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BIPOC 
EDI 
EMT
O4i
RUAS
SCC
WdKA

Black, Indigenous & People of Colour
Equity, Diversity & Inclusivity
Education Managers Team
Office for Inclusivity
Rotterdam University of Applied Sciences
Study Career Coach
Willem de Kooning Academy

For a glossary with definitions of EDI-related terms 
that we use, see chapter 13. Words in purple are 
defined in the glossary.
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In 2020, WdKA published their Strategic Plan 2020-2024 and 
the WdKA for Everyone action plan, identifying the creation of 
an inclusive and diverse community at WdKA as one of the 
academy’s main goals for the near future. To work towards this 
goal, the academy hired Alfrida (Alfie) Martis and Ali Şahin, who 
lead the Office for Inclusivity (in short: O4i1 ) and have been 
tasked with writing an advisory report for the management 
team of WdKA. Since the establishment of the O4i, various 
steps have been taken in order to research where progress 
remains to be made in furthering equity, diversity and inclusivity 
(in short: EDI) at WdKA. Below, we (Alfie and Ali) will contextu-
alise our research process and explain the purpose of our 
advisory report.

In the past year, we have had many conversations (open and 
confidential ones) with various stakeholders – students as well 
as staff members – to get to know the Willem de Kooning 
Academy in the broadest sense. The intention of this introduc-
tory research was, alongside establishing primary connections, 
to form a picture of the current state of equity, diversity and 
inclusivity (in short: EDI) at the academy. In doing so, we strove 
to map out areas that require work in order to foster EDI, which 
functions as the foundation for our advisory report to the EMT 
on how to take next steps. Based on these conversations and 
the results of our research, we have identified 9 themes (pertai-
ning to the aforementioned goal) that are of relevance when it 
comes to EDI at WdKA.

This advisory report summarises the main conclusions of our 
introductory research. While we have done our best to create 
a comprehensive understanding of the state of EDI at WdKA, 
a few constraints impeded our research process. We are aware 
that the contents may be subject to further specification or 
different formulations after the publication of our report and 
welcome any feedback. The Office for Inclusivity has tried to 
connect to as many stakeholders as possible while conducting 
our research at WdKA; however, due to the ongoing COVID-19 
pandemic and having to work mostly remote, we have not been 
able to cover as much ground as we would have liked. These 
findings are not exhaustive or definitive, but are indicators and 
directions that stand out as of now. The report thus remains a 
collective work in progress, and we urge all students, staff and 
alumni to engage with this piece of labour as a catalyst for 
radical change at WdKA. This means that even though the 
report is addressed to the EMT first and foremost, the report 
is meant for everybody who is/was part of the WdKA commu-
nity and wishes to contribute to an inclusive and equitable 
academy.

As community workers/organisers, we first and foremost depart 
from the framework of community care, as theorised by many 
Black feminist and revolutionary thinkers such as Audre Lorde2, 
bell hooks3, and the Black Panther Party’s Service to the People 
Programs4. In practice, this means that all our work at WdKA 
and the advice we will give to the EMT, will be centering and 
promoting intersectionality, social justice, equity and decolo-
nisation. Departing from this framework of community care, 
means that we consciously and passionately reject and 
denounce the “business case of diversity” approach that is 

https://www.wdka.nl/stories/wdka-for-everyone
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prevalent in many organisations and educational institutions. 
This approach is aptly summarised in the following quote:

“There is substantial research to show that diversity 
brings many advantages to an organisation: increased 
profitability and creativity, stronger governance and bet-
ter problem-solving abilities. Employees/students with 
diverse backgrounds bring to bear their own perspecti-
ves, ideas and experiences, helping to create organisa-
tions that are resilient and effective, and which out-per-
form organisations that do not invest in diversity.” - Sarah 
Guerra5 (2020)

The “business case of diversity” is highly problematic and 
dehumanising. Having spent many years within grassroots 
organisations and our own academic institutes (respectively 
Leiden University and University of Amsterdam), we reject the 
practices of window-dressing, paternalistic thinking and perfor-
mative actions that do not lead to systemic changes, but only 
continue towards promoting a neoliberal capitalist model of 
education. The consequences for those fighting for EDI from 
a social justice perspective, however, are trauma and alienation. 

It is based on these experiences and insights that we urge the 
EMT to adopt our framework of community care. Since the 
establishment of the Office for Inclusivity, the EMT has always 
expressed its wishes to work towards an inclusive academy 
out of intrinsic motivations to create cultural and systemic 
change. We must, however, beware of the pitfalls of performa-
tivity and paternalism. We can do this by promoting a culture 
of accountability in which all members of the WdKA community 
will be actively involved, and learn how to make their own 
contribution towards creating an inclusive and equitable WdKA.

Even though we address the EMT specifically throughout our 
report, the responsibility for cultural and systemic change must 
be carried by the whole WdKA community. With that being 
said, it must be clear that the EMT has the power and the 
mandate to approve and implement new policies that are 
needed to make this change possible.

We are following the (research) mandate6 that we were given 
upon being hired as project leaders/quartermasters, with three 
main focus points, formulated by the EMT:

1. Helping to surface, identify, and connect existing initiatives
2. Advising on the establishment of an ‘Office for Inclusivity’
3. Functioning as coach and confidentiality person for students 

and tutors who cannot (yet) find a connection to the existing 
fabric of support 

Furthermore, the EMT had explicitly been looking for project 
leaders “(...) who can critically evaluate both our organisation 
and curriculum and who can advise on the process of sustai-
nable change within the context and fabric of the academy. A 
person who embodies the discourse and can identify existing 
initiatives, enthusiasts and allies. Someone who can formulate 
specific activities to put inclusion on the agenda so the orga-
nisation can work towards results.” In addition, the EMT had 
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also been explicitly looking for “(...) an organiser who can 
support and nurture student and staff initiatives. Who under-
stands and is respectful of the need for confidentiality in 
defined situations and who can be critically optimistic, colla-
boratively formulating steps in response to what is shared, 
connecting to the fabric of support already in place at WdKA 
(Study Career Coaches, Student Counseling, Confidentiality 
Officer).”

We reference the vacancy text above, because it aptly sums 
up the layered and complex circumstances under which this 
report was written. We have not only been hired to critically 
research and make an inventory of what WdKA needs, in terms 
of improving EDI, but to also set up the O4i as diversity officers, 
while using our research to formulate advisory points for the 
future implementation of the O4i within WdKA’s existing fabric. 
This is a quite unusual approach, since quartermasters/critical 
researchers usually deliver a report, and then leave the orga-
nisation to make space for the actual diversity officers to be 
hired, and implement their advisory points. This approach has 
allowed us to remain the main drivers together with the EMT 
and other relevant stakeholders within the academy to make 
the O4i sustainable. 

We are all people working and/or studying within an institute; 
a system. We can either continue working under the same 
dehumanising conditions, or actively and radically choose to 
work and/or study differently. This is of even greater importance 
for the well-being and prosperity of marginalised communities 
at WdKA, who deserve emotional, spiritual, psychological, 
physical and creative health without having to compromise on 
their identities in order to navigate an oppressive educational 
institute. Therefore, it is important that we all commit to the 
necessary processes of active (un)learning, (re)imagining, 
dreaming, and decolonising. The O4i envisions a culture of 
collective responsibility, accountability, accompliceship7 , and 
collaboration between all members of the WdKA community 
who are cognisant of their own processes of (un)learning and 
deprogramming.

In the next chapter, we elaborate on our research approach and 
methodology that we used for this advisory report. We also 
shed light on the obstacles we encountered while conducting 
our research, but also positive experiences that we’ve had. Then, 
we delve into the total of 9 themes that we have identified for 
this report and that are of importance to the development of 
EDI policies at WdKA. We discuss each theme in a separate 
chapter, firstly by explaining the importance of a theme; then, 
we move on to the prognosis part in which we contextualise the 
theme and describe the situation at WdKA. Based on this, we 
formulate points of advice, which we have divided into short-term 
and long-term advisory points. We have categorised advisory 
points as short-term if there is urgency involved with implemen-
ting them and/or if we think that these should be fairly easy to 
implement; advisory points which we have categorised as long-
term are not necessarily less urgent, but these will take a longer 
time to implement, for example because research needs to be 
conducted first. Lastly, we have indicated for each advisory point 
who we think should be responsible for the implementation 
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thereof; sometimes this means hiring people for newly suggested 
positions. An important note here is that these are suggestions 
and are certainly not set in stone. We conclude this advisory 
report with information about “what’s next” for the O4i and 
suggestions for follow-up research to be done.

Themes discussed in the report:
1. Transparency
2. Communication
3. Social Safety
4. Accessibility
5. Recruitment and Retention
6. WdKA’s Social Impact and Social Responsibility
7. Inclusive Classroom
8. Professionalisation
9. Implementation Office for Inclusivity (O4i)
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1  The term “O4i” was creatively coined by our dear colleague Teana 
Boston-Mammah.

2  See this free PDF (last accessed on December 7, 2021) for a 
collection of Audre Lorde’s works, including Zami, Sister Outsider, 
and Undersong.

3  See bell hooks’ Teaching Community: A Pedagogy of Hope (2003).
4  See the book on their programs by Dr. Huey P. Newton Foundation 

(2008).
5  See Guerra’s blog post, titled Invest in Inclusion: The Business 

Case for EDI (2020).
6  See vacancy text for Office of Inclusivity project leader/quarter-

master (published in September 2020).
7  We follow Indigenous Action in using the term “accomplice” rather 

than ally. See this free PDF (last accessed on December 7, 2021) 
to learn more about this distinction.
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http://www.feministes-radicales.org/wp-content/uploads/2010/11/Audre-LORDE-Zami-A-New-Spelling-of-My-Name...-Sister-Outsider...-Undersong-Chosen-Poems-Old-and-New.pdf
https://thecheapestuniversity.org/wp-content/uploads/2018/08/bell-hooks-teaching-community-a-pedagogy-of-hope.pdf
https://revolution.berkeley.edu/assets/The-Black-Panther-Party-Service-to-the-People-Programs.pdf
https://blogs.kcl.ac.uk/diversity/2020/11/02/invest-in-inclusion-the-business-case-for-edi/
https://blogs.kcl.ac.uk/diversity/2020/11/02/invest-in-inclusion-the-business-case-for-edi/
https://www.wdka.nl/news-events/job-opportunity-project-leader-office-for-inclusivity
https://indigenousaction.org/wp-content/uploads/Accomplices-Not-Allies-print.pdf
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On the 5th of February 2021, we sent out our first communiqué 
to all WdKA students and staff, titled “We Call for Urgent 
Community Care” (see Appendix A). This text can be found on 
www.mywdka.nl on the page for the Office for Inclusivity. Our 
communiqué garnered a lot of attention; from students who 
applauded the O4i and welcomed us with open arms (especi-
ally those who are familiar with our community work in Leiden, 
Amsterdam and Rotterdam); staff already doing EDI work also 
supported us and sent us beautiful emails wishing us a warm 
welcome and/or invites to meet up and collaborate. However, 
there was also skepticism. Some groups of staff and students 
were hesitant and mistrusting of the management’s decision 
to create a designated ‘Office for Inclusivity’, based on previous 
experiences with discrimination, racism and/or social unsafety 
at WdKA. These attitudes were furthered by suspicions of 
window-dressing and being performative after the worldwide 
BLM protests. There was also pushback from staff who read 
our communiqué as an activist manifesto and who struggled 
with our formulations and tone. This pushback was to be 
expected; people doing the work of changing existing struc-
tures must expect resistance from those who continue to 
benefit from how things are and/or those who simply do not 
have the language nor skills to fully grasp EDI work. It became 
clear that we as the O4i had a humongous task of community 
building and trust building, so that we could reach all students 
and staff who are on the margins. With this awareness, our 
job at WdKA kicked off. 

Below you can find a rough timeline of the O4i’s research process 
at WdKA:
•  We (Ali and Alfie) are appointed as inclusivity officers in 

January 2021 (initially for a period of 6 months). Our mandate 
is three-fold:

1. Writing a critical EDI advisory report that will be used 
by WdKA management to implement new policies 
to further EDI within the academy and to shape a 
new mandate for the O4i;

2. Supporting students/staff from marginalised 
communities who are distrusting of the existing 
infrastructure of support;

3. Assisting existing initiatives that promote EDI and/
or help with creating new ones.

•  O4i was officially introduced in a YouTube video and Insta-
gram post in February 2021: Meet Ali & Alfie - Office for 
Inclusivity.

•  O4i did a takeover on WdKA’s Instagram in July 2021 to 
re-introduce themselves and remind students to fill in the 
EDI survey.

•  Ali and Alfie are both tenured at WdKA; Ali as of September 
2021 and Alfie as of October 2021.

•  Community Check-In Series: 5 online events were organised 
by the O4i in September to gather feedback from the WdKA 
community on their initial findings.

•  The first draft of the advisory report was presented to 
management on 7 December 2021.

•  In January 2022, the O4i and EMT decided together to publish 
the report in March after the spring break, along with an 
official response from management. 

•  O4i delivered the final version of the report on 1 March 2022. 

https://login.hr.nl/v1/login?service=https%3A%2F%2F2122.mywdka.nl%2Fwp-login.php%3Fredirect_to%3Dhttps%253A%252F%252F2122.mywdka.nl%252F%26reauth%3D1&allow=upt
https://www.youtube.com/watch?v=FR6IW7bwQwQ&t=3s
https://www.youtube.com/watch?v=FR6IW7bwQwQ&t=3s
https://www.instagram.com/stories/highlights/17923553152669176/
https://www.instagram.com/p/CQ0zdDglqXc/?utm_medium=copy_link
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•  Upon delivering the final version of the report, the official 
publication date for the report has yet to be decided, as 
the O4i awaited the response from management first. The 
report also needed to go to a graphic designer before being 
officially published.

•  From March 14-16 three (physical) lunch gatherings were 
held to discuss three themes from the report with staff 
members, especially teaching staff. The themes that were 
discussed are: Social Safety, Accessibility and Inclusive 
Classroom. 

METHODS USED FOR OUR RESEARCH

 ‣ Grounded research: qualitative in-depth conversations 
(1-on-1 as well as in groups) with various stakeholders.
 ‣ Comparative literature review: various sources focused 

on EDI in higher education and the importance of intersectio-
nality, decolonisation, social justice and community work; reports 
from other Dutch art academies; special focus on EDI publica-
tions and work already done/currently happening at WdKA.
 ‣ EDI Student Survey (see Appendix B): live from June-July 

2021. Unfortunately, the overall response was very low due to 
four possible factors, listed below. The survey was back live 
from September 2021, but unfortunately this did not lead to a 
higher response rate. On a positive note: students have given 
a lot of input on the open-ended questions in our survey, which 
is why we have decided to incorporate their rich and valuable 
comments into this advisory report, despite the low response 
rate (91 students to be precise). This means that only qualitative 
data from the open-ended questions from our EDI survey have 
been used, while all quantitative data have been excluded. The 
reason for excluding these quantitative data is very simple; 
researchers are not allowed to make general conclusions using 
solely quantitative data if the response rate’s threshold of 32% 
of the student population has not been reached.
 ‣ Community Check-ins: a series of low-key accessible 

community events in which preliminary findings of the EDI survey 
were presented by Ali and Alfie, with the opportunity for students 
and staff to comment and ask questions in smaller groups. 
After the break-out sessions, the moderators asked a participant 
from each group to present their main feedback points.

We have combined various research methods, since we were 
conducting our research while also actively raising awareness 
about EDI matters at WdKA, and actively involving students 
and staff in our daily work. We were inspired to follow this 
method of “research and awareness raising”, based on the 
research carried out by Wekker et al. for the Let’s Do Diversity 
Report (2016) at the University of Amsterdam. Choosing this 
method did mean that our research went slower and took more 
time than expected, because we really wanted to gather input 
from as many stakeholders as possible. Our coaching and 
confidentiality persons’ roles also filled up our agendas to the 
extent that it was impossible to do research and write the report 
properly, as we were too busy having confidential meetings 
and supporting various members of the WdKA community. We 
also spent a considerable amount of our time/energy explaining 
to colleagues why a collective holistic approach, in the form 
of community care, is the key to systemic change. 
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Furthermore, issues surrounding our EDI survey due to collec-
ting sensitive personal data meant that we also had a delay 
getting our survey approved and online. For us these last two 
points serve as reminders that data collection on EDI remains 
a sensitive topic in Dutch higher education, as can be witnessed 
in various discussions being had at universities that wanted to 
participate in the CBS Culturele Barometer but were forced to 
withdraw their participation. We hope that our report will remind 
the EMT that these important data sets are also needed to 
foster systemic change. 

For the sake of transparency, we will set out below the diffi-
culties we encountered while carrying out our research: 

 ‣ We had to navigate the academy as new employees. 
None of us (neither Ali nor Alfie) had previous work experience 
at WdKA, nor at other art academies. Working in academic in-
stitutions, we also had to familiarise ourselves with the way 
universities of applied sciences are structured. This time and 
effort to switch was expected, but it still took us a considerable 
amount of energy to navigate a new workplace.
 ‣ We had to navigate WdKA almost exclusively online, 

because of COVID-19 regulations and support staff being told 
to work from home as much as possible. This meant we did not 
get to experience all the physical spaces that make up WdKA.
 ‣ Both of us are immunocompromised and thus in high 

risk groups for COVID-19, so even when it became possible to 
come into the office again we decided to work from home as 
much as possible to protect our health. 
 ‣ Because we have been working from home so much, it 

took us a while to set up a physical office space together with 
the EMT and facility management. It was only until late Septem-
ber/the beginning of October 2021 that the O4i was able to 
move into a physical office space (WH1.209 to be precise). We 
quickly found out that this space was unfortunately impossible 
to hold confidential meetings in (which make up at least 80-90 
percent of our work), since we had to share it with lovely colle-
agues. We are currently awaiting a new office space that is 
hopefully more private.
 ‣ Both of us were working full time from January 2021 

onward, combining two very demanding part-time EDI jobs (Ali 
at Laaktheater x WdKA, and Alfie at UvA x WdKA). Alfie continued 
working at UvA up until January 2022, while Ali was able to lea-
ve Laaktheater in August 2021 to focus solely on his new job 
at WdKA. This is why Ali’s availability was more flexible than 
Alfie’s.
 ‣ Shortly after starting our research, we found out that we 

had too little time for a huge mandate. Many students and staff 
needed us to support them with confidential matters, which left 
little time for us to carry out our research tasks.
 ‣ We have had/continue to have multiple roles and res-

ponsibilities that are intertwining with each other. Even though 
we have learnt how to be good at setting boundaries and cre-
ating a more healthy work-life balance, we do believe our man-
date and the roles/responsibilities that we have should be more 
concrete. We also believe these roles/responsibilities do not 
all fall in the same work scales. Generally speaking, two peo-
ple alone cannot sustainably keep fulfilling these tasks. We 
managed to roughly sum up 9 of our roles/responsibilities: 
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https://www.folia.nl/actueel/145271/uva-schort-medewerking-barometer-culturele-diversiteit-voorlopig-op
https://www.folia.nl/actueel/145271/uva-schort-medewerking-barometer-culturele-diversiteit-voorlopig-op
https://www.socialevraagstukken.nl/helpen-data-diversiteit-te-bevorderen/
https://www.socialevraagstukken.nl/helpen-data-diversiteit-te-bevorderen/
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1. Quartermakers/researchers for the new O4i
2.  Inclusivity officers (implementing our own research)
3. Policy advisors on EDI
4.  Consultants on EDI (for example for curriculum change, 

events, EDI projects in other departments, etc.)
5.  Project leaders/project management for existing and 

new EDI projects (we have a team of 6 student-assis-
tants who carry out their own initiatives)

6. Educators on EDI
7. Confidentiality persons for students and staff
8.  Mediators during EDI conflicts for students and staff
9.  Coaches/Counsellors (for students and staff) specia-

lised in EDI
 ‣ We organised a series of five online Community Check-

Ins: due to time limitations not enough promotion was done to 
reach more members of the WdKA community. We had also 
planned to do at least 1 or 2 of these Check-Ins on location, 
but we did not receive enough reservations (due to lack of 
promotion) and decided to move all of them online. 
 ‣ We have found and continue to find our job emotional-

ly taxing, because of the nature of EDI work. We have to listen 
to many things that are going wrong on a systemic level, while 
also remaining sharp and helpful to be able to provide support 
to students and staff.
 ‣ Working in an art academy in which grind culture and a 

constant presumed sense of urgency are seen as normal, has 
not been the easiest for us in terms of finding a healthy work-li-
fe balance. But we remained true to ourselves and listened to 
our own bodies, and set better boundaries when needed. 
 ‣ We had a low response rate on our EDI Student Survey. 

Below we list four possible factors that must be taken into 
consideration:

1. Bad timing: Summer holidays
The survey was rolled out in the first week of July. Most students 
had already completed their courses and exams by then, and 
were probably already away on holidays. This meant they were 
no longer regularly checking their student emails, nor paying 
specific attention to WdKA’s Instagram when the O4i did a 
takeover to remind students to take the survey.

2. Extra delays due to a check by Data Stewards/Privacy Officer 
(RUAS)
In mid June, our survey was labelled as potentially riskful by the 
Data Stewards of RUAS, due to the questions in our survey and 
the possible answers to these questions. The Data Stewards 
were concerned that our survey was not safe enough. They also 
wondered why the O4i needed to collect these types of personal 
data to begin with. We had to spend time explaining to them 
the need for a baseline measurement (in Dutch: nulmeeting) to 
measure the state of EDI amongst WdKA’s student population 
that would allow the EMT to create new policies and resources 
that promote EDI. We used personal questions that could be 
potentially traceable to individual students, especially within a 
relatively small student population as WdKA (roughly 2400 
students). So we did understand the reservations of the Data 
Stewards and why they wanted to do an extra check.
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However, having been through EDI survey designs of this kind 
before, we must also underscore how EDI surveys always tend 
to elicit a lot of pushback and fear, instead of seeing them as 
an opportunity to collect much needed data to further inclusi-
vity. No data means the lack of inclusivity remains hard to track, 
in quantitative form. Surveys of this kind must guarantee anony-
mity. We formulated our self-identifying survey questions from 
an intersectional perspective, meaning that we were asking 
students to voluntarily provide us with personal data pertaining 
to their gender, race, age, ethnicity, religion, sexuality, disabi-
lities and/or chronic illnesses, socio-economic background 
and educational background. The option to “I prefer not to 
answer” was always there.

After a few meetings with the Data Stewards and the Educati-
onal Managers, our survey was finally given a full green light, 
but it had to be separated from the Quality Team’s End of Year 
survey to guarantee better data safety and data management. 
Only the O4i (Ali and Alfie) was given permission to oversee 
the Research Drive with the data pertaining to the EDI survey. 
This extra “data safety check” did mean our survey was rolled 
out a few weeks later than planned, when most students were 
already away on holidays (see point 1 above).

3. Separating End of Year Survey & EDI Student Survey
The O4i had been closely collaborating with the Quality Team 
of WdKA to jointly publish a combined survey at the end of the 
summer term in 2021 (mid June). This would have meant that 
the regular End of Year survey sent to all students would have 
been combined with our EDI survey, possibly leading to a higher 
response rate for both surveys. Even though the O4i and Quality 
Team had been collaborating for months, our surveys had to 
be seperated to provide better data safety (see point 3 above). 

4. Survey fatigue
As mentioned above, when our survey was finally published, 
students had already completed the End of Year Survey. Rese-
archers are well aware that if you survey too much, the response 
rate will be low. We were disappointed to find out that our initial 
strategy to roll out a combined bigger survey with the Quality 
Team was not allowed for valid safety reasons.

R
ES

E
A

R
C

H
 A

P
P

R
O

A
C

H



24

I W
E H

AV
E T

O C
HA

NG
E t

o 
St

ay
 th

e 
Sa

m
e

POSITIVE EXPERIENCES WHILE DOING 
OUR RESEARCH

It is clear that we have faced many challenges, but we have 
also had positive experiences while conducting our research. 
It is inspiring to see how engaged people within WdKA are with 
the topics of equity, diversity and inclusivity; many people know 
how to find us and also make use of that possibility. Speaking 
to many students and colleagues has proven to be invaluable 
for this report; in a way, this report is a testimony to their expe-
riences and needs as students and staff members at WdKA. 
We feel honoured that people have trusted us with sharing 
their issues and problems, as well as ideas and suggestions 
for improvement. Conversely, we have always felt very 
supported by colleagues as well as students and are often 
asked by them how they can help us in our work. This is of 
immeasurable value to us and keeps us going.

Another positive experience is the cooperation between all 
members of the Office for Inclusivity while working on this 
report; Alfie and Ali as inclusivity officers, and Izzy as student 
assistant. This proves once again how extremely valuable and 
important it is to be on the same page as a team. We are happy 
that, in the past year, we have been able to expand our team 
as well, with new student assistants who all run their own EDI 
projects, like BIPOC Creatives and A Dope Book Club. In the 
times ahead, we look forward to helping set up and support 
more grassroots initiatives that will each contribute in their 
own way to more equity, diversity and inclusivity at WdKA.

https://www.instagram.com/bipoccreatives.wdka/
https://www.instagram.com/wdka.bookclub/
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TRANSPARENCY 03
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An educational institute has the responsibility to not only clearly 
communicate goals, tasks, developments and values to students 
and staff, but also offer transparency in how these materialise. 
Providing this kind of transparency is fundamental in gaining the 
trust of students and staff. In addition, it is vital to offer all consti-
tuents ample opportunities to exercise their agency during deci-
sion-making processes. When decision-making processes are 
made more transparent and communicated clearly, organisations 
ultimately promote co-creative ways of policy-making that foster 
inclusivity. Students and staff should always be given the space 
to critically assess and co-create policies, in every step of deci-
sion-making processes.
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THE SITUATION AT WDKA

At WdKA, there is a lack of transparency towards students and 
staff that relates to multiple facets, but not in the least to 
communication, (enforcement of) policies, core values and the 
infrastructures of support. Instances where lack of transpa-
rency is experienced are: little or no (constructive) feedback 
on performance and development of students and staff, no 
follow-ups on (the reporting of) incidents or if there are 
follow-ups, little or no communication about them. In situations 
of crises (e.g. BLM protests, Palestine banner removal8, social 
safety research), WdKA seems to be fearful of open conflict 
and withholding the use of language of accountability. During 
crises, management sometimes invokes WdKA’s core values 
to speak out or take a position on a certain development or 
incident, but these core values are not clear or recognisable 
to students and staff. In addition, WdKA management lacks 
EDI knowledge to adequately respond to and assess crisis 
situations. This rightly leads to students and staff mistrusting 
and calling out management and as a result, the institute as a 
whole. WdKA is thus perceived as hypocrite (in other words: 
saying the academy values EDI while words and actions from 
management prove otherwise) and non-transparent about 
decision-making processes behind the scenes. As a response, 
people from the WdKA community have taken the initiative to 
mobilise and demand for more transparency in decision-making 
policies and processes. It is important to take these voices 
seriously. An example of this is the Alternative Working 
Assembly (AWA) that was established in response to the 
removal of the Palestine solidarity banner, consisting of 
students as well as staff members.

In seeking support or wanting to seek support within the 
academy, students and staff have reported that they are being 
sent from pillar to post. This results from a lack of transparency 
with regards to where they can turn to with their request for 
help/assistance. As a consequence, this has a discouraging 
and alienating effect and logically leads to distrust of the 
academy and the existing infrastructure of support.

Lack of transparency is also perceived in (the enforcement of) 
the language policy: despite the fact that English has been the 
language of instruction for some time now at WdKA, Dutch is 
still spoken too often in the classroom. Non-Dutch speaking 
students should be able to follow all classes or even minor 
classroom exchanges between SCCs, tutors, students, etc. 
without having to remind (teaching) staff and fellow students 
that they do not understand Dutch.
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WE ADVISE:
SHORT-TERM ADVISORY POINTS

Advisory points Who’s responsible?

Better formulate WdKA's core values in co-creation with students and staff so 
that these values become a more representative reflection of the academy; 
communicate and embody these core values more clearly. 

EMT in collaboration with 
all students and staff

Make sure that students and staff know how decisions on policy and resources 
are being made, and how they can participate from their own areas of influence. 
Always provide the opportunity for feedback from anyone within the academy.

EMT and Communication 
Team

Explore other forms of accountability instead of report-based outcomes. Trans-
parency, archiving, peer sharing and alternative engineering of peer review 
processes; making public in its most expansive form are powerful forms of 
motivation and accountability. These public moments need not be too intensive 
or complex. They should also not be measured quantitatively but qualitatively.

EMT and Communication 
Team

Respond to demands for change by the Alternative Working Assembly (AWA) 
as drafted in “Wild and consensual demands towards WdKA” that has been 
added as an addendum to this report. The EMT has not previously been made 
aware of the AWA demands and are taking note of them for the first time through 
this advisory report. AWA has asked the O4i to act as stewards on their behalf, 
because they exercise their right to opacity and rely on the O4i to negotiate 
on their behalf for the demands that they have made. Although there may be 
coincidental overlaps between our advisory report and the AWA demands, 
these documents are separate and should be seen as such.

EMT and O4i

With regard to the lack of transparency in navigating existing infrastructures 
of support:
• Create two separate interactive road maps for support for students and 

staff; all support networks within the Community of Care9 should be visible 
on this map.

• Facilitate close cooperation between all of the constituents of the Commu-
nity of Care. This way, it is possible to create a safety net for students and 
staff who, for whatever reason, are distrusting of (specific bodies within) 
the academy.

• Communicate clearly to all WdKA students and staff which current support 
networks already exist within RUAS and how they can also make use of 
them (for example: student welfare advisors, bottom-up platforms created 
for and by marginalised students, Lector Disability Studies etc.).

• Make space in the programmes of new students and in the onboarding of 
new employees for a component in which the Community of Care members 
can introduce themselves and provide information about their work and 
roles.

EMT, Community of Care 
and Communication Team

With regards to transparency surrounding an inclusive language policy:
• Create an academy-wide glossary to enhance EDI literacy amongst all 

WdKA community members. This glossary should be revised at least twice 
a year (for example during community check-in meetings open to all who 
study and work at WdKA, because EDI language is very much subject to 
change). For example: Words Matter/Woorden doen ertoe (Tropenmuseum); 
Waarden voor een nieuwe taal (Code Culturele Diversiteit), Regenboog 
Taaltips (Gemeente Amsterdam), Het gebruik van zakelijke en maatschap-
pelijke redenen voor diversiteit en inclusie in beleidscommunicatie (Univer-
siteit Utrecht).

• Use language that is clear and accessible to all; rather than a universal 
approach, this calls for (the creation of) multiple registers/proficiencies 
since people have different various cognitive and physical needs, e.g. people 
who are getting familiar with academic jargon and/or have speech and 
language impairments, etc. Resources should be made available for this.

EMT, O4i and Education 
Station

EMT and Communication 
Team
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http://www.transcultural-english-studies.de/opacite-opacity-edouard-glissant/
https://www.tropenmuseum.nl/sites/default/files/2018-09/WordsMatter_DEF_Totale_PDF_NL_0.pdf
https://codedi.nl/wp-content/uploads/2021/03/WAARDEN_VOOR_TAAL_DIGI_DEF.pdf
https://tpo.nl/wp-content/uploads/2017/07/regenboogtaaltips_03.pdf
https://tpo.nl/wp-content/uploads/2017/07/regenboogtaaltips_03.pdf
https://www.instituutgak.nl/onderzoek/kennisbank/factsheet-omdat-het-eerlijk-is-of-omdat-het-slim-is/
https://www.instituutgak.nl/onderzoek/kennisbank/factsheet-omdat-het-eerlijk-is-of-omdat-het-slim-is/
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• Make sure that the language policy of English-as-default is adhered to, 
better applied and communicated in order for the large community of inter-
national and non-Dutch speaking students to feel safe, welcome and 
included at the academy. 

• Offer free and accessible English courses, as speaking English does not 
come naturally to everyone.

• Employ gender-inclusive language in all communication layers (use full 
names rather than gendered titles; use he/she/they/x and him/her/their/x); 
this includes communication by and from RUAS.

EMT in collaboration 
with all students and 
staff

EMT and Education Station

EMT and RUAS manage-
ment

LONG-TERM ADVISORY POINTS

Advisory points Who’s responsible?

Acknowledge when mistakes have been made and hold evaluations to learn to 
do better next time; this should always be the case, but especially when commu-
nicating to students and staff about ongoing crises. This communication itself 
must be more frequent and consistent. In this, a language of accountability and 
responsibility should be used at all times. Transparency is also an attitude to 
be held; be honest, open and dare to be vulnerable in order to (re)gain people's 
trust.

EMT, Communication 
Team and possible third 
parties who are brought 
in to help hold the evalu-
ations

Update the language use of the media library to be consistent with EDI literacy. 
For some years now, issues around language use in the catalogue of the media 
library have been a topic of discussion and attention. Some categories, search 
terms, and descriptions of publications do not meet current standards of inclu-
sive language. 

The Research Station proposes to include the educational community in every 
step of this process, for example by offering workshops or connecting with 
the educational programme through an elective. It would create shared owner-
ship and offer an opportunity as well for training information and language 
skills, and historical and cultural reflection. It will be important to offer credits 
to students or hours to tutors for their involvement.

EMT and Research Station
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8  See the O4i’s statement regarding the removal of the solidarity banner for 
Palestine.

9  The Community of Care consists of the head of Internationalisation, the head 
of Vitality, the confidentiality counsellor, the coordinator of the SCCs, the 
student deans & the Office for Inclusivity.
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https://login.hr.nl/v1/login?service=https%3A%2F%2Fstatic.mywdka.nl%2Fwp-login.php%3Fredirect_to%3Dhttps%253A%252F%252Fstatic.mywdka.nl%252Finclusion%252Fstatement-regarding-the-removal-of-the-solidarity-banner-for-palestine%252F%26reauth%3D1&allow=upt
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COMMUNICATION 04
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Communication and transparency go hand in hand. Here it 
becomes essential to look at the channels through which the 
WdKA communicates with its students and staff. Having a clear 
and efficient communication infrastructure is especially vital 
when communicating about important matters to students and 
staff, for example in relation to equity and inclusivity. In the past 
year, extensive research has been conducted by communication 
specialist and interim head of communication Nienke van Beers 
into the deficiencies and areas of improvement in the communi-
cation infrastructure. Some of the suggested measures to 
improve communication have already been implemented, for 
example the hiring of an internal communication strategist and 
an in-house journalist. The EMT has expressed their commitment 
to investing more in communication in the times ahead.
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THE SITUATION AT WDKA

Students and staff experience communication modes at WdKA 
as very messy and disorganised. Newsletters are generally 
perceived as too long/not user-friendly (students proudly 
proclaim that they never even bother to read them), and commu-
niqués as too random. This leads to a lot of crucial information 
not reaching all students. WdKA’s Instagram looks great and 
elicits a lot of community engagement – however, it is more 
steered towards recruitment and a promotional tool for the 
academy. It has already been established that students and 
staff need a community platform to find each other and 
exchange experiences in a more deep and in-house manner 
(without the rest of the world following everything on social 
media). This communication platform is currently being deve-
loped. MyWdKA and Hint have been described by students and 
staff as incredibly difficult to navigate, “like a maze”, and not 
user-friendly.
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Advisory points Who’s responsible?

Hire a Communication advisor with EDI expertise to assist the Communication 
Team; this EDI Communication advisor should develop an Action Plan/Strategy 
together with the current Communication Team and the Office for Inclusivity 
to improve EDI.

EMT, Communication 
Team and O4i

Send all outgoing communication concerning EDI to the EDI Communication 
advisor to be peer-feedbacked in collaboration with the Office for Inclusivity.

EMT, Communication 
Team and O4i

Improve user-friendliness and accessibility of all WdKA communication chan-
nels, like MyWdKA, Hint, wkda.nl, Instagram, etc. Create an interactive tool, app 
and/or video that explains how to navigate these communication channels.

EMT, Communication 
Team and web team 
(incl. RUAS Communica-
tion and web team)

Use WdKA’s online communication platforms to share information and facilitate 
conversations about social safety for both students and staff and (the impor-
tance of) EDI in education.

EMT, Communication 
Team and O4i

Facilitate active and close cooperation between the Communication Team and 
be part of RUAS’ (online) community platform, Included (recommendation from 
RUAS’ Dialogue Tables on Racism and Discrimination). EDI Communication 
experts should be part of these developments, as well as all EDI officers from 
RUAS and WdKA so they can give critical input and advice while the community 
platform is being developed and evaluated.

Communication Teams 
from RUAS and WdKA, 
Included, EDI communi-
cation experts and EDI 
officers

Advisory points Who’s responsible?

Consider creating a special Social Media Team that focuses on all social media 
channels only, while another team does editing on internal and external Web 
Pages (such as myWdKA, Hint, wdka.nl).

EMT and Communication 
Team, newly created 
Social Media Team

WE ADVISE:
SHORT-TERM ADVISORY POINTS 

LONG-TERM ADVISORY POINTS
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SOCIAL SAFETY 05
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Social safety is important to ensure that people feel at home, 
safe and secure within a given environment, in this case an 
educational institute. It is a very broad umbrella term and 
touches on all facets of physical and psychological safety in 
education and at the workplace. A socially safe educational 
environment needs to be realised through a zero tolerance 
policy for transgressive behaviour; students and staff must also 
recognise and experience it as such. This applies to all groups in 
the school: between staff members on all levels, between 
students, and between staff members and students. Socially 
unsafe situations and experiences occur among all axes of back-
grounds and identities; however, (historically) marginalised 
groups experience othering, discrimination and violence at a 
higher rate and therefore require specific attention in the drafting 
of policies surrounding social safety.
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THE SITUATION AT WDKA

Students as well as staff members have noted that they expe-
rience a lack of social safety, especially if they belong to a 
marginalised community. There have been and continue to be 
instances where students/staff experience (anti-Asian and anti-
Black) racism, islamophobia, ableism, classism, sexism, islamop-
hobia, queerphobia, transphobia, fatphobia, body shaming and 
other forms of othering, discrimination and violence by fellow 
students and/or tutors and staff members. This makes the study 
and work environment very unsafe. Some students even 
expressed that they avoid the academy and/or certain 
programmes for this reason. In the past two years, problematic 
instances were less in frequency due to the measures around 
COVID-19; however, from September 2021 onwards, lessons 
are held on location again (on and off). As a result, students are 
again confronted with unsafe environments and are very anxious 
about going to the academy. There is a lack of awareness of 
what constitutes transgressive behaviour and the effects thereof 
on people, especially marginalised students/staff.

Several interactions within the academy are perceived as too 
hierarchical, such as student-tutor/SLC/course leader or tutor/
course leader/manager. Students in some programmes have 
indicated that they do not feel heard or taken seriously when 
they give feedback and/or express their wishes and needs for 
change, even if they represent a larger group of students. This 
further increases feelings of unsafety and lack of a sense of 
belonging.

Tackling the lack of social safety calls for a two- pronged 
approach: firstly, from a curative perspective, what does a 
student or employee need if an unsafe situation arises for them 
and how can the academy provide that? Secondly, from a 
preventative perspective, how do we make sure that unsafe 
situations occur in the least possible frequency? Policy-making 
surrounding social safety needs to account for these curative 
and preventative aspects simultaneously.

Overall, the current situation at WdKA can be best approached 
by looking at cultural changes that need to be made in order 
to improve EDI. We have done so by drawing upon notions from 
Okun’s White Supremacy Culture document (we are forever 
indebted to Okun’s work of promoting processes of unlearning 
in a very accessible way). These notions are all very applicable 
to the current state of EDI at WdKA:

• Fear of open conflict, e.g. between management and staff, 
between staff, between staff and students, etc. At WdKA, 
people are afraid to have conversations with each other 
about topics that evoke discomfort. Very much like Dutch 
society at large, a culture of ‘gezelligheid’ is preferred (see 
Essed, 1991 & Wekker, 2016)10. People who bring up uncom-
fortable subjects are brushed aside and are met with 
defensiveness.

• Defensiveness: when an issue (specifically concerning the 
lack of EDI) is mentioned, stakeholders involved tend to get 
defensive and lack the self-reflexivity to check their own 
privileges and modes of working in an institute that lacks EDI.

https://www.dismantlingracism.org/uploads/4/3/5/7/43579015/whitesupcul13.pdf
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• Perfectionism: students and staff are afraid of failing and 
seem to be striving for unattainable standards of perfecti-
onism. The focus is on a culture of excellence and creative 
“pioneering” and getting awards/recognition as an artist. 
Mediocrity and failing should not be dirty words, especially 
in the arts where one learns and creates by trying out 
different things in liminal and uncertain spaces.

• Sense of urgency: students and staff participate in a culture 
of urgency and peer-pressure each other into keeping a 
very high work tempo. All tasks need to be finished as soon 
as possible, otherwise they cannot rest.

• Quantity or quality: when looking at EDI initiatives, WdKA 
tends to focus on how many projects/initiatives are already 
happening, instead of looking at their quality and impact.

• Only one right way: students feel that specific modes of 
thinking and creating art are imposed upon them by their 
teaching staff. When they bring in non-western and non-Eu-
rocentric notions and materials, their work gets misunder-
stood, devalued and they barely receive any good guidance 
or facilitation time. Only a handful of tutors actually encou-
rage decolonising practices and theory. 

• Paternalism: students and staff from marginalised commu-
nities have expressed that they feel intimidated and infan-
tilised when their work is put under a magnifying glass, 
tokenised and exotified. Students and staff from margina-
lised communities are not given the same opportunities as 
cishet, able-bodied, white Dutch people. They need to work 
harder to prove themselves and suffer from imposter 
syndrome, as a result of institutional discrimination and 
racism. Marginalised students and staff who have contacted 
the O4i have seriously considered quitting and leaving 
WdKA for these reasons.

• “I’m the only one”: sustainable collaboration between 
students and staff is not encouraged enough because of 
the focus on raising individualised artists. Many students 
and staff are constantly reinventing the wheel, instead of 
connecting to each other and making each other’s labour 
easier. The fragmentation of WdKA’s organisational struc-
ture does not help in this regard, either. Students and staff 
remain in their own bubbles and are not aware of what is 
happening outside of their disciplines/programmes.

• Objectivity: art and art education are never objective nor 
neutral. Everything we do and create is political, whether 
we would like to admit this or not11. The O4i has heard in 
many talks with students and staff that they are frustrated 
and angry at WdKA/RUAS for promoting decolonial praxis 
and theories, establishing the O4i, etc. But when students 
and staff take action and protest, their actions are 
condemned and they get censored.

• Right to comfort: related to “defensiveness” and “fear of 
open conflict”. Victims-survivors of transgressive behaviour 
at WdKA have expressed that perpetrators are treated with 
soft hands, understanding and consideration, while 
victims-survivors are not allowed to be publicly angry and 
sad. Disproportionate attention, space, lenience and 
support is given to perpetrators. In addition, there is a 
culture of false two-side-ism that leads to positionalities 
of power to become obscured. This two-side-ism forces 
victims-survivors to be in personal confrontation with 
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perpetrators in order to try to “solve” issues of transgres-
sive behaviour. But having to confront perpetrators is a very 
stressful and re-traumatising experience, which prevents 
victims-survivors from coming forward in the first place. 
There is no way of knowing exact numbers on transgressive 
behaviour because of this fact. The O4i is well aware that 
many victims-survivors remain unheard and unseen, out 
of fear.
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Advisory points Who’s responsible?

Raise more awareness by organising events, talks and campaigns on all forms 
of transgressive behaviour, discrimination and violence with special attention 
for racism, islamophobia, ableism, classism, sexism, queerphobia, transphobia, 
fatphobia and body-shaming: microaggressions12, tone-policing, bullying, 
psychological/emotional abuse, physical violence, sexual harassment and 
sexual violence and how these forms of transgressive behaviour, discrimination, 
racism and violence affect historically marginalised students and staff greatly. 
Always provide content warnings when communicating about these matters.

EMT, Communication 
Team, Community of 
Care, staff members in 
leadership roles (course 
leaders, coordinators, 
etc.) and possible third 
parties who are brought 
in for their expertise in a 
specific field

Create a reliable and accessible infrastructure of support for people who have 
experienced transgressive behaviour. Upon reporting transgressive behaviour, 
all victims-survivors should have access to at least the O4i and a confidentia-
lity person who can support them with their case (even if they choose to never 
file an official complaint). It is the EMT’s responsibility to make sure that there 
is enough capacity (trained professionals/confidentiality advisors with EDI 
literacy) within WdKA to deal with cases of social unsafety and that students/
staff know how to reach the confidentiality advisors. Last year, four new confi-
dentiality advisors of colour were hired with lived experiences and expertise 
on EDI, but many students and staff seem to be unaware of their appointment.

The O4i and the confidentiality persons should have the mandate to represent 
victims-survivors in meetings with perpetrators. In other words: no victim-sur-
vivor should be required to personally (whether online and/or in physical meet-
ings) be confronted with their perpetrator.

EMT, confidentiality 
advisors, Community of 
Care (specifically O4i, 
student deans and 
SCC’s), newly hired 
mediators and professi-
onals

Promote cultural change by unlearning notions rooted in white supremacy 
(notions are taken from Okun’s White Supremacy Culture document). WdKA 
can do this by scheduling yearly interventions that are mandatory for all students 
and staff. There are several specific notions that WdKA should unlearn:
• Related to fear of open conflict and defensiveness: the O4i envisions a 

culture in which we can hold each other accountable and openly talk about 
doing things better/differently, instead of taking things personal and avoiding 
constructive feedback and growth. The O4i believes management should 
facilitate these open talks (see advisory point about exploring new forms 
of accountability in chapter 1 on Transparency).

• Related to perfectionism: we advise all members of the WdKA community 
to learn to accept that they are enough and also express this to each other. 
Students and staff are deserving of praise, especially when working/studying 
during a pandemic. We advise being kind to each other and giving each 
other the space to navigate work life and study life in a lenient way. 

• Sense of urgency: here, the O4i draws upon the work of The Nap Ministry 
to push for “Rest is Resistance”. We need to foster a culture in which burn 
outs, chronic stress, sleep-deprivation and grind culture are constantly 
challenged instead of normalised13. The O4i advises to do this by highligh-
ting and talking about these issues in SCC meetings for all students, espe-
cially in the beginning and ending of the school year. For staff, this can be 
done during onboarding and reboarding meetings.

• Quantity or quality: how do all the EDI projects/initiatives actually impact 
staff and students? Are there yearly impact evaluations being held, and are 
these projects/initiatives supported enough to grow? The O4i advises to 
focus on quality and holding impact evaluations, instead of only measuring 
quantity. 

Everyone within WdKA 
community, but EMT 
should lead by example

Everyone within WdKA 
community, but EMT 
should lead by example

EMT, Education Station, 
Coordinator of the 
SCC’s, Education 
Station, Vitality and O4i

EMT, Quality Team and 
O4i

WE ADVISE:
SHORT-TERM ADVISORY POINTS

https://www.hogeschoolrotterdam.nl/hogeschool/nieuws/vier-nieuwe-vertrouwenspersonen-benoemd/
https://www.hogeschoolrotterdam.nl/hogeschool/nieuws/vier-nieuwe-vertrouwenspersonen-benoemd/
https://www.dismantlingracism.org/uploads/4/3/5/7/43579015/whitesupcul13.pdf
https://thenapministry.wordpress.com/
https://thenapministry.wordpress.com/
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• Only one right way: WdKA should give teaching staff enough time, tools 
and resources to professionalise, and learn how to assess and engage with 
non-western and non-Eurocentric materials in their classrooms. However, 
the all-knowing tutor does not exist, so students and staff could benefit 
from having the time and resources to invite and call upon guest tutors who 
have EDI expertise and lived experiences (see also Chapter 8 about profes-
sionalisation for staff members for more specific advice).

• Paternalism: all staff members, but especially teaching staff and manage-
ment need to follow yearly mandatory training programs on what paterna-
lism in education looks like and how they can adjust their behaviour accor-
dingly. Students and staff members should keep flagging/reporting 
paternalistic behaviour with the O4i, confidentiality advisors and/or others 
in leadership positions. The EMT, in collaboration with the Community of 
Care should subsequently also set up support groups for marginalised 
students and staff to talk about their experiences. 

• “I'm the only one”: this is a structural issue and requires retooling of the 
OER (“onderwijs- en examenregeling” or Education and Examination Regu-
lations) and a deep rewrite of the competency matrix to make the indicators 
coherent and much more simple. Additionally, the O4i calls for community 
check-in meetings that are open to all students and staff, so that they can 
better find each other and learn to collaborate. 

• Objectivity: the O4i urges management to critically look inward and challenge 
notions of objectivity and neutrality in the arts. This can be done by following 
yearly mandatory training programs about this topic and specifically adding 
sources regarding the problematisation of objectivity in the arts to all curri-
cula. 

• Right to comfort: victims-survivors should not be asked to perform (emoti-
onal) labour in any way with regards to perpetrators, such as educating, 
thereby having to re-tell their traumatic experiences. The O4i envisions a 
culture in which victims-survivors are centred through Community Care 
support networks, and that abolishes the right to comfort for perpetrators. 
Transgressive behaviour and violent actions have consequences. Being 
babied and comforted by the academy is not one of them (see also the first 
point in this chapter for our advice on transgressive behaviour).

EMT, course leaders and 
curriculum committees

EMT, Education Station 
and Community of Care

Curriculum and exam 
committees

Education Station, 
Curriculum committees, 
course leaders

Community of Care, 
confidentiality advisors, 
staff members in leader-
ship positions

Hold exit evaluations for situations in which a student or staff member decides 
to leave WdKA as a result of experiencing transgressive behaviour, unless 
victims-survivors indicate they do not wish to participate in this process. Offer 
multiple ways of doing the exit evaluation, for example a one-to-one meeting, 
an online form, a group meeting or just a simple phone call, etc. 

EMT and staff members 
in leadership roles

Hire independent mediators with EDI literacy and lived experiences who can 
thoroughly support students and staff in crisis situations in the workplace and 
in classrooms.

EMT in consultation with 
O4i and newly hired 
mediators

Manage EDI-related crises better by appointing professionals with EDI literacy, 
either internal or external, to lead (or co-lead with management) and oversee 
the trajectory to resolve conflicts. These professionals should also report to 
the O4i.
• In order to deal with situations where harm is caused, a system of accoun-

tability and consequences needs to be established. Consequences need 
to be laid out and highlighted in a clear and transparent manner. Transparency 
must also be provided as to why specific measures are chosen (e.g. medi-
ations, mandatory training/professionalisation, official warnings, suspen-
sions, ending contracts) for specific instances of transgressive behaviour.

• If there is a situation where someone has caused harm, they are to follow 
a customised awareness/(un)learning program for their reintegration; the 
focus should be on actively and publicly supporting the victims-survivors 
while perpetrators should be dealt with by management and held accoun-
table for their actions.

EMT in consultation with 
O4i and newly hired 
professionals
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Appoint (new) SCCs who have EDI literacy and lived experiences to mentor 
students who belong to marginalised groups. 

EMT and the coordinator 
of the SCC’s

Revise the code of conduct in co-creative ways so that all students and staff 
are invited to participate in creating the new code of conduct. Formulate the 
new code of conduct more clearly and transparently, as it needs to include 
othering/exclusion/discrimination/racism of marginalised communities 
specifically. The code of conduct has already been an area of interest for 
academy-wide research and policy by the department of Social Practice; this 
valuable work needs to be followed up on.

EMT in collaboration 
with all students and 
staff

Publish on www.wdka.nl how the academy implements facets of the joint 
Social Safety Code by art academies, as mentioned in the Statement on 
Social Safety in Art Education issued by the KUO sector on 21 May 2021. The 
agreed upon deadline of 1 September 2021 has not been met, so it is urged 
to do so as soon as possible.

EMT

Hire an Ombudsperson who will lead a Reporting Desk/loket (“Meldpunt 
Discriminatie en Racisme”) with EDI literacy and authority to implement a 
digital Anonymous Reporting Tool, keeping track and following up on all 
incoming complaints. This Ombudsperson should report to the O4i only to 
maintain independence and safety.

EMT, O4i, newly hired 
Ombudsperson

Enhance the EDI literacy of all current Confidentiality Counsellors with yearly 
revisions. 

RUAS in consultation 
with EMT

Ensure that the reintegration of students and staff who belong to margina-
lised groups and who are temporarily out of work due to illness or burnout is 
properly supervised by people with EDI literacy.

EMT and staff members 
in leadership roles

Create and promote a support network for victims-survivors, for example 
CARE at UvA.

EMT, O4i, Community of 
Care

Participate in Orange the World and other (inter)national similar campaigns/
initiatives to highlight violence against women and femme-presenting (queer) 
people.

EMT, Communication 
Team and O4i

Make it possible for WdKA alumni to report incidents, even after finishing 
their studies. Create an infrastructure for this.

EMT, O4i, newly hired 
Ombudsperson

http://www.wdka.nl
https://www.codarts.nl/en/2021/06/statement-on-social-safety-in-art-education/
https://www.codarts.nl/en/2021/06/statement-on-social-safety-in-art-education/
https://www.uva.nl/en/about-the-uva/about-the-university/diversity-and-inclusion/chief-diversity-officer/initiatives-and-events/care-amsterdam.html
https://www.orangetheworld.nl/


44

I W
E H

AV
E T

O C
HA

NG
E t

o 
St

ay
 th

e 
Sa

m
e

10  Philomena Essed’s “Understanding Everyday Racism” (1991) and Gloria 
Wekker’s “White Innocence” (2016).

11  For more info on the discussion of art and politics, see Ai Wei Wei’s blog 
post or Han Shin’s essay “Art as A Political Communicative Tool”. 

12  This is a term that is very prevalent in discussions surrounding equity and 
inclusivity, which is also why we have included it here. However, we use this 
term with some caution because we find the word ‘micro’ somewhat proble-
matic in the sense that a certain act of aggression might be downplayed by 
it. For more information on what the term microaggression means, please 
see: Derald Wing Sue - Microagressions in Everyday Life (2010).

13  Daytime normativity (thus only sticking to office hours) is not attainable for 
all students and staff. Some students and staff send emails at late hours, 
during the weekends or during the holidays. This is not necessarily a problem, 
since for some people working during these times may be more convenient: 
parents, multi-freelancers, students with day jobs, etc. In addition, neurodi-
vergent people and those suffering from sleep dysfunctions might work 
better at night. Rather than having to conform to daytime normativity, a 
versatile work culture needs to be fostered.

14  In a previous draft of this report, we also advised to appoint new confiden-
tiality counsellors from marginalised communities and with EDI literacy. In 
the meantime, RUAS has appointed four new counsellors who will be deployed 
institution-wide.

https://books.google.nl/books?hl=en&lr=&id=1XA5DQAAQBAJ&oi=fnd&pg=PP1&dq=everyday+racism+1984&ots=afUZRcxoGN&sig=kGOCwCq-3S9dJ02EwOk-ADbqT5o#v=onepage&q=everyday%20racism%201984&f=false
https://books.google.nl/books?id=tFrgCwAAQBAJ&printsec=frontcover&dq=white+innocence&hl=en&sa=X&redir_esc=y#v=onepage&q=white%20innocence&f=false
https://www.zamyn.org/commissions/art-is-always-political.html
https://www.academia.edu/20402086/Art_is_always_political_discuss
https://books.google.nl/books?hl=nl&lr=&id=jyzcuvgTaIMC&oi=fnd&pg=PR9&dq=dw+sue+microaggressions&ots=pAKoa7VuOS&sig=izcJnGO2C9DsrcwhuPq1jLxxBFc#v=onepage&q=dw%20sue%20microaggressions&f=false
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ACCESSIBILITY 06
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Accessibility and education are fundamental human rights, for 
which centralised policies must also be developed within an 
institution. Lack of accessibility in an institution will automati-
cally lead to the exclusion of people with disabilities, chronic 
illnesses and/or neurodiverse conditions. For staff and students 
from historically marginalised groups with a disability, chronic 
illness and/or neurodiverse condition, lack of accessibility adds 
another layer to their everyday discrimination. It is therefore 
important that when we speak of improving accessibility, we do 
this from an intersectional lens so that everybody gets to 
exercise their right to accessible education. 

The responsibility to meet accessibility needs from students and 
staff falls upon the institutions, as is clearly stated in the UN 
Convention on the Rights of Persons with Disabilities (CRPD), 
which has been ratified by the Dutch government in 2016. As a 
result, many higher educational institutes in the Netherlands 
have decided to co-sign the UN Convention in the past six 
years15. RUAS and WdKA have yet to do this. In fact, RUAS approa-
ches accessibility from the medical model rather than the social 
model of accessibility16. This means that the agency of people 
with disabilities, chronic illnesses and/or neurodiverse condi-
tions is not taken into consideration when developing accessibi-
lity policies. As the O4i, we also approach accessibility from a 
social justice perspective. This way, when drafting accessibility 
policies, it becomes possible to centre everyone’s access needs, 
even those access needs that seem to not be directly linked to 
accessibility. For example: extended opening hours or prefe-
rences in online vs. on-site education.
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https://ec.europa.eu/social/main.jsp?langId=en&catId=1138
https://ec.europa.eu/social/main.jsp?langId=en&catId=1138
https://ecio.nl/wp-content/uploads/sites/2/2021/10/Website-versie_Intentieverklaring-VN-verdrag-instellingen-ho.pdf
https://login.hr.nl/v1/login?service=https%3a%2f%2fhint.hr.nl%2fnl%2fHR%2fenglish%2fstudy-information%2fstudy-help%2fstudy-help-per-targetgroup%2fi-have-a-disability%2f&allow=mcr-nt-upt
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THE SITUATION AT WDKA

Students and staff have indicated that WdKA lacks accessibi-
lity in the broadest sense of the word. Although RUAS does 
have an accessibility policy and also a working group, like 
Student Aan Zet, this does not sufficiently trickle down to 
WdKA. Moreover, art academies often have a very different 
composition of people with specific needs, so a one-size-fits-all 
approach in accessibility for the whole university does not fully 
work. At WdKA, there are no policy advisors working solely on 
accessibility; the buildings and online classrooms are not 
accessible enough; teaching staff are not equipped on how 
best to support and facilitate students with access needs in 
their classrooms, etc. As a result, WdKA students and staff 
with disabilities, chronic illnesses and/or neurodiverse condi-
tions suffer greatly. They experience daily ableism at WdKA, 
on top of other personal issues they have to navigate. Students 
and staff would benefit overall from a centralised approach, in 
collaboration with RUAS on accessibility issues. The pandemic 
has also shown that many students and staff have different 
access needs and wishes. The academy needs to keep track 
of these and make concrete plans to accommodate students 
and staff. It is of utmost importance to involve people with 
disabilities, chronic illnesses and/or neurodiverse conditions 
in developing policies that concern them and compensate 
them for their contribution. 

WdKA has a lot to learn from the COVID-19 pandemic and the 
effects the last 2 years have had on students and staff – isola-
tion and exacerbation of already existing mental health issues 
have been and continue to be a huge problem; this has had 
far-reaching consequences for the learning and working curves 
of all students and staff. Many students and staff members 
experience reopening anxiety and feel uncomfortable/unsafe 
returning to WdKA for on-site education. They give reasons 
such as lack of following COVID-19 regulations, and manage-
ment from both WdKA and RUAS encouraging students and 
staff to be back in school. They also critique the Dutch gover-
nment for being too lenient/not taking the virus seriously, while 
also feeling compelled to share with the O4i their own medical 
details of being immuno-compromised or having family 
members and other loved ones who are immuno-compromised.

https://www.hogeschoolrotterdam.nl/hogeschool/nieuws/voor-decanen-archief/student-aan-zet/
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Advisory points Who’s responsible?

Co-sign the UN Convention on CRPD and create an Accessibility Action Plan 
to denote how the academy will be moving away from the medical model to 
the social model of offering support to students and staff with a disability, 
chronic illness and/or neurodiverse condition (see UN Convention linked below). 
The bottom line is: it is the responsibility of the academy to cater to people's 
needs, meaning the burden should not fall on individual staff members and 
students to constantly have to fight for improving accessibility. See: Convention 
on the Rights of Persons with Disabilities (CRPD) | United Nations Enable 
(co-signed by Dutch government and many higher educational institutes in the 
Netherlands).

RUAS, EMT and Commu-
nity of Care

Set up a “working group” made up of management, policy advisors, students 
and staff who will be jointly creating WdKA's Accessibility Plan. Compensate 
students and staff for their contribution with extra hours and/or ECTS.

RUAS, EMT and Commu-
nity of Care

Invite organisations like Niet Over Ons Zonder Ons and other bottom-up orga-
nisations working on accessibility and disability justice to give critical feedback 
and advice.

RUAS, EMT and O4i

In the buildings:
• Provide clearer signage, maps and routes in the buildings; WdKA is perceived 

as very chaotic by neurodivergent students in particular.
• Make all spaces of the academy fully accessible for all students at all times, 

as this is currently not the case. Where necessary, adjustments should be 
made for this as soon as possible. This includes, for example, accessible 
bathrooms and automatic doors.

• Make sure the gender-inclusive bathrooms are easy to find in the buildings; 
not everyone is aware that there are now gender-inclusive bathrooms in 
both buildings.

• Create more silence and low-stimulus areas for students and staff who 
need a place to rest and recuperate; this is especially important for neuro-
divergent, disabled and chronically ill students and staff.

• Create (a) prayer/meditation room(s); students and staff who are practising 
their religion and/or spirituality should have a specific place within WdKA 
buildings to retreat to.

• Create a nursing room for students and staff who are parents and need a 
quiet space to care for their child, express and store milk, etc. Make sure 
that they get enough time during their working/contact hours to do this.

RUAS, EMT and facility 
management

Make spaces available for student networks and grassroots initiatives:
• Give students/student groups/student associations enough space, literally 

and figuratively, where they can carry out their own projects and host their 
own events - e.g. WdKA SUx, SPIN, BIPOC Creatives, etc. We applaud the 
community room that has been created on the second floor of the Wijnhaven 
building, where currently WdKA Haven mainly organise their activities. We 
advise other student groups to also gather there, hold space and organise 
activities.

• Give students and student groups the opportunity and the right to have a 
say in the design of spaces, such as the Rooftop Garden or new future 
buildings.

• The prices of food in the cafeteria are perceived as too expensive by 
students; offer more affordable and sustainable alternatives and better yet, 
allow for a space where they can prepare their own food, e.g. a community 
kitchen.

EMT and facility 
management
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https://ec.europa.eu/social/main.jsp?langId=en&catId=1138
https://ec.europa.eu/social/main.jsp?langId=en&catId=1138
https://nietsoveronszonderons.nl/
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Create (additional) free and accessible mental health support structures that 
are sustainable, so we can care better for our students and staff. Examples: 
hire a diverse team of independent psychologists who lead group therapy 
sessions (similar to CARE at UvA); collaborate with Erasmus University and 
Codarts to create a group of study/workplace psychologists available to all 
students and staff from WdKA; research possibilities like online therapy if that 
is more accessible, affordable and sustainable.

RUAS, EMT and Commu-
nity of Care

Offer clear, structured planning/schedules to students in a timely manner, 
without surprises and last-minute changes. On the one hand, because students 
often have jobs, work and other personal commitments according to pre-planned 
schedules and therefore cannot afford last-minute changes. On the other hand, 
because there are neurodivergent students who are in need of clarity and 
mental preparation.

EMT, course leaders/ 
teachers responsible for 
planning

Offer more online (custom) facilities for students and staff with audio-visual 
disabilities, so that they can properly participate in education and/or work.

RUAS, EMT and staff 
members in leadership 
positions

Give space to people with audio-visual impairments to express their needs in 
terms of resources, composition of spaces, etc. and make agreements on them.

RUAS, EMT and staff 
members in leadership 
positions

Offer training for students and staff on how to communicate with people who 
have audio-visual disabilities and how to communicate in general if there are 
people with audio-visual disabilities present; focus on both online and in-person 
communication.

EMT and Education 
Station

Hire an in-house or establish a business connection with a sign language inter-
preter and/or speech-to-text interpreter (who is able to do translation work in 
Dutch and English).

EMT

Thoroughly research and explore all possibilities for inclusive forms of educa-
tion when it comes to online vs. on-site education. The move to online educa-
tion due to the pandemic offered opportunities for greater accessibility and 
new forms of education. The academy has focused mostly on blended learning 
whereas hybrid learning is more inclusive, because it offers more autonomy to 
students as well as staff members. Moreover, as is also mentioned in the sector 
agenda for 2021-2025 of art education (KUO), it is important to be vigilant about 
possible exclusion of people who have insufficient resources/skills/capacities 
to participate in blended learning. In addition, students and staff members who 
are part of historically marginalised groups have expressed that they feel 
relieved and safer working/studying from home, because the academy is a 
physical space where they encounter discrimination and racism every day; how 
can their wishes for safer workplaces and classrooms be met?

EMT, Vitality and O4i

Create a “Corona memo”, listing all the issues encountered so far amongst 
staff and students, and how these issues will be tackled in the upcoming school 
years. Particularly the issues pertaining to the education gap/education segre-
gation (“kansenongelijkheid”) between white students and students of colour; 
this gap has become bigger due to the Corona era17. The Corona memo needs 
to be a recurring update as the pandemic is not over nor will be in the foreseeing 
time. There should be space for students/staff to (anonymously) address 
concerns. Concerns as well as response by management should be made 
public. 

EMT, Communication 
Team and Community of 
Care

https://uvadiversity.blog/care-amsterdam/
https://www.eur.nl/onderwijs/praktische-zaken/begeleiding-advies/universiteitspsychologen
https://www.codarts.nl/2018/11/ontmoet-het-team-rond-de-artiest-mental-coach/
https://www.vereniginghogescholen.nl/system/knowledge_base/attachments/files/000/001/274/original/Engelse_KUO_v1_15_11-21.pdf?1639663252
https://www.vereniginghogescholen.nl/system/knowledge_base/attachments/files/000/001/274/original/Engelse_KUO_v1_15_11-21.pdf?1639663252
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LONG-TERM ADVISORY POINTS

Advisory points Who’s responsible?

Research the possibility of creating more flex/part-time programmes to make 
education accessible to more people, i.e. caregivers, working people, people 
with chronic illnesses who are low on energy, etc.

To be decided in coordi-
nation with EMT

Research the possibility of creating daycare facilities at WdKA to better accom-
modate working and/or studying parents and caregivers. In the Netherlands 
daycare is not normally provided by the employer or educational institute, but 
the O4i envisions an inclusive workplace and study environment where free 
daycare should be offered.

To be decided in coordi-
nation with EMT

With regards to the opening hours of WdKA:
• Extend opening hours and explore whether the academy can also remain 

open on weekends to compensate for the limited space at the academy, 
as also stated in the 2020-2024 Strategic Plan18. This way, students/staff 
who do not have an ideal working situation at home, for whatever reason, 
can have more time to work in concentration at the academy. This would 
be a necessary addition to already existing measures, for example where 
students can request for their own workspace through their SCC.

• Research possibilities to keep the academy and the stations open on holi-
days (according to regular opening hours) so students/staff can continue 
their studying/working if they wish to do so, also in the summer. Mandatory 
days off are currently being imposed according to Christian holidays. It is 
not legally required to close educational institutions on these holidays, so 
this is a choice made by RUAS.

• Give students/staff the opportunity to take time off according to their own 
religious, spiritual and historical days. Examples: Chanoeka, Eid al Fitr, Keti 
Koti, etc. Policies are needed on how they can then catch up efficiently.

RUAS and EMT

15  For more information about the implementation of the UN Convention in Dutch 
higher education, see: Van Veen (2021) - in Dutch.

16  For more information about the distinction between the medical model and 
the human rights/social model of accessibility, see: Hiskes (2020) - in Dutch.

17  For more information on how the pandemic exacerbates education segre-
gation in higher education, see “The Impact of COVID-19 on Higher Education 
Around the World” by the International Association of Universities (2020) and 
“Inequality in Homeschooling during the Corona Crisis in the Netherlands” 
by Thijs Bol (2020).

18  Unfortunately, this document hasn’t been published online, but the O4i has 
read it extensively. If you are interested, feel free to reach out to the EMT 
with a request to receive the Strategic Plan 2020-2024.

https://ecio.nl/wp-content/uploads/sites/2/2021/07/Paper-Implementatie-VN-verdrag-Handicap-in-het-Nederlandse-hoger-onderwijs.pdf
https://nietsoveronszonderons.nl/wp-content/uploads/2020/10/Het-sociaal-en-het-medisch-model_DEF.pdf
https://www.uniss.it/sites/default/files/news/iau_covid19_and_he_survey_report_final_may_2020.pdf
https://www.uniss.it/sites/default/files/news/iau_covid19_and_he_survey_report_final_may_2020.pdf
https://osf.io/preprints/socarxiv/hf32q/
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RECRUITMENT AND RETENTION 07
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Systemic exclusion and lack of equitable opportunities lead to 
people from marginalised groups to have less access to certain 
spaces in society, one of which is higher education. This is the 
case for potential students as well as staff members. That is why 
it is important to develop recruitment policies that will open 
(new) doors to people from marginalised groups. In this process, 
it is necessary to break away from the meritocratic idea that if 
you work hard enough, you will get there. This is simply not the 
case for people from marginalised groups. 

However, it doesn’t stop there. It is frequently the case that 
people from marginalised groups decide to leave higher 
education institutions. There are various reasons for this: they 
experience discrimination, exclusion and other forms of othering; 
they are tokenised and/or exotified; they are branded as 
‘diversity recruits/hires’; they do not experience a sense of 
belonging and feel isolated; there are insufficient facilities, struc-
tures and measures to ensure that they can fully participate. 
Exclusion is often systemic in the sense that the system is not 
made for (historically) marginalised people. For this reason, it is 
of the utmost importance to also develop retention policies 
alongside recruitment policies.
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THE SITUATION AT WDKA

There is still much progress to be made when it comes to the 
recruitment and retention of students and staff members from 
marginalised communities. WdKA is not an accurate represen-
tation of the city of Rotterdam when it comes to the composi-
tion of its student and staff populations. There is too little 
recruitment from marginalised communities and city districts/
neighbourhoods in which a lot of marginalised people live, 
being carried out. No (consistent) data is being collected on 
the composition of WdKA students and staff members when 
it comes to race, ethnicity, gender, sexuality, etc. which makes 
it difficult to keep track of changes and developments in this 
regard. Any relating data is not accessible or transparent to 
students/staff, let alone outsiders or potential students/staff. 
Students/staff who are from marginalised communities expe-
rience lack of (customised) on-boarding and guidance; further-
more, they experience tokenisation and exotification, on top 
of everyday racism and discrimination. This attests to the fact 
that the presence of Black, Indigenous & People of colour 
alone does not equate inclusivity and/or equity at all.

RECRUITMENT OF INTERNATIONAL 
AND NON-EU STUDENTS

International and non-EU students have stated that they do not 
feel welcome, and experience no sense of belonging. Often-
times Dutch remains the language of instruction – even though 
teaching staff and students are aware of international students 
being in the classroom. Students often do not feel safe to 
address this to the SCCs, tutors or management. There is a 
lack of awareness in why non-EU students pay more tuition 
fees, namely due to the EU policy that dictates that govern-
ments subsidise a large part of EU students’ tuition fees while 
non-EU students have to pay the full price. This is not clearly 
communicated and leaves especially non-EU students feeling 
like they have been recruited for the sole purpose of bringing 
in more money for the academy, only to be left to their own 
devices once they are in. They often feel isolated, which has 
been exacerbated because of the pandemic, not taken seriously 
by their Dutch-speaking peers and tutors and generally feel 
like they do not belong within the academy. They indicate that 
they need better on-boarding within the academy, but also in 
the city of Rotterdam and life in The Netherlands in general. 

International students experience racism and bias from white 
Dutch people; students/staff express that many urban myths 
and tropes are being spread about international students, for 
example ignorant comments relating to their socio-economic 
backgrounds, judgement of their educational background, and 
their difficulties with onboarding. Additionally, international and 
non-EU students indicate that they often face financial preca-
rity and difficulty finding (suitable) housing, and that this is 
reinforced by labour discrimination and lack of job opportuni-
ties, also within WdKA.

Looking more closely at the root of the problem of recruitment 
and retention, we have seen that at WdKA, the process of inter-
nationalisation is conflated with the process of furthering EDI 
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at the academy. While these two processes have common 
ground, they are not the same; this lack of nuance is often due 
to a lack of EDI literacy within Dutch academia. In practice, an 
international educational environment does not automatically 
lead to more equity, diversity and inclusivity - on the contrary. 
WdKA is an example of this situation, because even though the 
academy has managed to successfully recruit international 
students with various ethnicities and nationalities, the curricula 
remain very white, very western and very Eurocentric. As a result, 
white western and Eurocentric knowledge production is valued 
more than non-white, non-western and non-Eurocentric know-
ledge production. In short, diversity of people does not auto-
matically lead to diversity of knowledge, and vice versa. See 
the Let’s Do Diversity report for more information on the diffe-
rence between diversity of people vs. diversity of knowledge 
(Wekker et al, 2016).

RECRUITMENT OF STAFF

When it comes to the recruitment of staff members, the way 
open calls are handled leaves much to be desired: candidates 
not being informed that they are rejected on time or at all; 
offloading the responsibility of communicating rejections to 
coordinators while managers handle the easier acceptances; 
new teachers who receive extremely last-minute notifications 
that they have been hired and must then start working almost 
immediately; no clear staff infrastructure for open calls.

At WdKA, there is a culture of implementing novel tasks and 
procedures without enough thought being dedicated to the 
back-end problems that these will engender. Additionally, open 
calls are not the panacea to ensuring diversity. The multiple 
requirements and extremely short call periods (7-10 days) may 
discourage and overly stress qualified candidates with non-nor-
mative, marginalised or precarious backgrounds and statuses. 
These groups tend to deal with imposter syndrome much more 
acutely. While a cis-white candidate may not even question 
their worthiness to apply, a person of colour inculcated with 
postcolonial inferiority complex might be discouraged to apply. 
Furthermore, people of quality tend to be extremely in demand, 
7-10 days is not enough time to make a proper application.

Lastly, recruitment and selection of people from marginalised 
groups is now mainly deployed to diversify the composition of 
students, teachers and support staff, but is hardly geared 
towards leadership and management positions. Diversity in the 
‘bottom layers’ of the academy does not equal diversity within 
the whole organisational structure. True diversity and inclusivity 
cannot be achieved unless all layers of organisation are involved.

https://www.academia.edu/29626221/Lets_Do_Diversity_Report_of_the_University_of_Amsterdam_Diversity_Commision
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Advisory points Who’s responsible?

Offer transparency in recruitment methods that are deployed by WdKA in a 
publicly accessible policy document and/or on the WdKA website. Create two 
different policy documents for students and staff members.

EMT, Communication 
Team and staff members 
in leadership positions

Ensure that everyone who is involved in the design and teaching of the prepa-
ratory courses has EDI literacy.

EMT and Education 
Station

Formulate policies/resources specifically for the retention of marginalised 
students: first-generation students, students from BIPOC communities, 
LGBTQIA+ students, socio-economically disenfranchised students, illegalised/
undocumented students, disabled students/students with a disability, chronic 
illness and/or neurodiverse conditions.

EMT and Community of 
Care

Continue to build on an inclusive assessment procedure; recently, the admis-
sions committee has been completely revamped, which has been a welcome 
and necessary development. We emphasise and encourage the following:
• Install more members who are from marginalised communities and make 

sure that all members are EDI literate19.
• Revise the admissions procedures so they can be transparent and follow 

a new format that takes other ways (non-western and non-Eurocentric) of 
making art into account, while putting extra emphasis on previously excluded 
skills in artistic practices (such as artists who value and participate in 
community engagement, create art that promotes social justice/EDI in 
general, etc.). 

• Include community engagement and strong motivational letters (and by 
strong we do not mean perfect English with fashionable keywords) as 
admission criteria when dealing with portfolios from outside The Netherlands 
or Western-Europe. It takes a special sensibility, with a native fluency in 
cultural nuances to spot which student applicants have potential. It is not 
impossible but quite rare that Euro-centred individuals will have these skill 
sets. Cooperation with faculty or organisers from target/partner institutions 
elsewhere might be a good tactic. These target/partner institutions must 
be engaged with carefully, perhaps built upon already existing embedded 
networks of affinity.

EMT, Education Station 
and admissions 
committee

Critically speak out against discrimination and racism that international students 
face; whether this happens on school grounds, on the housing market or in 
informal gatherings outside of WdKA, the academy has a responsibility to care 
for international students it has recruited.

Everyone within WdKA 
community, but EMT 
should lead by example

Actively partner up with grassroots organisations and bottom-up initiatives in 
the city of Rotterdam who can offer students a community/a warm place to be, 
as one of the measures to combat loneliness and isolation; students need more 
spaces to be together and support each other.

EMT, Community of 
Care, staff members in 
leadership members and 
whoever wants to be 
involved

Develop an Inclusive Language policy to make sure that all students and staff 
know about WdKA's language rules (see the advisory point regarding acces-
sibility of language in chapter 1 on Transparency).

EMT, Communication 
Team, Education Station 
and O4i

WE ADVISE:
7.1 RECRUITMENT AND RETENTION 
OF STUDENTS

SHORT-TERM ADVISORY POINTS

https://www.wdka.nl/admissions/preparatory-courses
https://www.wdka.nl/admissions/preparatory-courses
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Create additional community care support systems to help international students 
have a soft landing in Rotterdam, in collaboration with the head of Internatio-
nalisation. The O4i advises WdKA to also appoint independent psychologists 
and therapists who run group therapy sessions, to help alleviate the mental 
health issues that international students face (see the advisory point on mental 
health in the previous chapter as well).

RUAS, EMT and Commu-
nity of Care

Provide equitable job opportunities and better inform international/non-EU 
students what possibilities there are within the academy to obtain a student 
job, how they can apply for a work permit and/or apply for additional funds. 
WdKA should also specifically create job opportunities for international students, 
especially from non-EU countries, and clearly communicate these vacancies 
throughout all school channels. These are some of the measures that can be 
taken to help international/non-EU students living in financial precarity.

EMT, HRM, Internationali-
sation and Communica-
tion Team

Inform students better about work permits through WdKA, e.g. a student 
assistant from a non-EU country can only work limited hours, is not allowed to 
be paid for overtime, and needs to reapply for a work permit yearly through 
UWV.

EMT, HRM and Commu-
nication Team

LONG-TERM ADVISORY POINTS

Advisory points Who’s responsible?

Develop a program for active recruitment from marginalised neighbourhoods 
and communities in Rotterdam. Examples are the neighbourhoods of Charlois, 
Lombardijen, Hoogvliet, Feijenoord, Delfshaven, Overschie, Crooswijk, IJssel-
monde, Agniesebuurt and Oude Noorden; these places have relatively more 
marginalised groups living there compared to other places in Rotterdam.

EMT and Communication 
Team in consultation 
with O4i

Create bridging programs (“schakelprogramma's”), for example for students 
who transfer from mbo (vocational community colleges) to WdKA.

EMT in collaboration 
with mbo schools

Establish scholarships, funds and other financial plans to recruit marginalised 
students and support them throughout their four years at WdKA, locally as well 
as from non-EU countries & the Global South; explore partnerships with muni-
cipalities, museums, companies, (institutions from) sister cities, etc. that can 
sponsor scholarships.

EMT, Communication 
Team, Internationalisa-
tion policy advisors and 
O4i

Keep track of the composition of the student population, for example when 
new students register through yearly measurements (anonymised). This rese-
arch should be done with participants who explicitly consent to it, based on 
the notion of self-identification.

EMT, Quality Team and 
O4i

Implement quotas if recruitment and retention programs and policies still fail 
to bring results.

EMT and HRM

Set up a Community Care Fund to support students living in precarity, for 
example non-EU students and/or marginalised students.

EMT



58

I W
E H

AV
E T

O C
HA

NG
E t

o 
St

ay
 th

e 
Sa

m
e

Advisory points Who’s responsible?

Hire an EDI officer who only works on HRM matters and does ongoing research/
yearly revisions to ensure that hiring procedures and retention happen in EDI-li-
terate ways; this person collaborates closely with the Office for Inclusivity and 
management/other department heads who lead EDI initiatives within WdKA/
RUAS.

EMT, O4i and other EDI 
officers

Normalise giving permanent contracts after a period of 6-12 months, as has 
been experienced by the Office for Inclusivity, instead of extending temporary 
contracts for up to 3 times. Temporary contracts and overall job precarity 
should be actively opposed. 

EMT, HRM

Explicitly mention the ratio of prep hours (hours allocated to preparing classes, 
but also hours to be spent on administration and aftercare for students) vs. 
contact hours on working contracts of teaching staff. For many teachers, the 
total amount of allocated hours is often insufficient, which leads to them having 
to work overtime. Always pay all employees for overtime they have worked.

EMT and course leaders

Make sure that staff members are paid for their work according to the scales 
within which that work falls. Revise contract and job descriptions during yearly 
evaluations (“gesprekscyclus”) with staff members.

EMT, HRM and staff 
members in leadership 
positions

Make resources and spaces available so that staff can create their own 
networks/unions/platforms, especially for staff from historically marginalised 
communities who will greatly benefit from being in a collective; isolation leads 
to quitting jobs.

EMT and staff members 
in leadership positions

Make sure historically marginalised employees and students are an integral 
part of hiring committees. Application procedures should be transparent, EDI 
literate and always follow the same format (to prevent nepotism and bias). See 
example: Hiring Tips by UvA's Chief Diversity Officer Team.

EMT, HRM and staff 
members in leadership 
positions

Employ a hybrid strategy in recruiting new (diverse) tutors; a combination of 
direct recruitment for smaller positions (or high quality candidates who are 
desired to expand the diversity profile) and open calls for larger ones should 
be implemented. Keep open calls up for at least 3 weeks.

EMT, HRM and staff 
members in leadership 
positions

Implement quotas if better recruitment and retention still fail to bring results. EMT, HRM

Inform candidates in a timely manner about whether they have been accepted 
or rejected.

EMT, HRM and staff 
members in leadership 
positions

Ensure that the workload of the teaching staff becomes more balanced. Tutors 
are often the first point of contact for students who wish to report cases of 
discrimination and racism. As a consequence, these tutors do a lot of mental 
labour, while already being exhausted and overworked. This is for example the 
case for Social Practice tutors since their teaching subjects are often clearly 
related to EDI matters, but this issue is definitely not limited to Social Practice 
only. Thus, tutors at WdKA often do work that is not part of their mandate, while 
they experience that they already have too few hours for their main tasks (see 
a previous advisory point in this chapter about prep hours vs. contact hours).

The infrastructure of support needs to be established more clearly and 
thoroughly; in the meantime, while this is being sorted out, teaching staff need 
to receive more hours/remuneration for the extra work that they are doing.

EMT, course leaders and 
staff members in leader-
ship positions

7.2 RECRUITMENT AND RETENTION 
OF STAFF MEMBERS

SHORT-TERM ADVISORY POINTS

https://webcache.googleusercontent.com/search?q=cache:bPi8LqgE7cgJ:https://uvadiversity.blog/wp-content/uploads/2020/03/Hiring-Tips-by-the-Chief-Diversity-Officer-Team.pdf+&cd=11&hl=nl&ct=clnk&gl=nl
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Actively promote staff from marginalised communities to pursue leadership 
and decision-making positions. For those who do not yet meet the requirements/
have the right credentials, paid in-house traineeships and free-of-charge 
programs should be offered to help them climb the career ladder.

EMT, HRM

LONG-TERM ADVISORY POINTS

Advisory points Who’s responsible?

Actively lobby for a collective labour agreement for higher professional educa-
tion (hbo) with a minimum wage of at least 14 euros per hour and the right to 
get paid for extra hours (such as overtime, extra prep hours, extra contact 
hours, irregular working hours etc.). This mostly relates to student assistants 
and student peer coaches. See for example the people's movement, Voor14, 
for raising the minimum wage to 14 euros per hour, so that people can live 
instead of survive.

EMT

Develop EDI surveys on the basis of informed consent to measure the amount 
of staff from historically marginalised groups; measure these numbers in inter-
sectional ways because systemic oppression is not monolithic – people are 
oppressed via multiple co-existing characteristics, for example race and sex, 
or age and disability etc.

EMT and O4i

Revamp the Institute Workers’ Council (IMR) to include staff members from 
marginalised communities. The council should be more visible and staff should 
be invited to participate better/exercise their influence.

EMT and Institute 
Workers’ Council

19  The Education Station is already working on training for the 
admissions committee.

https://www.voor14.nl/
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WDKA’S SOCIAL IMPACT AND 
SOCIAL RESPONSIBILITY

08
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All educational institutions have a big role to play in educating 
students on their social responsibility vis-a-vis the city where the 
institution is located and the communities that make up the city’s 
population. Inclusive education that is geared towards creating 
social impact means teaching students how to contribute to their 
own communities and neighbourhoods by making EDI practices 
an integral part of their curricula. Students and staff should be 
equipped to respond to real-world opportunities and problems. 
In other words: really doing EDI work, instead of only theorising 
on what EDI means. On a national and international level, it can be 
noted that higher educational institutions no longer want to stay 
within their own academic bubbles, but are really trying to focus 
on connecting to social partners in the city since these collabo-
rative efforts become breeding grounds for co-creative pilots, 
community-based programming and innovation for all parties 
involved. 

Simultaneously, marginalised communities and social partners 
are rightfully expecting educational institutes to carry out these 
efforts in socially just and equitable ways that centralise the 
agency and needs of marginalised people. More importantly, 
social justice and community care-oriented education entails 
that educational institutions have a moral and legal obligation to 
cater to marginalised people. However, educational institutes 
should beware of several pitfalls that come with this growing 
focus on social impact and social responsibility, for example 
funding incentives (the earlier mentioned “business case 
diversity”) and marginalised communities being approached from 
a saviourist perspective.
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THE SITUATION AT WDKA

Within WdKA’s culture, individualism (focus on the individual 
artist) seems to be the norm and there is less focus on how 
artistic practices can be developed that will positively impact 
the city of Rotterdam. Rotterdam is one of the most diverse 
cities in the Netherlands. Doing EDI-informed practices and 
living in a diverse city should mean directly applying what you 
study in your classrooms, in the real world. WdKA should open 
its doors to venues, museums, clubs, galleries, community 
centres etc. in Rotterdam and truly invite citizens of Rotterdam 
to come in, and collaborate (encourage processes of co-cre-
ating and community-based programming).

However, although we would like to see people do projects 
that will have an impact on all neighbourhoods of Rotterdam, 
we are wary of white middle class saviourism and of white 
students/staff not being (sufficiently) aware of their own white-
ness when embarking on these projects. A very real risk is also 
that students/staff from marginalised communities will have 
to put in extra (emotional) labour during these projects. There-
fore, when programmes are set up in which students/staff have 
to collaborate with marginalised communities, then these 
should be designed very carefully and in accordance with EDI 
literate professionals in and outside of WdKA. WdKA should 
continuously reflect on its own positionality and how this may 
affect students’ and staff’s engagement with marginalised 
communities and marginalised art and cultures.
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Advisory point Who’s responsible?

Form a joint coalition between WdKA and RUAS constituents and organise all 
EDI efforts in a centralised manner. By forming a true collective effort between 
WdKA and RUAS all EDI work can have more impact in sustainable ways, across 
all institutes.
• Concretise WdKA's EDI Action Plan in short-term and long-term goals, and 

it should clearly state how RUAS' action plan on Racism and Discrimination 
overlaps and possibly differs from WdKA's.

• Organise central meetings with all people working on EDI efforts within 
WdKA and RUAS to share good practices, streamline ideas, make sure that 
wheels are not being reinvented and actively promote holistic ways of 
collaboration – instead of territorialism, defensiveness and fragmentation. 
For example, the department of Social Practice has done a lot of valuable 
work when it comes to improving EDI literacy of their faculty and inclusive 
education; here is an extensive list of good practices that is publicly acces-
sible. However, there is no infrastructure through which these good practices 
can be shared with each other.

• Make sure resources are made available to make pilots that emerge from 
the Werkplaats IPD sustainable; inform teaching staff on how/where to 
apply to participate in the Werkplaats IPD and encourage them to apply.

• Set up a centralised infrastructure for EDI officers from RUAS who critically 
advise management/deans, while closely collaborating with the Office for 
Inclusivity and respected colleagues who also work on EDI projects/initi-
atives. Ideally, these EDI officers should have lived experiences and proven 
ties to community work to ensure the well-being and representation of 
students and staff from marginalised communities. 

• Appoint at least two EDI officers who will lead EDI work within every RUAS 
institute. Currently RUAS has appointed three new EDI officers but they 
work centrally, and are not specifically tied to any institute.

WdKA and RUAS 
management, all EDI 
officers and supporting 
staff working on EDI 
projects 

Develop own climate goals in collaboration with and informed by student/staff 
input. Involve people and networks like SPIN who are already doing valuable 
work in this field. Areas of attention are for example: more sustainable use of 
materials and better recycling of waste (especially during the Graduation Show 
an unnecessary amount of waste is produced which is not fully recycled). The 
climate goals should be transparent, measurable and updated yearly. A conti-
nuous feedback loop for this policy should be created, with time allocated and 
compensation for those involved.

EMT, bottom-up groups 
at WdKA and in the city 
of Rotterdam that orga-
nise for environmental 
justice 

WE ADVISE:
SHORT-TERM ADVISORY POINTS

https://www.hogeschoolrotterdam.nl/hogeschool/nieuws/hogeschool-lanceert-actieplan-racisme-met-acht-centrale-themas/
https://pad.xpub.nl/p/BESTPRACTICESsocial
https://www.hogeschoolrotterdam.nl/newsitem/actieplan-racisme.-wat-is-er-gerealiseerd/327355/
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LONG-TERM ADVISORY POINTS

Advisory points Who’s responsible?

WdKA and RUAS should jointly promote extensive collaboration between 
various external partners, across various levels (top-down and grassroots 
initiatives):
• Establish a joint EDI action plan between all large educational institutes in 

Rotterdam to share good practices and promote social justice in education 
in a holistic way, and across multiple disciplines. For example see Amster-
dams Akkoord. Set up our own Rotterdams Akkoord or something similar, 
between Erasmus University, Hogeschool Rotterdam/RUAS, InHolland, 
Codarts, Albeda, Zadkine, Tinbergen Institute, Open Universiteit Rotterdam, 
Volksuniversiteit Rotterdam, the Islamic University of Applied Sciences and 
TIO University of Applied Sciences (as far as we know these are the accre-
dited educational institutes within the city of Rotterdam).

• Develop an EDI charter for Dutch art academies in collaboration with SAC 
KUO (“sectoraal adviescollege voor kunstonderwijs”, i.e. sectoral advisory 
board for art education).

• Participate more actively in CUMULUS and ELIA networks; communicate 
better about WdKA’s participation in these networks.

• Encourage museums, art galleries, venues, etc. to partner with WdKA and 
promote EDI in the arts and cultural scene: Kunsthal, Kunstinstituut Melly, 
This Is MAMA, WORM Rotterdam, BIRD, Museum Boijmans van Beuningen, 
Het Nieuwe Instituut, etc.

• Encourage social organisations and bottom-up initiatives to connect to art 
schools and build alliances for art students of colour who are looking for 
a community in Rotterdam: HipHopHuis, Concrete Blossom, Caribbean 
Ancestry Club, Erasmus School of Colour, Klauw Collective etc.

EMT, RUAS management 
and various external 
partners and initiatives

Collaborate with art academies, social organisations and other partners who 
work on EDI (in the city of Rotterdam, on national and international levels). WdKA 
should promote teaching and learning with regards to contextualised knowledge 
and grounded theory – make students and staff aware of the social responsi-
bility and impact that an educational institute holds. WdKA should be visible 
and approachable to all citizens from Rotterdam. Create an environment in 
which open knowledge can thrive. Actively learn about and educate management 
and staff on the colonial ties that the city of Rotterdam had and still has, and 
how these ties relate to, for example, artistic practices. Art and subsequently 
art education can be used as one the vessels for political theory and praxis 
– students and staff members should be aware of this positionality that art and 
art education hold.

EMT, RUAS management, 
course leaders and 
curriculum committees, 
and various external 
partners and initiatives

https://www.ahk.nl/media/ahk/docs/corporate/21.09.20_Onderwijsakkoord_DEFINITIEF.pdf
https://www.ahk.nl/media/ahk/docs/corporate/21.09.20_Onderwijsakkoord_DEFINITIEF.pdf
https://cumulusassociation.org/about-us/overview/
https://elia-artschools.org/page/AboutUS
https://hiphophuis.nl/nl/
https://concreteblossom.com/
https://www.instagram.com/caribbeanancestryclub/
https://www.instagram.com/caribbeanancestryclub/
https://www.instagram.com/erasmus_school_of_colour/
https://www.facebook.com/klauwcollectiverotterdam
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INCLUSIVE CLASSROOM 09
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An inclusive classroom is an educational space in which all 
students feel seen, welcomed, valued and are able to learn using 
study materials that promote intersectional and decolonial 
practices and theories. An inclusive classroom empowers 
students from all walks of life; meaning that no matter their age, 
social class, (dis)ability, cultural background, socio-economic 
background, religion, gender, ethnicity and/or sexuality - all 
students can fully participate in class and see their lives and 
experiences represented in inclusive curricula.

As mentioned before, educational institutions have a responsibi-
lity to make sure that they not only increase the diversity of 
people, but also the diversity of knowledge. In order to increase 
the diversity of knowledge, curriculum and assessment changes 
are necessary alongside transforming the ways in which art 
education is viewed. For example: instead of viewing art 
education as neutral, in an inclusive classroom the positionality 
and non-neutrality of knowledge production will be critically 
reflected upon. The main goal of an inclusive classroom is thus to 
provide a safer and stimulating educational environment for 
students and tutors, who continuously challenge the status quo 
and centre decolonial and intersectional ways of knowledge 
production.
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THE SITUATION AT WDKA

Our conversations with students have revealed that they are 
eager to be introduced to new perspectives that deviate from 
a norm that is considered to be Eurocentric and western, patri-
archal, cis-/heteronormative and is very one-sided, i.e. lacks 
intersectionality. This relates to study materials, but also to 
how lessons are organised, guest lecturers who get invited, 
etc. Furthermore, they feel that they do not have enough say 
in this and that ideas are often imposed top-down - in some 
departments more than others. Some students indicate that 
they are expected to make ‘right choices’ and they experience 
this as an infringement on their autonomy and creative process. 
This also relates to assessments; students indicate that they 
have no insight into what the criteria for assessments are based 
on. Moreover, the way in which feedback is given can be expe-
rienced as non-constructive and even abrasive. Students have 
indicated to us that they could greatly benefit from receiving 
constructive feedback.

There are tutor teams and individual tutors who are putting a 
lot of effort into (or trying to) implement EDI-related praxis and 
theories, but these efforts are often isolated. Often, people 
are not aware of what other departments are doing with regards 
to EDI in the classroom. Moreover, tutors who engage with EDI 
often do this on top of an already demanding range of tasks; 
this renders it challenging to make their efforts sustainable. 
Finally, tutors we have spoken to want to engage more with 
EDI in the classroom, but they lack the guidance and support, 
knowledge and tools, confidence and autonomy, time and 
space in doing so.
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WE ADVISE:
SHORT-TERM ADVISORY POINTS

Advisory point Who’s responsible?

Implement the following curriculum changes:
• Install (yearly) curriculum scans to check which resources and materials 

are being used, with a focus on diversity in race, ethnicity, gender, disability20, 
sexuality, etc. (all axes from intersectionality). The axes/topics that are 
insufficiently covered should be added.

• The Quality Team should collect feedback from students regarding EDI in 
curricula, for example during the End of the Year Survey or after each 
semester. 

• Education committees (“opleidingscommissies”) and curriculum committees 
should collaborate on how best to implement curriculum changes and be 
held accountable for the implementation and safeguarding, following up 
with all department heads. All committees should have members from 
marginalised communities who can actively co-create better EDI-informed 
curricula.

• Add materials and resources on the positionality of art schools and art 
disciplines; how does art in general contribute to discrimination and racism? 
How does the curriculum or the canon reflect insights, art works and tropes 
that co-emerged with colonialism, thus carrying certain violences inherently 
seeped into coloniality? It is not sufficient to only add to the curriculum, 
but to also create awareness of why the canon is violent and how to deal 
with the fact important people in the field were complicit. Special attention 
needs to be paid to cultural appropriation in the art world and the erasure 
of marginalised people/communities.

• Add materials and resources on how art can promote social justice, deco-
loniality, EDI, etc. while always critically assessing and reflecting on the risk 
of instrumentalisation and propagandism.

• Add materials and resources from studies that draw upon the experiences 
and realities from marginalised groups, like Queer Studies, Disability Studies, 
Black Studies, etc.

• Focus on positionality of knowledge/non-neutrality of knowledge in general; 
how can the curriculum actively contribute to creating space beyond capi-
talist, cishetero, male, white western perspectives?

• Students should have the opportunity and be encouraged to do (more) 
electives, aca demic skills courses, artistic projects and internships that 
promote EDI, for example with partner organisations from the city of 
Rotterdam (and even international).

• Offer financial literacy courses to graduate and newly graduated students; 
we have spoken to alumni who indicated that they were insufficiently 
prepared for (working) life after finishing their studies and learned too little 
about the financial side of being an artist.

EMT, course leaders, 
curriculum and exam 
committees, all teaching 
staff in consultation with 
O4i and other EDI 
experts

https://ecio.nl/wp-content/uploads/sites/2/2021/12/Essentieel-of-Extra-Alliantie-VN-Verdrag-Handicap-oktober-2021.pdf


70

I W
E H

AV
E T

O C
HA

NG
E t

o 
St

ay
 th

e 
Sa

m
e LONG-TERM ADVISORY POINTS

Advisory point Who’s responsible?

Give teaching staff the autonomy and resources by management to organise 
events and promote community engagement around EDI topics; they could do 
this in the form of a centralised activities plan.

EMT, course leaders, all 
teaching staff

• Invite artists/guest lecturers from marginalised communities/with lived 
experiences.

• Make use of already existing toolboxes that have been developed to make 
curricula more inclusive. Examples are: 

 ‣ “Inclusive higher education with respect to sexual and gender 
diversity” by Student Pride NL. 
 ‣ “Decolonization toolkit” by the CDO Team of the University of 

Amsterdam (soon to be published).
 ‣ “Toolbox Diversity in Education” by Utrecht University.

Make the assessments more inclusive by:
• Creating space for students to have a say in determining what should be 

the criteria for assessment and how assessments can be designed.
• Drawing up custom-made assessment criteria for students with a disability, 

neurodiverse condition and/or chronic illness, in consultation with the 
students themselves; these students should be exempted from normative 
and ableist criteria like “organisational ability/planning skills” since naviga-
ting executive dysfunction usually means these students are dealing with 
study delays.

• Including new criteria for assessments that value community engagement, 
lived experiences, EDI expertise, etc. 

• Ensuring that the criteria are designed in such a way as to encourage 
constructive/positive feedback from both students and tutors.

EMT, course leaders, 
curriculum and exam 
committees, all teaching 
staff in consultation with 
O4i and other EDI 
experts

20  This Dutch report by Alliantie VN-verdrag Handicap (2021) is 
referenced as a good practice, as it makes very clear how little 
attention is given to Disability Studies within curricula in Dutch 
higher education. We believe a similar argument can be made 
for all other elements of intersectionality, like Queer Studies, 
Black Studies etc.

https://www.eur.nl/en/impactatthecore/media/2021-09-gender-divesity-toolbox
https://www.eur.nl/en/impactatthecore/media/2021-09-gender-divesity-toolbox
https://decolonizationtoolkit.nl/nl/
https://xerte.uu.nl/play.php?template_id=1127#page1
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PROFESSIONALISATION 10
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Professionalisation in the field of EDI is necessary for teaching as 
well as supporting staff to meet the educational needs of a 
diverse and ever-changing student population. It is essential that 
staff members possess the right knowledge and skills to help 
build an inclusive and equitable learning environment. This is 
where inclusive pedagogy and didactics come in, which is a 
student-centred approach that takes into consideration the 
different backgrounds, identities, realities and physical and 
cognitive abilities of students. 

Another important aspect of professionalisation in the field of EDI 
relates to cooperation and communication between colleagues. It 
is important for staff to know how to create a safer environment 
not only for students, but also for each other. For this, we must 
learn what kind of interventions can be applied when an unsafe 
situation arises. It takes a process of awareness-raising to under-
stand how systems of oppression that are present in society 
continue to operate within institutions. Then it becomes important 
to unlearn the notions that fuel those forms of oppression. P
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THE SITUATION AT WDKA

There are a few staff members at the Education Station who 
are already doing extremely valuable work in furthering EDI 
expertise among tutors at WdKA. Additionally, management 
encourages tutor teams to take part in and shape their own 
training programmes. This approach has pros and cons, the 
pros being autonomy and freedom for tutor teams to address 
their own needs. On the other hand, this approach is too 
non-commital, which has led to some departments not making 
much progress. In two known instances, this non-committal 
approach has led to tutors belonging to a historically margina-
lised group taking the lead in wanting to push things forward, 
thereby undertaking extra (emotional) labour.

In addition, EDI training often takes place on an occasional 
rather than a structural basis, leading to many tutors and 
support staff still having insufficient knowledge about (the 
importance of) EDI, the terminology associated with EDI and 
inclusive pedagogy and didactics. Here, it is important to 
mention that there must be room for making mistakes; we must 
foster a culture where mistakes can be admitted without being 
chastised for it, and where there is room for growing and (un)
learning.

That said, EDI literacy is only superficially addressed in teaching 
qualifications for tutors. Thus, staff members do not have 
enough knowledge and experience about how to create a safer 
environment for students and each other, nor about interven-
tions they can apply if an unsafe situation arises. In the past 
year while conducting our research, the O4i was called upon 
a lot to intervene, mediate and “solve” unsafe situations and 
crises in classrooms. Furthermore, the EDI expertise available 
at the academy is not being utilised efficiently; employees are 
often working in isolation from each other. 
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WE ADVISE:
SHORT-TERM ADVISORY POINTS

Advisory point Who’s responsible?

Hire more in-house educators with EDI literacy for the Education Station or 
establish more business relationships with educators who have EDI literacy.

EMT and Education 
Station in consultation 
with O4i and possible 
external EDI experts

Collaborate more closely with the Education Station to offer ongoing training 
and professionalisation for leaders, tutors and other staff, but especially for 
management since they act as role models for the rest of the institute. 

These training and professionalisation processes should be approached in a 
structural way for all staff (with enough resources and hours to make the work 
sustainable), not just treated as a box that can be ticked off once a year. See 
the list of workshops at the UvA for example. Possible workshops include, but 
are not limited to:
• EDI 101
• Anti-bias
• Active bystandership
• Ethical pedagogy
• Decolonising the curriculum
• Non-violent communication
• Creating a safer classroom
• Inclusive didactics: promoting and sha- ring interdisciplinary EDI-informed 

te aching methods amongst all teaching  staff, for example participatory 
teaching styles (when students are given more space to express their 
agency and take the lead in the classroom)

EMT and Education 
Station in consultation 
with O4i and possible 
external EDI experts

Revise teaching qualifications for tutors/lecturers/SCCs to include EDI as an 
integral part of the qualification process.

EMT and staff members 
in leadership roles

Give more recognition and acknowledgement to staff members who have done 
pioneering work in furthering EDI within the academy in the form of concrete 
rewards and incentives:
• Allocate (more) research hours for self-directed and non-deliverable based 

lectureships.
• Promote these staff members to permanent contracts.
• Allocate additional budget to departments proven to have done significant 

EDI work to form their own research groups, with tutors identified as excel-
lent in their performance in the classroom handling the direction and over-
sight, with agency and respect for their criteria.

• Lift the red tape of extra applications for new project proposals when 
candidates are known to the academy, have demonstrated and proven their 
skills and performances, and implemented results in the classroom. 
Superfluous application processes add one more task and another level 
of stress to already overworked staff members.

EMT and staff members 
in leadership roles

Inform staff members better about the possibility of joining unions, like Alge-
mene Onderwijsbond, and how to negotiate better working conditions. WdKA/
RUAS should jointly facilitate public conversations around workplace equity.

EMT and staff members 
in leadership roles

https://www.uva.nl/en/about-the-uva/about-the-university/diversity-and-inclusion/chief-diversity-officer/initiatives-and-events/workshops.html
https://www.aob.nl/
https://www.aob.nl/
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FOR INCLUSIVITY (O4I)

11
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The implementation of the O4i requires a lot of work/energy, 
resources and intrinsic motivations from all stakeholders 
involved, no matter at what level they operate within WdKA. This 
means that especially people who do not work in the EDI field 
will be required to do a lot of (un)learning to increase their EDI 
literacy and to start working from a community care perspective. 
Everybody within the WdKA community must realise that the 
responsibility for creating an inclusive equitable educational 
institution should not fall on the shoulders of those who are 
historically marginalised. For too long, historically marginalised 
communities have been on the forefront of EDI work for their own 
survival and overall resistance to white supremacy. That should 
not be their burden to carry. True healing happens when people 
who benefit from oppressive systems take accountability and 
educate themselves, so that marginalised communities can 
focus on rest and joy. IM
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However, as inclusivity officers we are realistic: neoliberal insti-
tutions, art academies included, cannot be fully deconstructed 
and rebuilt. They were designed to function on processes of 
exclusion and othering. Rigid structures, hierarchy and power 
are driving forces of capitalism and elitist educational institutions. 
Critiquing these modes of being thus entails that one usually 
ends up organising and mobilising outside of the institution, out 
of management’s view and control, to imagine radical alterna-
tives. Fred Moten and Stefano Harvey beautifully and enervingly 
capture this mode of bottom-up organising in academia, in their 
book “The Undercommons: Fugitive Planning & Black Study” 
(2013).

With this realisation that an art academy cannot be fully decon-
structed and reimagined, one begins to ponder what implemen-
ting an Office for Inclusivity tasked with promoting and increasing 
EDI might mean. And whether the work of the Office for Inclusi-
vity will be sustainable and impactful enough. Making our work 
sustainable and impactful firstly requires careful planning/ 
boundary-setting skills to not overwork ourselves, coupled with 
enough resources and people power to keep organising and 
working against the grain.

In the past six months, the Office for Inclusivity has had a huge 
mandate. In addition to conducting the research for this advisory 
report, our task was to support students and staff who do not 
trust and/or feel safe in the existing infrastructures of support. 
It was also our task to bolster existing initiatives in the area of 
EDI and support, to identify where there is a need for additional 
initiatives and offer support in setting these up. This mandate 
was far too big and ambitious for two people working part-time 
at WdKA, next to another part-time job in the EDI field. This has 
led to exhaustion, racial weathering, stress and a harmfully 
high workload. The O4i refuses to continue working under these 
unhealthy work conditions of grind culture. Additionally, the 
O4i did not manage their own budget, which was a huge bureau-
cratic obstacle in starting new projects, hiring student assis-
tants, doing research, etc. – a large portion of the activities of 
the O4i had to be greenlit by the educational managers first. 

For the sake of transparency, the problem here lies mainly in 
the problematic nature of the work; EDI work is stressful and 
taxing in and of itself, especially if you come from marginalised 
communities and have to navigate everyday racism outside of 
the workplace too. Luckily, management has been very under-
standing and accommodating and we have continuously been 
in dialogue with each other about how we can do our work in 
a more sustainable way. Management has always been really 
accommodating when we needed days off/longer holidays to 
rest and recharge. We were also granted multiple extensions 
to complete our advisory report at our own pace, without feeling 
rushed to deliver a finished product (this slower process to 
complete the report led several colleagues to believe that we 
were pressured to rewrite/censor our own work, but this was 
absolutely not the case).

Along the way, several measures have been taken by manage-
ment to counteract the above-mentioned adversities of EDI work, 
to the extent that this was possible. We have received more 

https://www.minorcompositions.info/wp-content/uploads/2013/04/undercommons-web.pdf
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hours (32 each compared to the previous 20 hours) and will have 
more autonomy by managing our own budget from 2022 
onwards. 

Overall, many students and staff are very glad to see that the 
O4i exists, and they make great use of the O4i (sending emails, 
asking for support/advice, individual conversations, group talks, 
joining lectures) and they hope that the O4i is here to stay in a 
sustainable way. An important question that is often directed 
at management and O4i is: “How much influence does the 
Office for Inclusivity actually have, since they only advise 
management and do not create educational policies them-
selves? Can the O4i really be trusted, and what do they do 
exactly?”

It is the responsibility of the dean and the EMT to ensure that 
the O4i has enough authority, autonomy and resources to 
continue to put equity, diversity and inclusivity on the agenda 
and elevate it to the next level. It is also important that EMT 
continues to clearly communicate to the WdKA community 
about the work being carried out and advice being given by 
the O4i. This transparency will ensure that students and staff 
are aware that the O4i’s work and advice are not voluntary or 
free of obligation, but taken seriously and acted upon.
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Advisory point Who’s responsible?

Make resources available to set up a team of at least 6 people (e.g. one person 
for Accessibility policy, another one for student engagement, one for staff engage-
ment and one full-time management assistant/secretary) – the mandate is too 
big for two part-time project leaders. EDI work covers a lot of areas, and more 
people power is thus needed to make the O4i sustainable at WdKA.

EMT and O4i

Appoint a Communications Advisor/ Content Creator to the O4i. This person will 
focus on advising and creating content about the work and advice being given 
by O4i. More content equals more transparency, equals students and staff who 
actually know what is happening behind the scenes.

EMT and O4i

Create a physical and online (‘office’) space that are both accessible to all students 
and staff:
• Students have expressed the need for a physical low-key space, where they 

can meet us and each other, and exchange ideas and experiences. They 
would prefer an accessible, inviting and visible communal space with light 
colours, plants; a lounge-type of area with EDI-related literature, as well as 
additional larger spaces to organise gatherings and events. They also wish 
for an additional, more secluded and private space for confidential conver-
sations and/or low-stimulus purposes.

•  Students need to be shown that the O4i is not a metaphorical and/or bureau-
cratic tool for management/performative EDI – but actually made up of inclu-
sivity officers with lived experiences and years of doing community work. 
Our physical office should visualise this part of our identity – we are here to 
stay, and we do not compromise on our activism, and community work-related 
ideals.

EMT, facility manage-
ment and O4i

Create a “Meldpunt Discriminatie & Racisme”/Reporting Desk (loket), coupled 
with a digital Anonymous Reporting Tool, to be managed by the Ombudsperson(s) 
and the O4i. This means that at least one or two Ombudsperson(s) should be 
appointed who will closely collaborate with and report to the two main inclusivity 
officers, but only focus on registering and supporting students and staff with 
complaints' procedures etc.

EMT and O4i, newly 
appointed Ombuds-
person(s)

SHORT-TERM ADVISORY POINTS
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WHAT’S NEXT? 12
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We have been very open about the struggles that we have faced 
while working on this advisory report, so we’re relieved to have 
fulfilled this part of our mandate. As mentioned before, we have 
been in a strange liminal space where we did research on how to 
give shape to the “future” Office for Inclusivity, while simultane-
ously embodying that same office. We are eager to go into the 
next phase as the Office for Inclusivity, even though we do not 
know at this point how this will take shape. Based on the 
outcomes of this report, we will engage in dialogue with the dean 
and EMT about how to give shape to the “new” Office and our 
new mandate (with hopefully more concrete roles and responsibi-
lities; we definitely have a say in this too). The input of the WdKA 
community will prove to be invaluable in this as well, so we are 
looking forward to engaging with students and colleagues on the 
outcomes of our report.
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In the official response to this advisory report, the EMT has 
indicated which points of advice they will adopt on the short 
term as well as the long term; additionally, they have motivated 
which points of advice they have chosen not to adopt. Imple-
mentation of certain points of advice will be hindered by a 
capacity problem, i.e. lack of resources, people power and/or 
space. In this case, we would like to have insight into what it 
would take to make this a reality in the future: what can be 
realised if more resources, people power and/or space is made 
available? This would have to be quantified as well.

We advise management to continue to structurally offer trans-
parency in their EDI plans and provide ample opportunities for 
feedback from the WdKA community, for example through 
more community check-in meetings.

Some of our advisory points will require new research to be 
conducted and/or new positions to be created; it could well 
be that we will spearhead follow-up research as part of our 
new mandate and help formulate new positions. It is also 
possible that the Office will receive a more practice-based 
mandate and focus on developing and implementing EDI poli-
cies. A combination of both is very possible as well.

There are a number of topics that we would have liked to inves-
tigate (further) for this report, but did not get around to. We 
recommend further research on the following topics:

Regarding EDI in relation to ‘outliers’ within the WdKA 
programmes:
• The part-time as well as full-time Fine Art & Design Teacher 

Training programmes: what needs and wishes do part-time 
students have and/or students who are following a Dutch-
taught programme at an academy with English-as-default 
communication modes?

• RASL: what needs and wishes do students have who oscil-
late between several education institutions that have 
different structures of education as well as support infra-
structures?

• The Master’s Programmes / Piet Zwart Institute: what 
specific needs and wishes do PZI students have as an 
institute that is separate-but-not-separate from the rest of 
WdKA and that have not been addressed in this report? 
Our main focus on the BA programmes meant that we did 
not have enough capacity to research the MA programmes.

We would also like to see research conducted into how to 
successfully create a baseline measurement (in Dutch: 
‘nulmeeting’) of the composition of WdKA’s student as well as 
staff population. How can we create enough momentum and 
support for students and staff to participate in these surveys? 
Moreover, our research really made it clear that there are so 
many stakeholders at different levels within WdKA and RUAS 
who work on EDI. But also generally speaking, it was oftentimes 
unclear to us who does what and why. We’d like to get our 
hands on an organogram of WdKA/RUAS, as we believe this 
leads to more transparency, clarity and accountability. This 
organogram should be created ASAP, if it doesn’t exist yet.
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If the wish of WdKA and Codarts to merge turns out 
to be feasible, research must immediately be started 
into how an 'Office for Inclusivity' will take shape within 
this new institution, and how all different stakeholders 
on EDI will have to collaborate. In addition, special 
attention must be paid to the critical feedback that 
the WdKA community has on any future plans 
concerning the Cultuur & Campus. It has come to our 
attention that many students and staff from WdKA 
who spoke to us are worried about what this will mean 
for their education and their jobs. All these four insti-
tutions have distinct cultures and visions; how do they 
intend on rebranding and creating a joint culture and 
vision (in practical and more philosophical terms) that 
contributes to more EDI? While finishing our report, 
this was one of the most asked questions to us: “What 
do you actually think of the intention to build a culture 
campus in Zuid? Does your report say anything about 
that? Please say something about that!”

The lack of transparency and communication leads 
students and staff to think they are being excluded 
from decision-making processes, and will only be 
consulted when it’s too little, too late. We’ve also 
heard many comments with regards to repercussions 
of the potential culture campus in Rotterdam-Zuid. 
Students and staff we spoke to are concerned that 
building a new art academy in Charlois will be contri-
buting to the ongoing gentrification processes that 
Rotterdam-Zuid has already been experiencing for 
quite some time. These concerns need to be 
addressed by EMT sooner rather than later.

In conclusion, we would like to reiterate our opening 
quote by bell hooks: “The function of art is to do more 
than tell it like it is - it’s to imagine what is possible.” 
Our advisory report was always meant to be read as 
a living document, as a collective body of work that 
everybody can engage with and add to. We hope this 
report will be an incentive to explore new possibilities 
and radical alternatives for a more inclusive and equi-
table art education. We believe this can be best 
achieved by adopting a community care perspective 
that teaches us to care more for each other, collec-
tively and holistically, while challenging dominant 
oppressive modes of living/working/studying. Writing 
this report has certainly changed us on a personal 
and professional level, and we can only hope its 
‘catalyst for change’ energy will also be felt by all 
readers.

https://www.wdka.nl/news-events/four-rotterdam-educational-institutions-join-forces-to-offer-innovative-art-education
https://www.wdka.nl/news-events/four-rotterdam-educational-institutions-join-forces-to-offer-innovative-art-education
https://www.cultuurencampusrotterdam.nl/
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Ableism
We use the following definition of “ableism”, as 
described by accesliving.org:

“Ableism is the discrimination of and social 
prejudice against people with disabilities based 
on the belief that typical abilities are superior. 
At its heart, ableism is rooted in the assumption 
that disabled people require ‘fixing’ and defines 
people by their disability. Like racism and sexi-
sm, ableism classifies entire groups of people 
as ‘less than,’ and includes harmful stereotypes, 
misconceptions, and generalizations of people 
with disabilities.”

Accountability
We use the definition of “accountability”, as explained 
by Coen-Sanchez with regards to fighting anti-black-
ness in academia (2021). Accountability is not only 
applicable to anti-racism work, but to all forms of 
discrimination and systemic oppression.

“Accountability requires ongoing dialogue 
between the privileged and the underprivileged, 
and challenging the ingrained covert forms of 
racism embedded in our everyday lives.

Accountability also refers to entering a space 
with sincere purposes. But sincerity alone isn’t 
enough. Uniting your intent with action will 
ultimately determine a person’s level of commit-
ment to anti-racism. By first understanding and 
recognizing our contribution to the systematic 
barriers, we shift the conversation from intenti-
ons to accountability.

Only when honest, open collaboration takes 
place can we begin to overcome the ingrained 
racist structures that shape all our lives.”

Ally vs. accomplice
Indigenous Action makes a clear distinction between 
the terms “ally” and “accomplice”, and prefers the use 
of accomplice over ally, because it denotes a form of 
activism that is built on true accountability. According 
to this group “allies all too often carry romantic notions 
of oppressed folks they wish to “help.” These are the 
ally “saviors” who see victims and tokens instead of 
people. This victimization becomes a fetish for the 
worst of the allies in forms of exotification, manarchism, 
‘splaining, POC sexploitation, etc. This kind of relati-
onship generally fosters exploitation between both the 
oppressed and the oppressor.” (page 2) 

While “accomplices aren’t motivated by personal guilt 
or shame, they may have their own agenda but they 
are explicit. Accomplices are realized through mutual 

consent and build trust. They don’t just have our backs, 
they are at our side, or in their own spaces confronting 
and unsettling colonialism. [...] Don’t wait around for 
anyone to proclaim you to be an accomplice, you 
certainly cannot proclaim it yourself. You just are or 
you are not. The lines of oppression are already drawn.” 
(page 8)

BIPOC
We use the definition of BIPOC from YWCA:

“The term “BIPOC” is more descriptive than 
people of color or POC. It acknowledges that 
people of color face varying types of discrimi-
nation and prejudice. Additionally, it emphasizes 
that systemic racism continues to oppress, 
invalidate, and deeply affect the lives of Black 
and Indigenous people in ways other people of 
color may not necessarily experience. Lastly 
and significantly, Black and Indigenous indivi-
duals and communities still bear the impact of 
slavery and genocide.

BIPOC aims to bring to center stage the specific 
violence, cultural erasure, and discrimination 
experienced by Black and Indigenous people. 
It reinforces the fact that not all people of color 
have the same experience, particularly when it 
comes to legislation and systemic oppression.”

Within BIPOC communities this umbrella term has 
caused a lot of discussion in the past few years, since 
many people of colour find that the term erases 
accountability with regards to (internalised) anti-black-
ness and does not leave enough room for the diffe-
rences between marginalised communities and how 
they all navigate anti-blackness differently (see for 
example: Don’t Call Me a Person of Color, 2019).

Cisgender
We use the definition of cisgender from “Inclusive 
higher education with respect to sexual and gender 
diversity” by Student Pride NL:

The term cisgender “refers to a person whose 
gender identity matches the sex assigned at birth 
(Koster, 2019).” (page 4)

Cisheteronormativity
We follow the definition from the LGBTQIA+ Fandom:

“Cisheteronormativity is the combination of 
cisnormativity and heteronormativity, treating 
cisgender heterosexuals as the default. This 
has repercussions throughout society (such as 
media representation and sex education), law 
(such as marriage legislation), and medicine 

https://www.accessliving.org/newsroom/blog/ableism-101/#:~:text=Ableism%20is%20the%20discrimination%20of,defines%20people%20by%20their%20disability.
https://theconversation.com/4-ways-white-people-can-be-accountable-for-addressing-anti-black-racism-at-universities-164983#:~:text=In%20order%20to%20undo%20anti-Black%20racism%20and%20all,benefit%20and%20contribute%20to%20the%20cycle%20of%20racism.
https://www.emerald.com/insight/content/doi/10.1108/EDI-06-2020-0158/full/pdf?title=anti-racist-actions-and-accountability-not-more-empty-promises
https://www.emerald.com/insight/content/doi/10.1108/EDI-06-2020-0158/full/pdf?title=anti-racist-actions-and-accountability-not-more-empty-promises
https://indigenousaction.org/wp-content/uploads/Accomplices-Not-Allies-print.pdf
https://www.ywcaworks.org/blogs/ywca/fri-01152021-1332/why-we-use-bipoc
https://www.riotmaterial.com/dont-call-me-a-person-of-color-im-black/
https://www.eur.nl/en/impactatthecore/media/2021-09-gender-divesity-toolbox
https://www.eur.nl/en/impactatthecore/media/2021-09-gender-divesity-toolbox
https://www.eur.nl/en/impactatthecore/media/2021-09-gender-divesity-toolbox
https://lgbtqia.fandom.com/wiki/Norm#Cisheteronormative
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(such as reproductive healthcare and "normal-
cy" of bodies). It punishes any deviation from 
what is cisheteronormative.”

Community care
We follow the definition of bell hooks in Teaching 
Community (2003) when it comes to “community care”. 
According to hooks teachers should be teaching 
students from a community care perspective that 
challenges dominant culture and systems of oppres-
sion. Education should be organised around creating 
a community of staff and students who all care for 
each other, while collectively resisting discrimination 
and racism. The term “community care” is in this sense 
not only limited to educational settings, but to all other 
institutions in society (government, family life, work-
place etc.).

“Teachers who care, who serve their students, 
are usually at odds with the environments whe-
rein we teach. [...] [W]e work in institutions whe-
re knowledge has been structured to reinforce 
dominator culture. Service as a form of political 
resistance is vital because it is a practice of 
giving that eschews the notion of reward. [...] 
When as teachers we commit ourselves to ser-
vice, we are able to resist participation in forms 
of domination that reinforce autocratic rule. [...] 
Conventional pedagogy often creates a context 
where the student is present in the classroom 
to serve the will of the professor, meeting his or 
her [or their] needs, whether it be the need for 
an audience, the need to hear fresh ideas or sti-
mulate work, or the need to assert dominance 
over subordinated students. This is the tradition 
of abuse the caring teacher seeks to challenge 
and change.” (page 92)

Decoloniality
We use the definition of decoloniality as mentioned 
in the “Toolbox Diversity in Education” by Utrecht 
University:

“Decoloniality is a perspective to understand 
how the production of academic knowledge 
is influenced by our colonial history and its 
ongoing legacy. It resists the reinforcement of 
exclusionary perspectives and power relations 
that are the product of colonial and imperia-
list settlements of scientific institutions, and 
produces knowledge and teaching that gene-
rates social and environmental justice. In this 
approach to decoloniality we build on the work 
of Wekker et al. (2016).”

Decolonisation
We follow the definition of decolonization summarised 
by Wonda Collective: 

“Decolonization itself refers to the undoing of 
colonial rule over a country, and the process 
of it becoming politically independent. But, the 
word has taken on a wider meaning of decon-
structing colonial ideologies and its influence 
on contemporary society. 

Due to European colonialism, ideas and be-
liefs that originated in European society are 
viewed as superior, and these ideologies get 
reproduced through our actions, which reaf-
firm existing social inequalities. For example, 
the construction of the gender binary - that is, 
only two genders align with biological sex - is 
rooted in colonialism. 

Historically, and globally, there are many cul-
tures that have multiple genders, and others 
that don’t categorise by gender at all. Howe-
ver, as Europe colonized much of the world, 
the constrictive concept of only two genders 
was forced on many cultures. This assumption 
of the gender binary marginalised trans and 
non-binary communities. 

So, when we say we want to ‘decolonize’ 
something, we mean to deconstruct these 
assumptions, understand how they impact our 
thinking towards a topic, acknowledge their 
rooting in colonialism, and seek to understand 
alternative perspectives. Most importantly, 
decolonizing is an ongoing process of reflexi-
vity, and means we must all examine our own 
position within the white cis heteropatriarchy 
and work together to dismantle it.” (Ghosh 
2004; Afonja 2005; Morgensen 2012 and Cull 
et al, 2018)

Dehumanisation
Dehumanisation is a psychological process in which 
one group of people assumes superiority over another 
specific group of people, who are then seen as less 
'human' and, as it were, deprived of their humanity. 
When people are deprived of their humanity, they are 
seen as undeserving of humane treatment (see 
Fanon’s work on colonial racism discussed by 
Heinämaa and Jardine 2020). Especially historically 
marginalised groups have been and continue to be 
dehumanised through systemic oppression and 
violence.

https://books.google.nl/books?hl=en&lr=&id=S5ySGySXJAYC&oi=fnd&pg=PR9&dq=bell+hooks+teaching+community&ots=41pNJNOyrr&sig=TPdhZJM5oQOCrBqlEBdZQHbvt6o
https://books.google.nl/books?hl=en&lr=&id=S5ySGySXJAYC&oi=fnd&pg=PR9&dq=bell+hooks+teaching+community&ots=41pNJNOyrr&sig=TPdhZJM5oQOCrBqlEBdZQHbvt6o
https://xerte.uu.nl/play.php?template_id=1127#page1
https://l.facebook.com/l.php?u=https%3A%2F%2Fwww.instagram.com%2Fp%2FCF6oMy0FmT1%2F%3Futm_medium%3Dcopy_link%26fbclid%3DIwAR3saKi2OMTtFaMshlJ6p2N3ywJgXivpUVY9sFtWqYWZ2mU6wRt4yeqx6ds&h=AT3F8I2K0X4y76aH4fIERL2wEUZnp7C40tnnpQ_REbRA14-Oanqb-O86ftSvhkDlqNykNyGwG4gsgGQeloqAFhVJ0Tx8gzls_tVMSp-J4939m6JyZ4726DK8E_TFr0DUadv5XQ
 https://www.academia.edu/43905547/Objectification_Inferiorization_and_Projection_in_Phenomenological_Research_on_Dehumanization
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Diversity
We understand diversity in a two-fold way, namely 1) 
diversity of people and 2) diversity of knowledge, based 
on the definition given in the “Let’s do Diversity” report 
(Wekker et al, 2016): 

“Diversity of people is concerned with the 
challenge of having a diverse academic environ-
ment, including people with different cultural 
and socio-economic backgrounds, religions, 
(dis-)abilities, genders, skin colors, sexual pre-
ferences, ages, and other characteristics that 
shape their position in society. We envision a 
university that strives toward equal opportuni-
ties for all, where people are free from discrimi-
nation and feel that they belong. To assess this 
type of diversity, we asked questions such as: 
What are the gendered and ethnic characteris-
tics of the people who occupy important posi-
tions at the University? Which power pyramids 
are structural, despite the variety in the archipe-
lago of islands that make up the University?

Diversity in knowledge refers to the challenge 
to broaden academic traditions and mainstream 
canons which are solely centered on Europe 
and the US, by adopting other academic per-
spectives and approaches to teaching and 
learning. We envision a university community 
that is conscious of how academic knowledge 
is influenced by its historical conditions, and of 
its social and environmental impact. To assess 
this type of diversity, we asked questions such 
as: What epistemic frameworks are favored in a 
particular discipline? Who are the subjects that 
‘know’ and are taken seriously; in other words: 
who gets to speak in relation to curricula, in the 
classroom, in textbooks, and on what grounds?” 
(page 3)

Emotional labour
We use the definition of emotional labour by the Univer-
sity of British Columbia:

“The process of managing feelings and expres-
sions to fulfil the emotional requirements of 
work. More specifically, workers are expected 
to regulate their emotions during interactions 
with superiors and clients. For many BIPOC 
individuals, this includes managing feelings and 
expressions when encountering incidents of 
racism, white fragility, and microaggressions 
daily.”

Ethnicity
We use the definition from the Tropenmuseum’s 
Words Matter publication: 

“ “Ethnicity” refers to the shared social, cultu-
ral or historical experiences and practices of a 
group of people, for example, language, religi-
on or dress, and usually a national or regional 
background. “Ethnic group” describes the 
people having these shared features. While it 
may seem a neutral category it often is used 
to describe something or someone different 
from the norm or foreign, for example in “ethnic 
food” or “ethnic music.” When used to descri-
be people, the term is normally associated with 
minority groups, although everyone has an eth-
nic identity. “Ethnicity” is sometimes confused 
with race and is incorrectly used by many as an 
alternative term, sidestepping the reference in 
race to biological differences.” (page 106)

Eurocentrism
We use the definition of eurocentrism from The Ency-
clopedia of World Problems & Human Capital:

“The implicit, or explicit, assumption that Eu-
ropean (or Euro-American) perspectives are in 
some way superior to those centred on other 
cultures or regions and as such deserves a pri-
vileged position in society and policy-making. 
This is sustained by the belief that Europe was 
the primary focal point of human history.”

Equity
We use the definition of equity by the University of 
Iowa:

Equity refers to fair and just practices and po-
licies that ensure all community members can 
thrive. Equity is different from equality in that 
equality implies treating everyone as if their 
experiences are exactly the same. Being equi-
table means acknowledging and addressing 
structural inequalities — historic and current — 
that advantage some and disadvantage others. 
Equal treatment results in equity only if everyo-
ne starts with equal access to opportunities. 

Exotification
Exotification is the process of viewing “others” 
(meaning non-white people and their cultures) as 
“exotic”. We use the definition of “exotic” from the 
Tropenmuseum’s Words Matter publication: 

“This term is derived from the Ancient Greek word 
“exōtikós,” literally meaning “from the outside.” 
It entered the Dutch language with the meaning 
of foreign/alien, which it still has today. The term 
has become intertwined with ideas about the 
(racialized and sexualized) Other. The term 

https://research.vu.nl/en/publications/lets-do-diversity-report-of-the-university-of-amsterdam-diversity
https://vpfo.ubc.ca/edi/edi-resources/edi-glossary/#e
https://vpfo.ubc.ca/edi/edi-resources/edi-glossary/#e
https://www.tropenmuseum.nl/sites/default/files/2021-04/words_matter.pdf.pdf
http://encyclopedia.uia.org/en/problem/133760
http://encyclopedia.uia.org/en/problem/133760
https://diversity.uiowa.edu/resources/dei-definitions
https://diversity.uiowa.edu/resources/dei-definitions
https://www.tropenmuseum.nl/sites/default/files/2021-04/words_matter.pdf.pdf
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“exotic” is commonly used to describe plants 
and animals, but is also used for people (usually 
people of color), where it has a connotation of 
being different from the norm, especially in refe-
rence to appearance and name (for example 
“what an exotic name!”). Sometimes it has a 
sensual connotation.” (page 107)

First generation students 
The first generation of students (regardless of race 
and ethnicity) attending higher education. Oftentimes 
being the first member of their immediate family to 
obtain an academic degree. For example; a student 
with a working class background whose parents/
caretakers never attended university. 

Inclusivity
Following the Let’s Do Diversity report (Wekker et al, 
2016), we will understand inclusivity in the sense of 
an inclusive community, “where everyone gets the 
opportunity to optimally develop his or her [or their] 
talents, irrespective of gender, ethnicity, age, sexual 
orientation, able-bodiedness and social, cultural and 
religious background”.

Intersectionality
We use the definition of intersectionality as mentioned 
in the “Toolbox Diversity in Education” by Utrecht 
University:

“Intersectionality as developed by Kimberle 
Crenshaw (1989) means that diversity is never 
only about one aspect of identity and diffe-
rence (gender, race/ethnicity, etc). Various 
forms of discrimination reinforce each other 
and need to be understood in relation to each 
other. For example, experiences of gender are 
always related to people’s ethnic and sexual 
backgrounds. Different social positionings thus 
need to be taken into account.”

(Historically) marginalised people/marginalised 
communities
Historically marginalised people and communities 
have been discriminated against and racially abused 
throughout history and up until this day based on 
certain characteristics. Following notions rooted in 
white supremacist culture these people are rendered 
inferior.

• Gender; women, femmes and non-binary people
• Citizenship; undocumented and illegalised people
• Race and ethnicity; Black, Indigenous and People 

of colour and their cultures 
• Religion; non-Christian religious people

• Sexuality; LGBTQIA+ communities
• Socio-economic status; people from a working 

class background, people who live in precarity/
poverty

• Ablebodiedness; disabled people, people with 
disabilities and chronic illnesses and/or neurodi-
verse conditions

Microaggressions
Drawing on the Let’s Do Diversity report (Wekker et 
al, 2016), we understand microaggressions as follows:

“The ‘micro’ aspect of the discriminations does 
not refer to the degree of the insult but rather 
to the subtlety with which it happens. This 
subtlety may be covered over or safeguarded 
by disclaimers, such as the well-trodden “I 
am not a racist, but …”, or the aggressor might 
defend his or her intentions as innocuous, or 
as being humorous, which makes them all the 
more difficult to address. Microaggressions 
often function as a test to be accepted into 
the group: when the respondents challenge 
the incident, they clearly do not pass the test. 
Noteworthy is that usually those who witness 
the exchange do not protest against it. On the 
contrary, often there is a lack of acknowledg-
ment of the discrimination.” (page 48)

Neurodiversity
We use the definition of neurodiversity by Exceptional 
Individuals:

“Neurodiverse refers to a community of people 
whose members are neurodivergent.

Neurodiversity is an approach to education 
and ability that supports the fact that various 
neurological conditions are the effect of 
normal changes and variations in the human 
genome.

ADHD, Autism, Dyspraxia, and Dyslexia all fall 
within the spectrum of “Neurodiversity”.

Neuro-differences are recognised and appre-
ciated as a social category similar to differen-
ces in ethnicity, sexual orientation, gender, or 
ability.

For example, a condition such as dyslexia is 
an integral part of a person. To take away their 
dyslexia is to take away from the person.”

https://research.vu.nl/en/publications/lets-do-diversity-report-of-the-university-of-amsterdam-diversity
https://xerte.uu.nl/play.php?template_id=1127#page1
https://research.vu.nl/en/publications/lets-do-diversity-report-of-the-university-of-amsterdam-diversity
https://exceptionalindividuals.com/neurodiversity/
https://exceptionalindividuals.com/neurodiversity/
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Othering
We understand “othering”, based on the definition 
given in the “Let’s do Diversity” report (Wekker et al, 
2016):

“Othering has to do with the efforts to see one-
self as someone with a ‘normal’, positive social 
identity by (positive) comparison with others. 
Others are seen as different, as less-‘normal’, 
or even as people who have fewer rights to 
their opinions, norms, cultures and experien-
ces, and have to adapt. They are seen as outsi-
ders, as others. One’s own position is defined 
in contrast with the position of others, so there 
is a strong connection between othering and 
positionality. These contrasts can be based on 
(perceived) differences in race/ethnicity, ge-
nder, sexual orientation, social position, (dis-)
ability, religion, ideology, and so on. Othering 
is a way of taking distance from and inferiori-
zing others because of the way they are and/or 
live.” (page 45-46)

Paternalism
We follow the definition of the term paternalism from 
Tema Okun:

Paternalistic behaviour occurs when;

• “decision-making is clear to those with 
power and unclear to those without it

• those with power think they are capable of 
making decisions for and in the interests of 
those without power

• those with power often don’t think it is 
important or necessary to understand the 
viewpoint or experience of those for whom 
they are making decisions

• those without power understand they do 
not have it and understand who does

• those without power do not really know 
how decisions get made and who makes 
what decisions, and yet they are complete-
ly familiar with the impact of those decisi-
ons on them”.

People with a disability/disabled people
We use the definition of the term “disabled” from the 
Tropenmuseum’s Words Matter publication: 

“Disabled, like the word “handicap”, is an 
umbrella term to describe varying forms of 
intellectual to physical impairments. In recent 
years, “disability” has replaced “handicap” 
in much of Western Europe and the United 
States. At the beginning of the twentieth cen-
tury, the term “handicap” was used to descri-

be a person’s “deficit” or inability to function 
“normally.” Beginning in the 1970s this concept 
of “deficit” and related words like “handicap-
ped” became increasingly contested. Activists 
argued that a disability was not an individual 
problem to solve, but a social construct that 
made living with an impairment into a problem. 
People no longer wanted to be called “the 
disabled,” but rather “disabled people” (UK) or 
“people with disabilities” or “differently abled” 
(US).” (page 102)

Positionality
We understand “positionality”, based on the definition 
given in the “Let’s do Diversity” report (Wekker et al, 
2016):

“Recognizing that all knowledge and every 
scientist has a distinct position – recognizing 
their ‘positionality’ and the underlying power 
arrangements – creates space for alternative 
and critical perspectives and experiences. 
This enriches academic work as it stimulates 
dialogue, critical thinking, and the explorati-
on of new angles. Furthermore, it challenges 
power inequalities and allows legitimacy to 
the thoughts and experiences of people with 
different positionalities.” (page 7)

Privilege
We follow the definition of “privilege” used by dicti-
onary.com:

“a) right, immunity, or benefit enjoyed by a par-
ticular person or a restricted group of people 
beyond the advantages of most:

[For example,] the privileges of the very rich.

b) the unearned and mostly unacknowledged 
societal advantage that a restricted group of 
people has over another group:

[For example,] white privilege based on skin 
color; male privilege; children of privilege.” 

Queer
We use the definition from the Tropenmuseum’s 
Words Matter publication: 

“Particularly since the 1980s, “queer” has 
served as an umbrella term for sexual interests 
and identities that challenge social norms for 
sexual behavior. The term is not only shorthand 
for “LGBT” but also the full range of human 
sexuality, for example people with sexual fe-

https://research.vu.nl/en/publications/lets-do-diversity-report-of-the-university-of-amsterdam-diversity
https://www.whitesupremacyculture.info/uploads/4/3/5/7/43579015/okun_-_white_sup_culture_2020.pdf
https://www.tropenmuseum.nl/sites/default/files/2021-04/words_matter.pdf.pdf
https://research.vu.nl/en/publications/lets-do-diversity-report-of-the-university-of-amsterdam-diversity
https://www.dictionary.com/browse/privilege
https://www.dictionary.com/browse/privilege
https://www.tropenmuseum.nl/sites/default/files/2021-04/words_matter.pdf.pdf
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tishes or who practice polyamory. “Queer” has 
been reclaimed as a proud political and sexual 
identity from earlier etymological usages that 
meant strange, aslant or curious. The term, 
however, is still used as a slur against people 
perceived to be sexually deviant.” (page 134)

Race
We use the definition from the Tropenmuseum’s 
Words Matter publication:

““Race” is a debated term that refers to the 
categorization of humans based on physical 
features, including skin color. In racial thinking 
the color of one’s skin is regarded as a sign of 
incommensurable difference between groups, 
including a hierarchy in aptitude, abilities, even 
behavior and development. According to 18th- 
and 19th-century racial sciences, humans were 
divided into different groups, arranged hierar-
chically. These typologies reinforced colonial 
ideologies of difference, with the White Euro-
pean at the top of a racial hierarchy (see also 
“Caucasian” and “Negro”). While race is not 
a biological fact, it has social consequences, 
for example in discrimination, prejudice and 
inequality. Racism, therefore, should be under-
stood as a form of prejudice and discriminati-
on based on the presumed superiority of one 
group over another.” (page 135)

Racial weathering
We follow the definition for racial weathering as 
described by Cordero: 

“The term weathering was coined by Dr. Arline 
Geronimus, and it is a metaphor for how stress 
caused by everyday racism shapes or weathers 
the body (Martinez, 2020). Navigating a raciali-
zed reality means persistent high-effort co-
ping with acute and chronic stressors present, 
which has a profound effect on health, inclu-
ding hypertension, diabetes, and autoimmune 
disorders, as well as depression and anxiety 
(Boston, 2020; Geronimus et al., 2006).”

Racism
Racial discrimination, based on the definition of the 
European Commission:

Racial discrimination: Any distinction, exclusion, 
restriction or preference based on race, colour, 
descent, or national or ethnic origin which has the 
purpose or effect of nullifying or impairing the recog-
nition, enjoyment or exercise, on an equal footing, of 
human rights and fundamental freedoms in the poli-

tical, economic, social, cultural or any other field of 
public life.

Sexism
The definition of sexism as recommended by the 
Council of Europe (“Preventing and Combatting 
Sexism”, 2019):

Sexism: Any act, gesture, visual representation, 
spoken or written words, practice, or behaviour based 
upon the idea that a person or a group of persons is 
inferior because of their sex, which occurs in the 
public or private sphere, whether online or offline, 
with the purpose or effect of: violating the inherent 
dignity or rights of a person or a group of persons; or 
resulting in physical, sexual, psychological or 
socio-economic harm or suffering to a person or a 
group of persons; or creating an intimidating, hostile, 
degrading, humiliating or offensive environment; or 
constituting a barrier to the autonomy and full reali-
sation of human rights by a person or a group of 
persons; or maintaining and reinforcing gender stereo-
types.

Social justice
We follow the definition of social justice, as described 
by Pachamama Alliance:

“Social justice is the equal access to wealth, 
opportunities, and privileges within a society. 

Social justice as a concept arose in the early 
19th century during the Industrial Revolution 
and subsequent civil revolutions throughout 
Europe, which aimed to create more egalitarian 
societies and remedy capitalistic exploitation 
of human labor. Because of the stark strati-
fications between the wealthy and the poor 
during this time, early social justice advocates 
focused primarily on capital, property, and the 
distribution of wealth.

By the mid-20th century, social justice had 
expanded from being primarily concerned with 
economics to include other spheres of social 
life to include the environment, race, gender, 
and other causes and manifestations of ine-
quality. Concurrently, the measure of social 
justice expanded from being measured and 
enacted only by the nation-state (or govern-
ment) to include a universal human dimension. 
For example, governments today measure 
income inequality by only comparing people 
within the same nation. But social justice can 
also be applied on a broader scale at the level 
of humanity as a whole.”

https://www.tropenmuseum.nl/sites/default/files/2021-04/words_matter.pdf.pdf
https://www.edimprovement.org/post/weathering-the-effects-of-everyday-racism#:~:text=Weathering%20refers%20to%20the%20increased%20likelihood%20of%20earlier,et%20al.%2C%202006%29.%20Recognizing%20the%20Effects%20of%20Weathering
https://ec.europa.eu/home-affairs/what-we-do/networks/european_migration_network/glossary_search/racial-discrimination_en
https://rm.coe.int/prems-055519-gbr-2573-cmrec-2019-1-web-a5/168093e08c
https://rm.coe.int/prems-055519-gbr-2573-cmrec-2019-1-web-a5/168093e08c
https://www.pachamama.org/social-justice/what-is-social-justice
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Tokenism
We use the definition of “tokenism” from The Ency-
clopedia of World Problems & Human Potential: 

“Tokenism is the practice of making only a per-
functory or symbolic effort to be inclusive to 
members of minority groups, especially by re-
cruiting people from underrepresented groups 
in order to give the appearance of racial or 
gender equality within a workplace or educati-
onal context. The effort of including a token in-
dividual in work or school is usually intended to 
create the impression of social inclusiveness 
and diversity (racial, religious, sexual, etc.).”

Tone-policing
We follow the definitions from dictionary.com and 
Singh (2020):

Tone-policing “is a conversational tactic that 
dismisses the ideas being communicated when they 
are perceived to be delivered in an angry, frustrated, 
sad, fearful, or otherwise emotionally charged manner: 
It’s condescending to shut down an argument through 
tone policing. Tone policing can silence the narratives 
of oppressed populations” (dictionary.com).

“Tone policing is when someone tries to diminish the 
validity and importance of a statement by attacking 
the tone in which it is said and presented, instead of 
the message itself. This diversionary tactic is used 
everywhere—households, educational institutions, 
workplaces and most significantly in cultures of 
protests by people high up on the “privilege ladder”. 
It is yet another tool used to protect privilege instead 
of understanding the structures of oppression that 
exist in our society. Naming something and knowing 
what it is, is the first step towards fighting it” (Singh, 
2020).

Transgressive behaviour
We use the following definition, taken from the Brea-
king the Silences report (UvA Social Safety Taskforce, 
2021):

“The LNVH report distinguishes between dif-
ferent, sometimes overlapping, forms of trans-
gressive behaviour in the academy: academic 
sabotage, sexual harassment, physical and 
verbal threats, disparagement, and exclusion 
(Naezer et al. 2019: 19-23). Its authors point 
out that incidents are rarely isolated but struc-
turally linked to various forms of intimidation. 
Experiencing transgressive behaviour often 
has negative physical, psychological and pro-
fessional consequences, including depression, 
decreased motivation, fear, post-traumatic 

stress, and increased alcohol consumption 
(see Bondestam & Lundqvist 2018; McLaughlin 
et al. 2017; Naezer et al. 2019). 

Although the LNVH typology is based on the 
experiences of female scholars, it largely 
mirrors that of the Association of Universities in 
the Netherlands (VSNU). As the different forms 
of transgressive behaviour – and how they 
are related – reflect findings in the literature 
(see Harford 2018; Metzger et al. 2015; Rome-
ro-Sánchez et al. 2017; Savigny 2014), we begin 
with a typology:

1. Academic sabotage: impeding the intel-
lectual work of scholars and students. 
Sub-types include rendering contributions 
and ideas invisible; refusing promotion; not 
supporting career development; refusing 
access to physical or digital spaces; des-
cribing colleagues or students as incom-
petent; physically or financially ruining 
research.

2. Sexual harassment: any conduct with a 
sexual connotation that has the purpose or 
effect of affecting a person’s dignity. It can 
be verbal (comments, innuendo), non-verbal 
(inappropriate staring, certain gestures), or 
physical (touching). 

3. Physical or verbal harassment: psychologi-
cal, physical or verbal harassment, aggres-
sion, threats or assault, including shouting, 
swearing or getting too close physically. It 
can take the form of a hate crime motivated 
by hatred based on ethnicity/race, religion, 
sexual orientation, a disability, or a transge-
nder identity (UUK 2016: 10). 

4. Disparagement and micro-aggressions: be-
haviour that intends or results in humiliating 
people in front of others, or without other 
people present. It can be expressed in 
sexist, discriminatory, or racist jokes. Wrap-
ped in humour or disclaimers such as ‘I’m 
not racist, but...’, these kinds of expressions 
can be subtle (Wekker et al. 2016: 48).

5. Exclusion: behaviour that socially excludes 
people. For example, by speaking Dutch 
in international company, socially isola-
ting people by ignoring them, not involving 
them, or not inviting them to activities (ty-
pology by Naezer et al. 2019: 19-23; VSNU 
website).” (page 13)

Unlearning
We use the definition of unlearning as mentioned in 
the “Toolbox Diversity in Education” by Utrecht Univer-
sity:

http://encyclopedia.uia.org/en/problem/140655
http://encyclopedia.uia.org/en/problem/140655
https://www.dictionary.com/browse/tone-policing
https://feminisminindia.com/2020/07/17/infographic-tone-policing-why-its-wrong/
https://feminisminindia.com/2020/07/17/infographic-tone-policing-why-its-wrong/
https://www.uva.nl/binaries/content/assets/uva/nl/over-de-uva/over-de-uva/sociale-veiligheid/report-taskforce-social-safety-january-2021.pdf
https://www.uva.nl/binaries/content/assets/uva/nl/over-de-uva/over-de-uva/sociale-veiligheid/report-taskforce-social-safety-january-2021.pdf
https://xerte.uu.nl/play.php?template_id=1127#page1
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“We take up Spivak's notion of unlearning as 
a way to reflect on existing habits, biases, and 
assumptions in (anthropological, academic) 
thinking. The premise is that in order to be 
able to engage with different and more diverse 
epistemological views, one must first let go 
of dominantly held believes, truths, privileges, 
and presumptions that might limit recognizing 
non-dominant views as knowledge.”

Western
We use the definition from the Tropenmuseum’s 
Words Matter publication: 

“The West is an ideological, historical, econo-
mic and geographical concept, the meaning 
of which has shifted over time. The term re-
presents both a mental and physical division 
of the world that categorizes and contrasts 
people, cultures, religions and regions, placing 
them in a hierarchy. It is often contrasted with 
“niet-Westers” (not Western). Other terms with 
similar connotations include “Third World” (see 
also “Third World”), “developed”/”undevelo-
ped,” etc.” (page 143)

Whiteness
We use the definition from the Tropenmuseum’s 
Words Matter publication: 

“This term has long been used to describe a 
racial identity, based on skin color, and usually 
describes certain groups of Europeans and 
their emigrant population across the world. The 
term is associated with the racial sciences of 
the 18th and 19th centuries. As an ideological 
category associated for example with Europe’s 
imperial expansion, White has come to conno-
te progress, sophistication or cultured. Since 
the latter part of the 20th century there has 
been sustained critique of the social construc-
tion of Whiteness as norm, arguing that it is 
an identity category that emerged to justify 
or reinforce discrimination against non-White 
people. 

Within the Netherlands, in addition to incre-
asing critique of Whiteness are discussions 
about whether one should use the word Wit or 
Blank as descriptor (see also “Blank”).” (page 
144)

White supremacy
We use the following definition of “white supremacy” 
from The Encyclopedia of World Problems & Human 
Potential: 

“White supremacy or white supremacism is the 
belief that white people are superior to those 
of other races and thus should dominate them. 
The belief favors the maintenance and defen-
se of any power and privilege held by white 
people. White supremacy has roots in the 
now-discredited doctrine of scientific racism 
and was a key justification for European colo-
nialism. It underlies a spectrum of contempo-
rary movements including neo-Confederates, 
neo-Nazism and the so-called Christian Identity 
movement.

Different forms of white supremacy put forth 
different conceptions of who is conside-
red white, though the exemplar is generally 
light-skinned, blond-haired, and blue-eyed—
traits most common in northern Europe, which 
are pseudoscientifically viewed as being part 
of an Aryan race. Different groups of white 
supremacists identify various racial, ethnic 
and religious enemies, most commonly those 
of Sub-Saharan African ancestry, Indigenous 
peoples of the Americas and Oceania, Asians, 
multiracial people, Middle Eastern people, 
Jews, and Muslims.

As a political ideology, it imposes and main-
tains cultural, social, political, historical, and/
or institutional domination by white people 
and non-white supporters. This ideology has 
been put into effect through socioeconomic 
and legal structures such as the Atlantic slave 
trade, Jim Crow laws in the United States, the 
White Australia policies from the 1890s to the 
mid-1970s, and apartheid in South Africa. In 
addition, this ideology is embodied in the "Whi-
te power" social movement. Since the early 
1980s, the White power movement has been 
committed to overthrowing the United States 
government and establishing a white ethnosta-
te using paramilitary tactics.

In academic usage, particularly in critical race 
theory or intersectionality, "white supremacy" 
can also refer to a social system in which white 
people enjoy structural advantages (privilege) 
over other ethnic groups, on both a collective 
and individual level, despite formal legal equality.”

https://www.tropenmuseum.nl/sites/default/files/2021-04/words_matter.pdf.pdf
https://www.tropenmuseum.nl/sites/default/files/2021-04/words_matter.pdf.pdf
http://encyclopedia.uia.org/en/problem/136157
http://encyclopedia.uia.org/en/problem/136157
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APPENDICES
A. COMMUNIQUÉ: WE CALL 
FOR URGENT COMMUNITY 
CARE

14
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“On Wednesday 27 January 2021 we, Alfie Martis & Ali Şahin, 
started as new employees of WdKA and in the next six months 
we will lead the WdKA Office for Inclusivity. These are times 
of uncertainty, collective grief and trauma; as a result of the 
COVID-19 pandemic, new and worsened forms of systemic 
oppression have emerged. That is why we find it important to 
underline that we are here for you. We are more than just 
leaders of the WdKA Office for Inclusivity. We are both commu-
nity workers and our work is fundamentally built on anti-capi-
talistic, anti-racist, decolonial, and intersectional practices. 
Community work requires the work of all community members, 
as such the responsibility and accountability for creating an 
equitable and socially just WdKA community falls on all of us 
and not just on the shoulders of this metaphorical Office for 
Inclusivity. We need to foster a shared sense of responsibility 
and accountability within the WdKA community in order to 
create and promote a socially just and safe(r) WdKA that centra-
lises community care. Therefore, it is important that we all 
commit to the necessary processes of active (un)learning, (re)
imagining, dreaming, and decolonising.

Our main tasks are two-fold. Firstly, we will be writing an 
advisory report to the WdKA Board on the design and policy 
implementations needed, in order for the Office for Inclusivity 
to be holistically and collectively embedded within the academy. 
This advisory report will be due at the end of July 2021. 
Secondly, we will be responsible for supporting existing groups/
initiatives, and facilitating new groups/initiatives, for and by 
WdKA students and staff who are doing important work on 
diversifying the student/staff body and decolonising the curri-
culum.

In our first few days working at WdKA, we have already spoken 
to several stakeholders who have expressed the urgent need 
for safer spaces for historically marginalised students and staff 
who are BIPOC (Black, Indigenous and People of Color), from 
LGBTQIA+ communities, neurodiverse people and people with 
disabilities/disabled people and/or chronic illnesses. We find 
it important to also express our commitment to representation, 
inclusion and equal opportunities for first-generation, 
socio-economically disenfranchised, undocumented students 
and staff, and all other marginalised groups within the academy.

Online Walk-In every Thursday at 13.00 – 14.00 hrs 
In order to facilitate this urgent need for community care, we 
will organise Online Walk-In Hours on Teams in which the 
experiences of historically marginalised people within the 
academy will be centralised. From February 11 onwards, you 
will be able to ‘walk in’ and talk to us between 13:00 and 14:00 
hrs on Thursdays through this link – these times may be subject 
to change for future walk-in meetings.

In addition, you can also approach us if you want to talk about 
confidential matters – anything that has to do with social safety, 
representation, equity, social justice, decolonisation and inter-
sectionality – because existing support structures within WdKA 
and RUAS (Hogeschool Rotterdam) seem deficient. Students 
and staff who are marginalised need an accessible place of 
support, where they can voice their experiences and complaints 
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to people in which they can confide and recognise themselves 
– without the fear of retaliation, intimidation or having to compro-
mise on their own identities as a person and/or artist. Please 
reach out to us if there is anything you wish to share. Our 
conversations will happen in full confidentiality, and we will 
only report/take further action in agreement with you. You can 
make an appointment with both of us or one of us, as a group 
or as an individual. Whatever you prefer.

We also hope to get in touch with students and staff who are 
organising/working on the margins of the academy, to acknow-
ledge their work and make their efforts (more) visible. This way 
we can collaborate without having to reinvent the wheel. 
Furthermore, we believe that allyship and collaboration between 
all WdKA staff and students will help alleviate feelings of lone-
liness and fragmentation. Allyship and collaboration between 
all members of the WdKA community are essential in promoting 
a collective sense of responsibility and culture of accountabi-
lity in which all staff and students are cognisant of their process 
of (un)learning.

All your experiences and stories will help us formulate a 
thorough and critical advisory report on the design and policy 
needed to build the Office for Inclusivity. In the meantime, we 
will work on supporting and facilitating new and existing groups 
and initiatives while also providing counselling, and organising 
online events, meet-ups, walk-in hours, etc. If you want to colla-
borate with us, have suggestions for our work or just want to 
talk to us, then please get in touch:

Alfie Martis (M.A.A.A.Martis@hr.nl) & Ali Şahin (A.Sahin@hr.nl)

Kind regards,

Alfie Martis and Ali Şahin”
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EQUITY, DIVERSITY AND INCLUSIVITY (EDI)
SURVEY DISCLAIMER (1 OF 5)

Given the sensitivity of this topic, below we have added a 
disclaimer explaining the background information behind this 
survey design. Thank you for taking the time to read and 
complete these EDI questions.
Purpose:

The purpose of these following EDI questions is to gather 
specific data related to the backgrounds and experiences of 
students, so the Office for Inclusivity (O4i) can form a better 
picture of what policies are needed to foster equity, diversity 
and inclusivity (in short: EDI) at WdKA. On top of providing 
support to marginalized students and staff, our main tasks 
remain to critically research the state of EDI at WdKA while 
also advising management on how to embed the O4i within 
WdKA’s existing framework. The O4i was called into being after 
continuous protests and calls for inclusivity from grassroots 
student collectives and individual students and staff members 
within and outside WdKA. Right now, we are in the process of 
writing an advisory report that is due this Summer. In the past 
5 months we have spoken to many people – students, teachers 
as well as supporting staff – to listen to your stories and expe-
riences. All of these on their own are extremely valuable and 
valid, but together they have proven to be essential in being 
able to articulate and work towards a socially just and safe(r) 
WdKA that centralizes community care. We believe that our 
qualitative research can be complemented and further substan-
tiated by quantitative data that will be collected through this 
survey. We also hope to gain new insights on experiences 
relating to race, gender, sexuality, accessibility, etc. and the 
intersections thereof that we may have missed in our conver-
sations over the past 5 months.

Check our introduction video: https://youtu.be/FR6IW7bwQwQ 
Check our MyWdKA: https://static.mywdka.nl/inclusion/ 

This data will solely be used by the Office for Inclusivity for 
their advisory report that is due this Summer. This survey will 
also serve as a baseline measurement (in Dutch: “nulmeting”) 
for collecting EDI-related data, because there is no previous 
collection of similar data.

Without EDI data, it is impossible to keep track of possible 
institutional and systemic changes. The Office for Inclusivity 
wants this baseline measurement to be one of the first of many 
EDI surveys carried out by WdKA, and hopes to keep conduc-
ting similar EDI surveys on a yearly basis to be able to create 
comparative analyses on the state of EDI at WdKA. NB: We do 
not believe in reinventing the wheel when it comes to EDI work. 
Our survey questions have been modelled after the survey 
design from the Let's Do Diversity report (Wekker et al, 2016) 
conducted at the University of Amsterdam:

https://www.uva.nl/binaries/content/assets/uva/nl/over-
de-uva/democratisering/commissie-diversiteit/1.-diversi-
ty-commission-report-2016-12-10.pdf 

https://youtu.be/FR6IW7bwQwQ
https://static.mywdka.nl/inclusion/
https://www.uva.nl/binaries/content/assets/uva/nl/over-de-uva/democratisering/commissie-diversiteit/1.-diversity-commission-report-2016-12-10.pdf
https://www.uva.nl/binaries/content/assets/uva/nl/over-de-uva/democratisering/commissie-diversiteit/1.-diversity-commission-report-2016-12-10.pdf
https://www.uva.nl/binaries/content/assets/uva/nl/over-de-uva/democratisering/commissie-diversiteit/1.-diversity-commission-report-2016-12-10.pdf


100

I W
E H

AV
E T

O C
HA

NG
E t

o 
St

ay
 th

e 
Sa

m
e

B. 2021 STUDENT SURVEY 
ON EQUITY, DIVERSITY AND 
INCLUSIVITY AT WDKA
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EDI SURVEY DISCLAIMER (2 OF 5)
IMPORTANCE OF SELF-IDENTIFYING EDI SURVEY

Surveys that use self-identification questions provide the WdKA 
with crucial information that the institute as a whole can use 
to leverage and make important decisions on adequate policies, 
resources and support for marginalized students. This infor-
mation directly and indirectly impacts overall student wellbeing, 
engagement and retention, while also providing the WdKA with 
data that can be used to measure their own institutional 
successes and barriers related to equity, diversity and inclu-
sivity.

This self-identifying EDI survey aims to enable the Office for 
Inclusivity to:
• Create programs that support marginalized students
• Provide resources to support marginalized students
• Keep conversations around equity, diversity and inclusivity 

of WdKA high on the agenda
• Normalize the importance of collecting, documenting and 

tracking EDI data for comparative analyses
• Identify institutional problems that marginalized students 

face and advise on policy change needed to prevent these 
problems from happening in the first place

• Facilitate inclusive curriculum change
• Measure and evaluate the state of equity, diversity and 

inclusivity with hard data (in addition to anecdotal evidence/
stories already known through meetings with various stake-
holders within WdKA and the Hogeschool Rotterdam/RUAS)

EDI SURVEY DISCLAIMER (3 OF 5)
PRIVACY AND CONFIDENTIALITY

For the sake of confidentiality, no other parties apart from the 
Office for Inclusivity (Alfrida (Alfie) Martis & Ali Sahin) will be 
able to access the EDI data.

The raw data will be stored in a locked file on the servers of 
Hogeschool Rotterdam/RUAS and will be kept until July 2022. 
The Office for Inclusivity will be analyzing and interpreting the 
data. This task falls under the mandate of the Office for Inclu-
sivity who have been tasked with writing an independent critical 
advisory report on the state of equity, diversity and inclusivity 
at WdKA. This advisory report will be used as a roadmap by 
management to implement new policies that will foster EDI at 
WdKA.

If you are concerned about privacy legislations and AVG data 
rules, you can direct your question at the Hogeschool 
Rotterdam/RUAS' privacy officer Luc Petersen: l.m.petersen@
hr.nl

EDI SURVEY DISCLAIMER (4 OF 5)
SUPPORT

We understand that completing this EDI survey might be diffi-
cult and triggering for students who have experienced and 
continue to experience various forms of racism, discrimination 
and harassment at WdKA. Please be aware that all questions 
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are self-identifying and that you can skip certain questions 
and/or answer "I prefer not to disclose". There is no need to 
reshare your traumas, if you feel uncomfortable doing so. WdKA 
students can reach out to the Office for Inclusivity: wdka.
officeforinclusivity@hr.nl with questions they might have with 
regards to the survey design.

If you need to talk about EDI-related problems you are facing, 
you can contact these support options:
• Office for Inclusivity (for general support in dealing with 

EDI-related problems): wdka.officeforinclusivity@hr.nl
• Confidential advisor Anja-Melkert Nieuwenhuizen (for ques-

tions regarding the official complaint procedure and repor-
ting an official complaint): j.a.m.melkert-nieuwenhuizen@
hr.nl

• Vitality Coach Karlin Boelens-van der Klink (for short-term 
prevention coaching & wellness activities): k.n.boelens-van.
der.klink@hr.nl

• Your SLC
• Student Counselors (Decanaat) (for circumstances that 

impact your study progress and may lead to study delays, 
for example: health issues, personal and family issues, 
financial issues, housing issues, studying with a disability 
and/or chronic illness, extending your study loan/DUO etc.): 
studentendecanaatwb@hr.nl

• Policy Advisor of International Affairs Cora Santjer (for 
questions concerning internationalization, exchanges and 
recruitment of international students): c.j.santjer@hr.nl

• Management team: Jeroen Chabot (dean), Rene Verouden, 
Charlotte Bik, Miriam Bestebreurtje and Roger Teeuwen

We invite you to make use of the option(s) that you feel most 
comfortable with in case you wish to talk to someone regarding 
the topics of this survey, or any other topic that affects your 
safety and wellbeing at WdKA.

EDI SURVEY DISCLAIMER (5 OF 5)

1. Consent
I hereby agree that the data I enter in this form can be used 
anonymously by the Office for Inclusivity for their advisory 
report that is due in the Summer of 2021. In other words: the 
data that is used in the advisory report cannot be traced back 
to my personal identity and experiences, and will only be used 
and stored for the sole purposes stated clearly in the disclaimer 
above. This anonymized report will be made public and 
discussed openly within WdKA.

EDI Respondent Background Information

2. What is your age group?
 ‣ 16 - 20
 ‣ 21 - 29
 ‣ 30 - 39
 ‣ 40 - 49
 ‣ 50+
 ‣ Prefer not to disclose

3. Please select the gender identity you (most) identify with 
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(multiple answers possible):
 ‣ (Cisgender) Female
 ‣ (Cisgender) Male
 ‣ Trans(gender) Female
 ‣ Trans(gender) Male
 ‣ Trans(gender)
 ‣ Intersex
 ‣ Non-binary / Gender Non-Conforming
 ‣ Genderqueer
 ‣ Genderfluid
 ‣ Prefer not to disclose
 ‣ Other

4. Please select your sexual orientation/identity (multiple 
answers possible):
 ‣ Bisexual
 ‣ Heterosexual/straight
 ‣ Lesbian
 ‣ Gay
 ‣ Trans
 ‣ Queer
 ‣ Asexual
 ‣ Pansexual
 ‣ Polyamorous
 ‣ Prefer not to disclose
 ‣ Other

5. How do you racially identify? For example: Asian, Black, 
Latino, White, … (or prefer not to disclose)
 ‣ Enter your answer

6. How do you ethnically identify? For example: Arab, Dutch, 
Jewish, Indian, Turkish, … (or prefer not to disclose)
 ‣ Enter your answer

7. How do you religiously identify (multiple answers possible)?
 ‣ Christian
 ‣ Muslim
 ‣ Jewish
 ‣ Hindu
 ‣ Buddhist
 ‣ Sikh
 ‣ Agnostic
 ‣ Atheist
 ‣ Spiritualist
 ‣ Prefer not to disclose
 ‣ Other

8. Do you have a disability and/or chronic illness?
 ‣ Yes
 ‣ No
 ‣ Prefer not to disclose

9. Please choose (multiple answers possible):
 ‣ Physical disability
 ‣ Mental/psychological disability
 ‣ Audiovisual impairment
 ‣ Neurodivergent (for example: AD(H)D, Autism Spectrum 

Disorders, intellectual disability, Dyscalculia, Dyslexia, Dyspraxia, 
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Dysnomia, Tourette's Syndrome, developmental speech disor-
ders etc.)
 ‣ Prefer not to disclose
 ‣ Other

10. I grew up in a household where:
 ‣ There was generational wealth and we had a lot of sa-

vings.
 ‣ We never had to worry about money.
 ‣ There was worry about money but we made ends meet.
 ‣ There was always financial precarity.
 ‣ I prefer not to disclose

EDI Experience Questions

11. Do you experience a sense of belonging or community in 
your study groups?
 ‣ Yes, definitely
 ‣ Yes, moderately
 ‣ Neutral
 ‣ No, not really
 ‣ No, not at all

12. What would enable you to experience a better sense of 
belonging and/or a safer and more inclusive study environment?
 ‣ Enter your answer

13. Is there any additional information you would like to share?
 ‣ Enter your answer

EDI Experience Questions

DIVERSITY: 
(From UvA) Within the context of this survey we will understand 
diversity in the sense of diversity of people, based on the 
definition given in the “Let’s do Diversity” report of the UvA: 
“Diversity means an inclusive approach (…) [to] the make-up of 
the groups who carry out the research. ”We support the state-
ment made in this report that “diversity is paramount to gene-
rating academic excellence”

(Wekker, G., Slootman, M. W., Icaza Garza, R., Jansen, H., & 
Vázquez, R. (2016). Let's do Diversity: report of the University 
of Amsterdam Diversity Commission.)

INCLUSIVITY: 
(From UvA) Furthermore, following the same report, we will 
understand inclusion in the sense of an inclusive community, 
“where everyone gets the opportunity to optimally develop his 
or her talents, irrespective of gender, ethnicity, age, sexual 
orientation, able-bodiedness and social, cultural and religious 
background”.

EQUITY: 
(From University of Iowa) Equity refers to fair and just practices 
and policies that ensure all community members can thrive. 
Equity is different than equality in that equality implies treating 
everyone as if their experiences are exactly the same. Being 
equitable means acknowledging and addressing structural 
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inequalities — historic and current — that advantage some and 
disadvantage others. Equal treatment results in equity only if 
everyone starts with equal access to opportunities. 

14. How important is inclusivity, diversity and equity in the 
academy for you?
 ‣ Very important
 ‣ Somewhat important
 ‣ Neutral
 ‣ Not so important
 ‣ Not at all important

15. Is there any additional information you would like to share 
regarding the question above?
 ‣ Enter your answer

16. How would you personally rate WdKA’s curricula/courses 
in terms of their engagement with equity, diversity and inclu-
sivity?
 ‣ Very good
 ‣ Somewhat good
 ‣ Neither good nor bad
 ‣ Somewhat bad
 ‣ Very bad

17. Is there any additional information you would like to share 
regarding the question above?
 ‣ Enter your answer

18. What kind of courses and curricula would enable you to 
experience a better sense of belonging and/or a safer and 
more inclusive study environment?
 ‣ Enter your answer

19. Is there any additional information you would like to share 
regarding the question above?
 ‣ Enter your answer

20. Have you ever felt uncomfortable at WdKA because of your 
race, gender, religion, sexual orientation, etc.?
 ‣ Yes
 ‣ No

21. Is there any additional information you would like to share 
regarding the question above?
 ‣ Enter your answer

22. How comfortable are you discussing issues of discrimina-
tion and harassment with:
Very comfortable/Comfortable/Uncomfortable/Very uncomfor-
table/Not applicable

 ‣ Fellow students
 ‣ Tutors
 ‣ Your SLC
 ‣ Student counselor (decaan)
 ‣ Management team
 ‣ Confidentiality advisor
 ‣ Office for Inclusivity

A
P

P
EN

D
IC

ES



106

I W
E H

AV
E T

O C
HA

NG
E t

o 
St

ay
 th

e 
Sa

m
e

23. Is there any additional information you would like to share 
regarding the question above?
 ‣ Enter your answer

24. If you would experience discrimination or harassment, 
please specify what your preferred communication channel 
would be or why you think you do not know where to go for 
help.
 ‣ Enter your answer

25. Is there any additional information you would like to share 
regarding the question above?
 ‣ Enter your answer

EDI Experience Questions

RACISM: 
(From UvA) Within the context of this survey we will understand 
racism in the sense of racial discrimination, based on the defi-
nition of the European Commission (https://ec.europa.eu/
home-affairs/what-we-do/networks/european_migration_
network/glossary_search/racial-discrimination_en):

Racial discrimination: Any distinction, exclusion, restriction or 
preference based on race, colour, descent, or national or ethnic 
origin which has the purpose or effect of nullifying or impairing 
the recognition, enjoyment or exercise, on an equal footing, of 
human rights and fundamental freedoms in the political, 
economic, social, cultural or any other field of public life.

26. How comfortable do you feel discussing racism within 
WdKA?
 ‣ Very comfortable
 ‣ Comfortable
 ‣ Uncomfortable
 ‣ Very uncomfortable
 ‣ Not applicable

27. Is there any additional information you would like to share 
regarding the question above?
 ‣ Enter your answer

28. Does racism in broader society directed toward you affect 
your ability to work or focus on your studies?
 ‣ Yes
 ‣ No

29. Is there any additional information you would like to share 
regarding the question above?
 ‣ Enter your answer

EDI Experience Questions

SEXISM: 
(From UvA) Within the context of this survey we will use the 
definition of sexism as recommended by the Council of Europe 
("Preventing and Combatting Sexism", 2019) (https://rm.coe.
i n t /p re m s - 055519 - g b r-2573 - c m rec -2019 -1-we b -
a5/168093e08c):

https://ec.europa.eu/home-affairs/what-we-do/networks/european_migration_network/glossary_search/racial-discrimination_en
https://ec.europa.eu/home-affairs/what-we-do/networks/european_migration_network/glossary_search/racial-discrimination_en
https://ec.europa.eu/home-affairs/what-we-do/networks/european_migration_network/glossary_search/racial-discrimination_en
https://rm.coe.int/prems-055519-gbr-2573-cmrec-2019-1-web-a5/168093e08c
https://rm.coe.int/prems-055519-gbr-2573-cmrec-2019-1-web-a5/168093e08c
https://rm.coe.int/prems-055519-gbr-2573-cmrec-2019-1-web-a5/168093e08c
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Sexism: Any act, gesture, visual representation, spoken or 
written words, practice, or behaviour based upon the idea that 
a person or a group of persons is inferior because of their sex, 
which occurs in the public or private sphere, whether online 
or offline, with the purpose or effect of: violating the inherent 
dignity or rights of a person or a group of persons; or resulting 
in physical, sexual, psychological or socio-economic harm or 
suffering to a person or a group of persons; or creating an 
intimidating, hostile, degrading, humiliating or offensive environ-
ment; or constituting a barrier to the autonomy and full reali-
sation of human rights by a person or a group of persons; or 
maintaining and reinforcing gender stereotypes

30. How comfortable do you feel discussing sexism within 
WdKA?
 ‣ Very comfortable
 ‣ Comfortable
 ‣ Uncomfortable
 ‣ Very uncomfortable
 ‣ Not applicable

31. Is there any additional information you would like to share 
regarding the question above?
 ‣ Enter your answer

32. Does sexism in broader society directed toward you affect 
your ability to work or focus on your studies?
 ‣ Yes
 ‣ No

33. Is there any additional information you would like to share 
regarding the question above?
 ‣ Enter your answer

34. Do you experience discrimination differently or more seve-
rely because you are part of multiple underrepresented groups?
 ‣ Yes
 ‣ No

35. Is there any additional information you would like to share 
regarding the question above?
 ‣ Enter your answer

36. Do you feel that your gender identity is respected at WdKA?
 ‣ Yes
 ‣ No

37. Is there any additional information you would like to share 
regarding the question above?
 ‣ Enter your answer

General Questions

38.In an ideal world, what would the Office for Inclusivity look 
like for you? (for example, think about spatial design/location 
of the office, the support such an office should be able to offer 
to marginalized students.)
 ‣ Enter your answer

A
P

P
EN

D
IC

ES



108

I W
E H

AV
E T

O C
HA

NG
E t

o 
St

ay
 th

e 
Sa

m
e

39. Is there anything else that you missed in this EDI survey 
and would like to share with us?
 ‣ Yes
 ‣ No

40. Please explain here:
 ‣ Enter your answer
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C. ALTERNATIVE 
WORKING AS-
SEMBLY (AWA)’S 
“WILD AND CON-
SENSUAL DE-
MANDS TOWARDS 
WDKA”
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https://drive.google.com/file/d/1Rlkzoq3e03r-Lj4a83NPPilrk2Dxdcsc/view?usp=sharing
https://drive.google.com/file/d/1Rlkzoq3e03r-Lj4a83NPPilrk2Dxdcsc/view?usp=sharing
https://drive.google.com/file/d/1Rlkzoq3e03r-Lj4a83NPPilrk2Dxdcsc/view?usp=sharing
https://drive.google.com/file/d/1Rlkzoq3e03r-Lj4a83NPPilrk2Dxdcsc/view?usp=sharing
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