
Summary of themes emerging from the REC consultations/town halls 

29 September and 29 October 2020 

 

 Themes Sample points / commentaries made by participants 

1 Avoiding 

tokenism (e.g. in 

increasing BAME 

representation among 

staff and students) 

• How will you go about recruiting more BAME staff and students without it 
looking like tokenism? 

 

• How will the University ensure these ‘BAME’ focused targets are not 
superficially met by increasing access for certain sub-sects within this 
BAME classification? 

 

2 Applying positive 

action to address 

racial disparities 

• What consideration has been given to using the “positive action” 
provisions of Equality Act in recruitment? 

 

• I’m wondering what specific mechanisms will be (or could be) used to 
increase BAME representation among staff (academic, support, etc) and 
students? 

 

3 Ensuring the 

successful delivery of 

the REC action plan  

• Based on all the current financial constraints, how significantly do you 
expect this will impact the implementation of the plan? 
 

• How much is the University investing on this? 
 

4 Promoting white 

allyship and engaging 

more staff/students at 

a local level 

• As a white person, I would like to get involved more in these initiatives. 
 

• How will you go about ensuring that the outcomes of this charter are 
implemented at the departmental levels where alienation take place? 

 

• Some universities have a REC representative within every department. I 
think these are good strategies that can be initiated at Durham. 

 

5 Considering 

intersectionality in 

developing the REC 

action plan 

• Can something be added to the charter on intersectionality (gender, class, 
ethnicity etc) because BAME staff and students find themselves 
silenced/marginalised because of these multiple issues. That is 
particularly relevant to the last point on decolonising. 

 

• I wonder then if part of the problem is that there isn’t an intersectional 
approach - inequalities are being addressed in silos 

 

6 Exit interview process 
and data 

• Is the analysis of data on exit interviews processes for BAME students 
and staff who leave the institution in the plan too? To understand why we 
are losing them and the trends on that? 

 

• How much do people in general engage with the Exit interview process? 
Is there a difference between BAME and other staff? 

 

• Are there specific questions in the exit interview asking about  BAME 
experiences? 

 

7 College practices • How about decolonising the Colleges - abandon high table, formal dinners 
and summer balls? 

 

• I would agree the college residential model is alienating for some 
 

• There is lots of indoctrination that passes as 'tradition' 
 

• I guess it raises a lot of money though for the colleges so there would be 
some resistance I imagine to the loss of income from ball tickets or 



whatever, but there must be lots of other inclusive activities that colleges 
could run instead of balls etc 

 

• There is some anecdotal evidence that colleges are seen to provide for a 
clique of middle class, indepenendtly educated students along the line of 
a boarding school - which is something of a barrier if you have not 
experienced this type of thing 

 

8 Grievance process for 
incidents of racism 

• Is there a separate grievance process for racial instances? 
 

• I worry that PGRs don't have a particular space to respond to the 
incidences of racism and bias that they may encounter. They are not 
necessarily staff so they would presumably not join the BAME Staff 
Network. 

 

9 Islamophobia • I feel that Islamophobia should come on a separate category.  Recent 
research confirms my own experience as Muslim chaplain that 
Islamophobia is a real problem.  However, Muslims are less likely to 
report, not just due to time and confidentiality factors, but mainly because 
of issues linked to coping mechanisms and having to deal with the 
outcome, and possibly making the situation worse. 
 

• Some people see Islamophobia as a form of racism 
 

10 Decolonising the 
curriculum 

• Issues around curriculum seem quite fundamental. Published research – 
including Jason’s – highlights the need for the white majority staff and 
students (who are going to remain the majority at Durham for the 
foreseeable future), to, putting it crudely, ‘do the work’ on these issues 
and not expect that it will be handled by other people (mainly BAME and 
already overloaded), or be ‘pigeonholed’ as a staff development or 
Institutional structure issue. Ensuring that all our students have to ‘do the 
work’, and that our staff are ‘doing the work’ seems to be essential to 
embedding all the other aspects of the REC as being core University 
business because basic to the educational mission of the University. The 
intellectual excitement and quality of decolonial scholarship is 
extraordinary and needs to be foregrounded. Concerns about allegedly 
tokenistic additions of BAME authors to reading lists and/or adding a 
lecture on decolonisation and declaring things ‘done’ is a risk. 

 

11 
 

Academic support for 
minority ethnic 
students 

• In relation to Gillian's point, it is important that the emphasis should be on 
the improving the academic development of the students when they are 
here 

 

• Retention of BAME UG students is also important not just for PGRs and 
PDRAs 

 

12 Student behaviours • Is there more we can do with the student pledge (or principles of this) to 
set the tone for applicants and prospective applicants so students are 
aware of the expectations before they even get to Durham? As a 
comparison, we do this with RYP behaviours in job descriptions for staff 
recruitment 

 

13 
 

DU should aim to be 
a trailblazer in race 
equality work  

• Agree, we should and could be trailblazers. 
 

• Let’s be ambitious and, as mentioned by Fire, take the lead  
 

 

 


