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1. From anti-racism to equity: Some concepts explained
Racism in 2020
Racism is a lived reality for most ethnic minorities in the UK.
•
•
•

Over 76,000 racist incidents were recorded by the police in the UK and Wales in 2019/20.
Numbers have been steadily increasing since 2012. (Statista, 2020).
Black women in the UK are five times more likely to die in childbirth. (MBRACE UK, 2018).
On average, Black doctors in the NHS earn £10,000 less a year. (John Appleby, BMJ, 2018).

Our Trust is no exception, and we know that the effects of racism impact not just on the wellbeing of
our BAME colleagues, but also on the safety and quality of care that we can provide for our patients.
(UHMB WRES Report, 2020; Civility Saves Lives, 2020).

Data from the National Staff Survey 2020 and Workforce Race Equality Standard 2020.

In 2020, the disproportionate impact of the COVID-19 pandemic has highlighted and deepened these
systemic issues and racial disparities, seriously impacting our colleagues and the diverse communities
that we serve. Figures from the British Medical Association show that although only 21% of all staff are
BAME, 63% of healthcare workers who died were from an ethnic group. Of this, 64% of nurses and 95%
of doctors who died were BAME.
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As NHS leaders we have a responsibility to address these inequalities, and at UHMBT we are taking
action to become a truly anti-racist organisation. But for this to work, we need each and every one of
you to stand up and join the fight. It is not enough to be non-racist. We must be anti-racist.

What is anti-racism?
Anti-racism is calling out racist actions, words, beliefs and structures every single time, no matter who
it’s from. It’s uncomfortable, it’s active, it’s constant, and it’s how we’re going to make change. Being
anti-racist takes conscious and intentional effort every day.

Image: Comic strip on anti-racism by Brian Herrick
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What is allyship?
Allyship is when a person from a non-marginalised group uses their privilege to advocate for a
marginalised group.
Anyone has the potential to be an ally. You don’t need to fully understand what it feels like to be
oppressed. It means you’re taking on the struggle as your own.
Saying you’re an ally is much easier than actually being an ally. Saying you’re an ally looks good on
paper, especially if you’re never questioned about your inaction. But being a true ally is hard work.
As an ally you have great power to create change. You can use your platform and privilege to change
hearts, minds and systems, and you are an essential part of the fight against racism.

Equality vs equity
The Equality and Human Rights Commission describe equality as: “Ensuring that every individual has an
equal opportunity to make the most of their lives and talents.” In other words, equality means ensuring
that everyone has the same opportunities and receives the same treatment and support.
Equity is about giving people what they need, in order to make things fair. This is not the same as
equality, nor is it the same as inequality. It is simply giving more to those who need it, which is
proportionate to their own circumstances, in order to ensure that everyone has the same opportunities.

Equality
In the first image, it’s assumed that
everyone will benefit from the same
supports. They are being treated equally.

Equity
In the second image, individuals are given
different supports to make it possible for
them to have equal access to the game.
They are being treated equitably.
Image: Equality vs Equity
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2. The work: Your personal anti-racism journey
Kindness matters
But kindness does not equal justice.
Civility counts
But civility is not the humane response to injustice.
Justice is.
Love is essential
But love is not a passive, weeping bystander.
Love puts in work.
Dr Bernice King

Becoming Anti-Racist: Fear, learning and growth
The first step to becoming anti-racist can be an uncomfortable one, but it’s absolutely essential. You
need to look inwards and hold up a mirror to your own thoughts and behaviours. It can be tough to sit in
that space and examine your own imperfections, or to see the privilege that you experience as a white
person. But only by seeing clearly where you are can you move forward, grow and make meaningful
change. Take a look at the model overleaf by Andrew M Ibrahim – where do you think you are now?
Once you understand where you are on your journey, the next thing to do is to get curious and educate
yourself on the issues at hand. At the end of this toolkit is a long list of resources to get you started.
You can also join networks and attend events to expand your understanding and diversify your network
– but remember that the focus of these groups is usually about supporting people from BAME
backgrounds, and not providing support to white allies. It is your own job to learn, and not the
responsibility of BAME people to educate you.
This stage of the journey never stops. No matter who we are or where we’re from, nobody can know it
all, and we all have more to learn.
“No one's blaming anybody. That's the way that I look at it. No one's pointing the fingers. You can't really
point fingers, especially when it comes to unconscious bias. But once you realise or you feel a little bit
uncomfortable, then the onus is on you to go out and educate yourself, because ignorance is no longer
an excuse. And unconscious bias, from my understanding, [even] having the upbringing and the
education that I had, I had no idea what it was. I had no idea it existed. And then, sad as it is to say, it
took me many, many years to realise it, especially then living a day or a week in my wife's shoes.”
Prince Harry on anti-racism, GQ Magazine, 2020
5

Image: Andrew M Ibrahim, adapted from work by Ibram X Kendi.
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Image: The 7 A’s of Authentic Allyship by Yvonne Coghill CBE, former Director of Race Equality at NHSE.

The 7 A’s of Authentic Allyship
At UHMBT we have adopted an allyship model developed by Yvonne Coghill CBE, former Director of
Race Equality at NHS England.
The model highlights that to create equality in our Trust, each of us must take individual responsibility.
An organisation can change its policies, but the real change comes when the hearts, minds and
behaviours of its people change. Each of us must embark on the journey of anti-racist allyship and take
the time to do the personal work.
1. Appetite: Do you have the appetite to immerse yourself in the complex, emotive world of race
equality?
2. Ask: As questions about race, be curious, read, learn and educate yourself.
3. Accept: Accept there really is a problem. More data isn’t needed.
4. Acknowledge: Openly acknowledge that the problem needs to be dealt with.
5. Apologise: Express sympathy that racism is affecting people of certain races.
6. (Don’t) Assume: Instead, develop informed views by seeking to understand individuals.
7. Action: Take demonstrable action steps to establish equality and be accountable.
7

3. The action: Practical anti-racism for the workplace
There is no one-size-fits all approach to anti-racism in any organization or team, but the following ideas
offer some simple ways to change your behavior and practice that could make a real difference.

Be respectful
In doing this work we will be engaging with people whose views, backgrounds and experiences are
different to our own. It’s essential to be both respectful and intentional in our conversations. Often the
things we are curious about can be deeply personal experiences. That’s not to say that we shouldn’t be
curious, or shouldn’t talk about them, but we should do so with the respect that they deserve.
An example of this might be asking about a person’s
ethnic background. If done respectfully and
thoughtfully in the right context this can be a brilliant
way to learn about a colleague, and build trust.
In many cases however, this question can be a
microaggression – the video ‘What kind of Asian are
you’ demonstrates this very well.
Video: What kind of Asian are you?

It’s important to respect the way that a person identifies and to take this at face value, even if it doesn’t
match our own expectations for what that identity looks like. This can be complicated and multi-layered,
particularly for people of mixed heritage, migrants, adoptees… and it isn’t our right to know.
Another example – South Asian colleagues are often asked as an opening question, “did you have an
arranged marriage?”. This isn’t something that you’d talk about with a stranger at the bus stop! There
needs to be some trust to talk about something so personal.
Whether you are sharing something personal about yourself, talking about your own experiences of
racism or confronting your own guilt as an ally, it takes a lot of emotional energy and courage to do so,
and is not something that many people will want to share outside their circle of trust.
When someone does share an experience of racism, think back to Yvonne Coghill’s model. Accept that
this incident has happened, acknowledge it as racism, and express sympathy. Racism is defined by its
impact and not its intent, and it’s important that we don’t minimise people’s experiences. This can be
particularly tricky if you’re the person who has caused harm without intending to, but dealing with the
incident in a respectful way can make all the difference – acknowledging the racism, apologising, and
taking the appropriate action to make sure that it isn’t repeated.
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Image: How to respect my ethnic name - by @AnpuLondon
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Have difficult conversations
Create and respect safe spaces where colleagues are able to volunteer their experience without needing
to validate or evidence it. Accept experiences for what they are shared to be, pay attention and really
listen – listen to understand, not to respond.
Though it’s incredibly important to listen to your BAME colleagues and their thoughts and experiences,
it is not their responsibility to know how to fix it. Going through the world as a BAME person is enough
of a weight without shouldering the mental load for white allies as well. It is your responsibility as an ally
to do your own work and to make a meaningful contribution to this change. Be mindful of this mental
load, and avoid phrases like ‘just let me know what I can do’.
Open and honest conversations about race can also educate and influence the people around you. As an
ally you have your own platforms of privilege – you can use those platforms to raise these issues and
start the conversation in places where it might not otherwise reach. In opening up to these
conversations, it’s important to be thoughtful and intentional about our approach. Below are a few
logical fallacies to avoid when talking about such a challenging subject:
-

False dilemma fallacy: Turning a complex issue into an argument between two inherently
opposed sides.
eg. Reducing the issue of police brutality into supporting the police or supporting Black people,
without acknowledging that you can constructively do both.

-

Ad hominem fallacy: Attacking the person making the argument, instead of the argument itself.
eg. Calling someone a snowflake instead of engaging in an informed discussion. Stating that
someone is uneducated, therefore their opinion is invalid.

-

Anecdotal evidence fallacy: Using a personal example to determine the entire argument.
eg. Dismissing workplace discrimination because you personally haven’t seen or experienced it.
Asserting that racism isn’t real because there are BAME people in leadership.

-

Red herring fallacy: Diverting away from the actual argument by bringing up another issue.
eg. Using incidents of bullying and harassment between different racial groups as a reason to do
nothing about racism.

-

Straw man fallacy: Arguing against an oversimplified or distorted version of your opponent’s
argument.
eg. Distorting the #BlackLivesMatter movement by saying that its supporters hate white people.

-

You may be worried about talking about race ‐ having an uncomfortable conversation, or saying the
wrong thing. However, we must face inequalities in order to address them, and mistakes are inevitable.
The discomfort you feel will ease in time. For now, sit with your discomfort and give yourself space to
10

reflect on why you feel this way. If you’ve made a mistake, it’s OK – be respectful, apologise and try
again. For more on how to handle mistakes, see part 4.

Be an active bystander
Sometimes a situation might not seem
right, you might see inappropriate
comments being made, or racist bullying
and behaviours playing out. If you see
racism taking place, as an anti-racist ally
it’s your responsibility to call it out.
Individuals behaving in a racist way are more likely to think that it is normal or acceptable if the
behaviour is not confronted, and unchallenged, the behaviour is likely to continue. In challenging racist
comments or behaviour we put pressure on those people to rethink what is acceptable or normal.
40% of BAME colleagues report being bullied or harassed by other colleagues at UHMBT in the last 12
months, compared with 29% of white colleagues, and 28% of BAME colleagues nationally.
Staying quiet and not challenging the comment can also be actively harmful to the person being
targeted. In the moment, having been subject to a racist act or comment, if nobody speaks up or
challenges that behaviour it feels like it has been accepted by the group as normal or reasonable. That
feeling can be very isolating and intimidating for the individual.
See part 5 for more discussion on ways to respond to inappropriate racist comments and behaviours in
the workplace.

Amplify BAME voices
Beyond just listening, find ways to amplify the voices you're hearing, so that their words can reach more
ears. This means using your privilege and platform to extend and uplift the voices of BAME colleagues —
which may have been silenced or muffled on their own — into areas that they may not have reached
otherwise.
Be intentionally inclusive when inviting colleagues to the decision making table. Are diverse perspectives
represented? Are a wide range of voices being heard? Be mindful that representation alone isn’t
enough; you need to work to create a culture and environment in your team where people feel
supported, valued and comfortable to offer up views that may be different from the expected norm.
It can be fraught with anxiety and complication for example, to raise an issue or concern as the only
Black woman in the meeting. Anxieties are amplified by the very real worry that you won’t be taken
seriously, that you won’t be backed up by colleagues, or that you will be dismissed as the ‘angry Black
11

woman’. A white ally providing vocal support here or helping to hold the floor can be enormously
valuable. Watch Joy DeGruy’s story to see an example of this in action.

Try to be aware too of the dynamics in other
people’s meetings or practice where you are
involved. If for example you notice your BAME
colleagues being continuously interrupted, speak
up and bring them back into the conversation. You
have the power to use your own platform and
privilege to raise the voices of others.
Video: Joy DeGruy’s story

Develop and support your team
When considering who you are inviting to the decision making table, it might become clear that you
don’t have many BAME colleagues who are stepping up to leadership roles from lower bands.
In Nursing at UHMBT, 13% of Band 5 colleagues are BAME; but this drops to 4% at Band 6; and by
Band 7 only 1% of colleagues are BAME.
Think carefully about the development opportunities that are available to BAME colleagues in your
service. Actively discussing career aspirations and encouraging training, mentoring, shadowing,
deputisation or acting up can make a huge difference to colleagues’ ability to step up into leadership,
particularly those from a BAME background who often have a much more difficult time climbing the
career ladder.
There are a number of positive action schemes at a national and local level specifically for BAME
colleagues, to help develop colleagues into leadership, for example reciprocal mentoring schemes, or
Stepping Up and Ready Now run by the NHS Leadership Academy. Introduce these opportunities to your
team, encourage them to apply, and provide support.
Be intentional and think consciously about the bias that might be affecting your decisions around
development, experience and ability. When considering who is the most experienced for example, you
might automatically think of a colleague with the most experience in the UK, and not a colleague with
ten years’ experience in India.
The halo effect is a type of cognitive bias in which our assessment of a person’s abilities or traits in one
area influences what we think their abilities will be in another. This can play out where there is crosscultural communication, where language barriers might exist or social conversations might be more
tricky, then (falsely) influencing people’s assumptions about professional ability or skill.
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Support your colleagues’ wellbeing
It is mentally, emotionally and physically draining for a Black, Asian or Minority Ethnic person to live and
work in a racist society like the one we have here in the UK. Particularly given the events of 2020 and the
disproportionate impact of Covid on BAME communities, these effects have only increased and
intensified.
BMA surveys done during the pandemic have
consistently found concerning disparities in doctors’
experiences by ethnicity. Doctors from BAME
backgrounds have reported:
•
•
•

Feeling less confident that appropriate
adjustments have been made to mitigate risk
Feeling less confident about PPE provision and
feeling safe to report PPE shortages
Higher rates of bullying and harassment during
the pandemic period.

Video: Is Covid Racist?

For a better understanding of what has happened in 2020 and how it’s impacted BAME healthcare
workers in the NHS, try the Channel 4 documentary ‘Is Covid Racist?’.
It’s in your power to be a real support to your colleagues, to understand the issues at play, and to create
a safe environment (physically and emotionally) for your team.
Every colleague should have an individual risk assessment to ensure that their personal circumstances
are accounted for, and to make sure they are protected as best possible. The risk assessment is not just
a form but a reflection of support. It should be a living document, revisited wherever and whenever
circumstances change, and should be just a small part of a series of supportive conversations.
There is a wide range of support available to any colleagues who are struggling, including some services
specifically available to BAME colleagues. You can view the full list available on the Intranet.

Stay accountable
“I sometimes visualize the ongoing cycle of racism as a moving walkway at the airport.
Active racist behaviour is equivalent to walking fast on the conveyor belt. The person engaged in active
racist behavior has identified with the ideology of our white supremacist system and is moving with it.
Passive racist behaviour [or non-racist behaviour] is equivalent to standing still on the walkway. No
overt effort is being made, but the conveyor belt moves the bystanders along to the same destination as
those who are actively walking.
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But unless they are walking actively in the opposite direction at a speed faster than the conveyor belt –
unless they are actively anti-racist – they will find themselves carried along with the others.”
Beverly Daniel Tatum, Why Are All the Black Kids Sitting Together in the Cafeteria?

The metaphor of the ‘moving walkway’ not only demonstrates that we must be actively anti-racist to
have positive impact against racism, but that this isn’t an activity where we can make one change and be
done. Even if we are actively anti-racist for a week, a month, a year, the minute that we stop moving
against that moving walkway we start to be moved backwards. It’s that consistent action that we need
to stay accountable to.
You have committed to this work. Think about how you will stay accountable, both personally and in
your practice. How will you ensure that this is embedded into business as usual, and not dropped when
this agenda drops out of the spotlight?
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4. Boots and sandals: how to handle mistakes
From The Guide to Allyship by Presley Pizzo
While mistakes are to be expected, what’s the best way to go about resolving them?
Imagine your privilege is a heavy boot that keeps you from feeling when you’re stepping on someone’s
feet or they’re stepping on yours, while oppressed people have only sandals. If someone says, “ouch!
You’re stepping on my toes,” how do you react?
Because we can think more clearly about stepping on someone’s literal toes than we usually do when it
comes to oppression, the problems with many common responses are obvious:
•
•
•
•
•
•
•
•

Centring yourself: “I can’t believe you think I’m a toe-stepper! I’m a good person!”
Denial that others’ experiences are different from your own: “I don’t mind when people step on
my toes.”
Derailing: “Some people don’t even have toes, why aren’t we talking about them instead?”
Refusal to centre the impacted: “All toes matter!”
Tone policing: “I’d move my foot if you’d ask me more nicely.”
Denial that the problem is fixable: “Toes getting stepped on is a fact of life. You’ll be better off
when you accept that.”
Victim blaming: “You shouldn’t have been walking around people with boots!”
Withdrawing: “I thought you wanted my help, but I guess not. I’ll just go home.”

Image: Everyday Feminism, No, we won’t calm down – tone policing is just another way to protect
privilege.
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In reality, most of us naturally know the right way to react when we step on someone’s toes, and we can
use that to help us learn how to react when we commit micro-aggressions.
•
•
•
•
•

Centre the impacted: “Are you okay?”
Listen to their response and learn.
Apologize for the impact, even though you didn’t intend it: “I’m sorry!”
Stop the instance: move your foot
Stop the pattern: be careful where you step in the future. When it comes to oppression, we
want to actually change the “footwear” to get rid of privilege and oppression (sneakers for all!),
but metaphors can only stretch so far!

Reacting in a fair and helpful way isn’t about learning arbitrary rules or being a doormat. When we take
the politics out of it, it’s just the reasonable thing to do. Still, it’s hard to remember in the moment,
because these issues are so charged in our society. As such, it may be helpful to reframe the situation so
that you don’t feel defensive.
You may have noticed it’s easier to handle being corrected about something you didn’t know if you’re
grateful for and even open to the opportunity to learn rather than embarrassed to have been wrong.
Being able to let go of your ego is an incredibly important skill to develop.
Try starting with “Thanks for letting me know” to put yourself in a better frame of mind. If after you say
that, you need to take some time to think about the situation, that’s fine, too. Just remember that this
isn’t about changing the other person’s frame of mind. They’re allowed to be upset about being
oppressed.
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5. Responding to inappropriate comments and behaviours
Adapted from the University of Bath’s ‘How to be an anti-racist and white ally’, and BITC’s ‘Racism and
inappropriate behaviours’.
Inappropriate behaviours, comments, micro-aggressions, and structural discriminators are often
invisible to the majority and entrenched in our culture and society. They sneak up on us, both as victims
and in our own minds and mouths without us being aware. When faced with challenging conversations
about movements such as Black Lives Matter or any form of discrimination, it can be difficult to know
what to say, how to support and what to do.
Examples could include: verbal abuse, insults, inappropriate jokes, ridicule, unwanted physical contact,
leering, coercive, menacing behaviour, isolation, micro-aggressions, inappropriate advances, power play,
inappropriate language, or discrimination.
Our ability to challenge everyday micro-aggressions is what helps create a shift in our culture. That shift
will happen gradually. However, the weight of it does not fall solely on your shoulders. Do your part, but
also know that we are creating this shift together. Sometimes we will succeed, sometimes we will falter,
and always we will continue forward.

Do not wait or assume that others will intervene – take responsibility
Diffusion of responsibility and bystander apathy is very real. Just because other people may witness the
event does not mean that they will intervene or report it. Take responsibility to step up and intervene
directly or indirectly.

Check it is safe to intervene, and use this assessment to determine your actions
Assess the situation before deciding to directly respond: Are you physically and psychologically safe? Is
the person being harassed physically safe? Does it seem unlikely that the situation will escalate? Direct
intervention is only the correct response if you can answer yes to all these questions.

Be confident, clear and not rude when intervening directly
Use general statements such as “that’s inappropriate, disrespectful, not okay, etc.” or “this makes me
feel uncomfortable” when speaking up and ask the person who is being harassed how they feel. Be
short and succinct, and try not to engage in dialogue, debate, or an argument with the harasser as this
risks the situation escalating. If the instigator responds, try your best to assist the person who was on
the receiving end of the negative behaviour instead of engaging with the harasser.

Indirect intervention works too!
Take an indirect approach to de-escalate the situation by creating a distraction, asking a question or
starting a conversation with one of the people involved (“do you know where this meeting room is?” or
17

“have you got a moment to chat about something?”) This draws attention away from the event and may
help to diffuse the situation.

Don’t be a lone wolf – get help from others if necessary
Speak to someone near you who notices what is happening and might be in a better position to
intervene and work together. Better yet, find someone in a position of authority, like HR or a senior
manager, and ask them for help. At UHMBT we have trained Respect Champions and Freedom to Speak
Up Guardians to assist people in speaking up and empower employees in creating a respectful
workplace culture. If this is not possible, use your best judgement on how the individual might want you
to intervene.

Support after an incident
After an occurrence of racist or inappropriate behaviour has taken place, the best thing you can do to
support the person affected is to record the incident (i.e. in a live document, or by sending emails to
yourself). This can be done in the moment if someone else is helping out, or after the fact if you chose to
intervene. Do not forget to add the time, date and location and always ask the person who was on the
receiving end of the negative behaviour what they want to do with the record. Never share it online or
use it without their permission.
Make a point to communicate with the individual afterwards to let them know what you witnessed and
ask how best you can support them. Keep your attention on the individual who has been affected and
make sure everything you do is focused on helping them. Signpost them to resources and possible next
steps and offer to help them make a report if they want to.
Tell them that you have documented the incident and ask them if they would like you to share it. Be
sure to engage with the individual a few days later to check if they’re OK, and don’t forget to allow
yourself the time and space to reflect on what you have witnessed and seek support for yourself if you
feel you need it.
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6. Suggested activities
Unpacking the invisible knapsack
As a white person it is very easy not to notice the privilege that you experience every day, like a fish
doesn’t notice the water it swims in. Author, academic and activist Peggy McIntosh described white
privilege as “an invisible weightless knapsack of special provisions, maps, passports, codebooks, visas,
clothes, tools, and blank cheques”.
Take a look at her list of 50 daily effects of white privilege and see if you can identify ways that white
privilege benefits you, that you might not have realised before.

The circle of trust
For this activity you’ll need to make three lists.
List 1: Three people you trust the most at work/professional network and are comfortable talking freely
with. (Including sharing secrets or private conversations).
List 2: Three people you would be likely to invite to a leaving meal. (Not same people as list 1).
List 3: Three other people you may take time to say hello to in a corridor or ask them how they were
doing, whilst you are at work. (Not from list 1 or 2).
Look back at the names you’ve put down. How many people are from BAME groups? How many people
are out as Lesbian, Gay or Bisexual? How many Trans people? How many of those people were
Muslims? How many people do you know have a disability? How many of those people share your
gender?
The more diverse our networks are, the better we are able to appreciate different views, and hear
different perspectives.

The Harvard racial bias test
This quick online test was developed by Harvard University and famously has been used to demonstrate
unconscious bias. This is an interesting one to do at the start of your anti-racism journey, and to revisit
again later, when your thoughts and actions around race are more intentional than unconscious. You
can take the test here.
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The 10-minute action challenge
Get a pad and pen, and take five minutes to list all the things that you personally have done to create
change. Don’t stop writing, even if you keep repeating yourself! Now turn to a fresh sheet and take
another five minutes to list all the things that you could do next.
Take some time to reflect on this. How far have you already come? What are your next steps?
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7. Recommended learning and resources
Local resources
•
•
•
•
•

UHMBT inclusion and diversity reports
WRES 2020 report
WRES 2020 all-staff briefing
Racism in Medicine and the NHS – lecture by Professor JS Bamrah CBE
A range of anti-racism titles are now available to borrow from all UHMBT site libraries

Articles
•
•
•
•
•

A long way to go: ethnic minority NHS staff share their stories, The King’s Fund
After the speeches: what now for NHS staff race discrimination? Roger Kline
Actions to tackle NHS workforce race discrimination, 10-part blog series, Roger Kline
Ethnic minority employees face ‘psychological burden’ of fighting racism at work, Natalie Morris,
Metro
Prince Harry talks to Patrick Hutchinson about anti-racism, education and mental fitness,
Jonathan Heaf, GQ

Books
•
•
•
•
•
•
•
•
•

Natives, Akala
White Fragility, Robin Di Angelo
Why I’m No Longer Talking to White People About Race, Renni Eddo-Lodge
Brit(ish), Afua Hirsch
How to be an Antiracist, Ibram X Kendi
So You Want To Talk About Race, Ijeoma Oluo
Black and British, David Olusoga
Me and White Supremacy, Layla F. Saad
The Good Immigrant, Nikesh Shukla

Podcasts
•
•
•
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About Race, Renni Eddo Lodge
Race Equality in the NHS, The King’s Fund
The Diversity Gap, Bethaney Wilkinson

Social feeds from local groups
•
•
•
•

Anti Racist Cumbria @antiracistcumbria
BLM In The Stix @blminthestix
Lancaster Black History Group @lancasterblackhistorygroup
Lancaster University Race Equality Network @lurenlancaster

TV and film
•
•
•
•
•
•
•
•
•
•
•

Is Covid Racist? Channel 4
The School That Tried to End Racism, Channel 4
13th, Netflix
When They See Us, Netflix
Dear White People, Netflix
Malcolm X, Amazon Prime
Selma, Netflix
Mudbound, Netflix
Black and British: A Forgotten History, BBC iPlayer
Will Britain Ever Have a Black Prime Minister? BBC iPlayer
Enslaved with Samuel L Jackson, BBC iPlayer

Videos
•
•
•
•
•
•
•
•
•
•
•
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What’s it like to be a member of staff from an ethnic minority in the NHS? The King’s Fund
Cracking the codes: a trip to the grocery store, Joy DeGruy
Racist abuse against NHS staff almost triples, ITV News
The paradigm shift that could stop racism, Robin DiAngelo
Building empathy, Dr Brene Brown
How can we win? Kimberly Jones
The difference between being ‘not racist’ and antiracist, Ibram X Kendi
The tyranny of merit, Michael Sandel
What if white people led the charge to racism? Nita Mosby-Tyler
Check your blind spot, Joshua Luke Smith
From immigrant to doctor – racism in the UK, Dr Simi Adedeji

8. Further support
Anti-racism, inclusion and diversity support
•
•
•
•

Transformation Lead for Race Equality: Hannah Chandisingh, hannah.chandisingh@mbht.nhs.uk
Head of Inclusion and Engagement: Karmini McCann karmini.mccann@mbht.nhs.uk
Inclusion and Diversity Advisor: Gillian Day, gillian.day@mbht.nhs.uk
Respect Lead: Karl Hinchliffe karl.hinchliffe@mbht.nhs.uk

Health and wellbeing support
A wide range of support is available from Occupational Health and Wellbeing Support, including:
•
•
•
•
•

Counselling
Trauma support
Cognitive behavioural therapy
BAME wellbeing app
Filipino counselling service (Tagalog)

Raising concerns and confidential support
•
•
•

Freedom to Speak Up: Heather Bruce, heather.bruce@mbht.nhs.uk, or Wesley Blondel,
wesley.blondel@mbht.nhs.uk
Covid-19 BAME Network Speak Up Ambassador: Amit Kochhar, amit.kochhar@mbht.nhs.uk
Respect Champions

Workforce Business Partners
•
•
•
•
•
•
•
•
•
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Rebecca Bailey, rebecca.bailey@mbht.nhs.uk
John Barstow, john.barstow@mbht.nhs.uk
Chris Brisley, christopher.brisley@mbht.nhs.uk
Geoff Cass, geoff.cass@mbht.nhs.uk
Alison Greenlees, alison.greenlees@mbht.nhs.uk
Rachel Hunt, rachel.hunt@mbht.nhs.uk
Faye Sagar, faye.sagar@mbht.nhs.uk
Katie Sharp, katie.sharp@mbht.nhs.uk
Jodie Tyson, jodie.tyson@mbht.nhs.uk

9. Acknowledgements
This toolkit was not produced in isolation. I’d like to recognise and thank all the people and sources
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Sophie Williams, Being an anti-racist ally
https://www.instagram.com/p/CAuyT_Yg5yt/
Brian Herrick, Reading about anti-racism doesn’t make you an anti-racist
https://www.instagram.com/p/CCCcH3nhv4T/
Social Change UK, Equality and equity
https://social-change.co.uk/blog/2019-03-29-equality-and-equity
Dr Bernice King, Kindness matters
Andrew M Ibrahim, Becoming Anti-Racist
Yvonne Coghill, 7 A’s of Authentic Allyship
AnpuLondon, How to respect my ethnic name
https://twitter.com/AnpuLondon/status/1313994893405155333
Ken Tanaka, What kind of Asian are you?
https://www.youtube.com/watch?v=DWynJkN5HbQ
Your Logical Fallacy Is
https://yourlogicalfallacyis.com/
Presley Pizzo, Guide to Allyship, Boots & sandals: how to handle mistakes
https://guidetoallyship.com/#what-is-an-ally
Everyday Feminism, No, we won’t calm down – tone policing is just another way to protect
privilege
https://everydayfeminism.com/2015/12/tone-policing-and-privilege/
University of Bath, How to be an anti-racist and white ally
https://www.bath.ac.uk/guides/how-to-be-an-anti-racist-and-white-ally/
Business in the Community, Racism and inappropriate behaviours – 5 actions for allies
https://www.bitc.org.uk/wp-content/uploads/2020/06/bitc-toolkit-raceracismandappropriatebehaviours-June20.pdf
Lancaster University Race Equality Network (LUREN) Anti-Racist Toolkit
Tara Hewitt, Safina Nadeem, Naheed Nazir, NW Collaborative

