism 
and whiteness and how it manifests within institutions. 
It is important to have a shared language around basic 
racial literacy in order to name racism, understand it 
and then be able to change practice. In order to achieve 
this boards, committees and advisory groups which 
specifically deal with racism must be steered by those 
with lived experience or specific expertise in the area. 
Subsequent guidance on best practice will be nurtured 
and actioned by senior leaders who will commit to an 
ethos which calls out racial harassment and systemic 
racism. Making race equality a regular feature on all 
committee agendas will ensure that these aims are 
prioritised consistently. Similarly, systematic, effective 
use of Equality Impact Assessments will aid in ensuring 
anti-racist practice.



4
Investing in 
a diverse 
workforce 

The staff in Scotland’s colleges and universities should 
reflect diversity at all levels. Approaches to recruitment 
require review in order to achieve this; some actions will 
include: complete and useful feedback to unsuccessful 
applicants, transparent promotion processes, and 
published ethnicity data of applications, shortlisting 
and appointments. A more ethnically diverse workforce 
increases the potential for diverse perspectives to 
be included in the curriculum, delivery, content and 
provides assurance to BAME students for equal and fair 
treatment. Where necessary, positive action measures 
will be utilised to reflect commitment to equality. In so 
doing we benefit from the talent of the whole population.

3
Constructing 
systematic, 
anti-racist 
development 
practices 
Induction and continuing development models must be robustly 
anti-racist for students and staff. Specific race equality training 
must explore institutional racism, white privilege, power and 
microaggressions. Moreover, pedagogical and leadership 
training must also incorporate attention to racial justice, so the 
delivery of the curriculum promotes a consistent message. 
Development options should involve a combination of face-to-
face sessions and online modules in order to encourage critical 
conversations. More importantly, instilling reflective projects 
as a way to apply understanding of the training will ensure co-
creative processes are occurring across campus. Furthermore, 
this facilitates a broad structure for developing/implementing 
institutional action plans. Development plans must prioritise 
senior leadership as key drivers of this activity in order to create 
a strong, clear and repeated anti-racist message. 

#CallItRacism
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Monitoring 
and reviewing 
organisational 
race data 

The student process will be two-fold. 1. A named, trained 
member of staff or team will monitor trends that identify areas of 
action and report to senior management, Equality Diversity and 
Inclusion committees as well as effected faculty managers. 2. 
The data itself will be stored within internal systems that include 
other statistical information and be routinely reviewed as part of 
the quality assurance cycle. For staff, data collected through the 
reporting tool will be kept and considered by human resources/
people departments. Cross referencing will facilitate identification 
of the possible impact on recruitment, grievance, efficacy of 
disciplinary processes and promotion. A rise in reporting will 
indicate trust within the organisation so any surges should 
be seen as a positive step towards recording and responding 
effectively. Organisational reputation will be evaluated by how 
patterns are addressed rather than the existence or number of 
reports. Over time the effectiveness in institutional responses 
should see a decrease in reports and improved ethos.

5
Recording and 
responding 
effectively to 
racist incidents 
Any occurrence perceived to be racist by the targeted 
individual or witness, will be reported through a secure 
online system so individuals can flag incidents which occur 
within live and virtual learning environments without fear 
of victimisation. Built-in support will include definitions, 
confirmation of receipt, the choice to anonymise the victim’s 
identity, clear outline of the process and signposting to 
support services. Organisations will respond to reporting 
parties within 5 working days or 3 working days if considered 
‘high-risk’ (as stated within Scottish Public Sector 
Ombudsman guidelines). Where possible, we will resolve the 
complaint to the complainant’s satisfaction. In addition, live, 
statistical data available on the secure system will include: 
number of reports, investigations, outcomes and external 
appeals in order to instil faith in the system and establish 
transparency.



*Individual institutions may be at different stages of creating 
and implementing Race Equality/Anti-racism Action Plans. 
It is acknowledged that the points above may be included 
within it and suggest organisations prioritise a few areas of 
improvement to make change more manageable and realistic 
to local needs.  We reference existing procedures, policies e.g. 
Equality Impact Assessments to facilitate processes however 
we encourage organisations to go beyond traditional means. 
Reimagining what structures might look like is needed especially 
since we know that efforts, so far, have had limited impact. 

**In this document we have used the term Black as an umbrella 
term used to refer to all the people who are likely to experience 
racial discrimination based on skin colour. BME and BAME are 
also commonly used terms to refer to non-white populations. 
People of colour is another alternative. Each term has its 
shortcomings in recognizing the complexity of racialized groups 
but arguing terms prevents the essential work from being done.   

8
Responsibility 
and 
Accountability 

We will set meaningful race equality outcomes that 
address identified inequalities. We will demonstrate 
progress by ensuring that these outcomes are part of 
our strategic plan so that our governing body/board, 
funders, SFC and EHRC are able to hold us to account 
if we do not deliver our commitments. 

We will set our race equality outcomes with the 
involvement of staff and students and will set these 
in a way that upholds the requirements and spirit of 
the Public Sector Equality Duty and the Education 
(Scotland) Act.

Further, we will ensure our staff, students and the public 
have clarity about what we want to change, how we 
will make this change happen and when we expect to 
deliver the required change. 

We recognise that racism has transformed itself 
over the years and can take different shapes and 
acknowledge that we are not limited to the points 
above. Through working together to co-create 
reflective projects that consider our unique local 
needs, we will continue to remain vigilant and 
responsive to areas of improvement. This is how we 
identify, reject and stand united against racism.

7
Consulting 
with Black** 
community 
partners 

Engage in regular forums to actively work with community 
and student groups to ensure the reality of experiences inform 
reform. In hearing and validating lived examples, we may identify 
trends, recruit more widely, share best practice and resource. In 
areas of low Black population reaching out to the community will 
prove essential in obtaining required support (e.g. counselling/
advocacy). By involving the entire community, students, staff and 
partners, there is shared leadership, agency and privilege.

#CallItRacism



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.

© Dr Gurnam Singh, 14th July 2020. 

WHITE  
SUPREMACY

WHITE  
INDIFFERENCE

WHITE  
AWARENESS

WHITE  
ALLYSHIP

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

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

• Characterised by  
the ‘white gaze’. 

• Belief that we live in  
a meritocracy. 

• Uncritical/favourable view  
of empire and colonialism 
- the white man’s burden. 

• Subscribes to  
scientific racism.

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

• Whiteness and its  
proxies’ function as  
badges of honour. 

• White privilege is 
rationalised as the  
natural order. 

• 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 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/  
mystical norm leaving  
white privilege intact. 

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

• Belief that racism is real 
and that it is 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 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.

White supremacy to white allyship
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#CallItRacism
Call it racism | Challenge racist behaviour | Change racist structures

Offensive questions, stereotypes and ‘jokes’ have a 
lasting impact on individuals, affecting their mental health, 

career progression and overall welfare at university. 
It’s time to stop sweeping these microaggressions under the rug. 

Call racism out for what it is and challenge unacceptable behaviour. 

It’s time to take a stand.

For further information email equality@uws.ac.uk or visit 
www.uws.ac.uk/equality-diversity-inclusion


