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Abstract

We live in a social, politically charged world that still battles with institutionalized

discrimination, and inclusion of diverse individuals. Higher Educational Institutions (HEI) with

the role and in the position of equipping learners with knowledge, attitudes and skills to function

in the 21st century as well informed participative global citizens are in a position of dismantling

institutionalised discrimination, and promoting the decolonization of education as well as

diversity and inclusion (DI) initiatives. This study was a first step in implementation science,

aimed at understanding Black, Indigenous, and People of Colour (BIPOC) students' perspective

on DI in their Dutch HEI. A total of 30 participants were interviewed on their perception of six

main aspects regarding DI; 1) definitions conceptualization, 2) DI in education, 4) DI in support

services, 5) extracurricular activities, 6) in student university life and 7) perception of HEI strive

for DI. The interviews were analysed using content analysis. The results revealed that there is a

mixture of perceptions and experiences regarding DI in Dutch HEI from BIPOC students,

however, there is agreement that there is a lot more that universities could be doing in supporting

them in their university experiences. It is recommended that HEI are more intentional about their

DI initiatives and that this can be achieved through implementation of critical global citizenship

education, lifelong learning, professionalization skills, and general pedagogical strategies

amongst others into HEI curricula.

Keywords: HEI, Higher educational institutions, diversity, inclusion, decolonization of education,

institutionalized discrimination, BIPOC, black indigenous and people of colour.
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Introduction

There is an Ikalanga saying that goes "Wana tjako udzwale tjikukone tjili tjako". This

proverb means, "Find a thing of the place and plant it, and it fails being of that place", loosely

translated as "If you are among people of a different culture, do as they do". Various variations of

this proverb can be found throughout the world. In South Africa and China, sayings such as

"Don't ask for a chair in a place where the chief is sitting on the floor" (BBC News, 2013) and

"When you enter a village, follow the local customs; do as the natives do" (Powrie, 2014)

respectively, essentially convey the same or similar message. Other countries and cultures have

similar sayings, perhaps more widely known is the (Medieval Latin) idiom attributed to St.

Ambrose "sī fuerīs Rōmae, Rōmānō vīvitō mōre” (translation: if you find yourself in Rome, live

according to the Roman custom; if you find yourself elsewhere, live as they do there) more

commonly used as “When in Rome, do as the Romans do” (Law, 2018). This proverb perhaps

had its place in society centuries ago (if at all), however, in the growing multicultural

communities of the 21st-century these sayings, likely valid in their own time and context, might

have lost validity.

Through internationalisation, globalisation and technology, cultures worldwide have

through time redefined and reshaped how their cultures and beliefs are presented and passed on

to fit the context of today (Kaul, 2012; Scott, 2000; Lam, 2006). Countries today may project a

national cultural tradition (for the tourists) while in fact such a national culture hardly exists.

Culture is dynamic and continuously changing. The formation of ‘national’ culture is historically

influenced (see Appendix A) and redefined over time by many other cultures (Ergashev &

Farxodjonova, 2020; McSweeney, 2002; Minkov & Hofstede, 2014). The 21st century calls for
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promoting multicultural societies, and integration as opposed to assimilation of the non-Roman

as the saying suggests. Youth being the leaders of tomorrow are pioneers for a cultural shift in

values and beliefs from local/national to global. BIPOC students in Dutch higher Educational

Institutions (HEI) are ‘experts’ in this respect. Educational systems, traditionally, retained and

passed on cultural knowledge specific for a national/cultural context (Hopkins, 1992; Patterson

& Kelley, 2000). With the changes in the local and global societies, moving towards a

multicultural society, educational systems worldwide, being centres of internationalization and

cultural transference, should reflect these changes and prepare future generations for the global

multicultural, diverse, inclusive world they have to function in.

HEI as centres of internationalization are in a unique position in which they not only play

in the nurturing of academic knowledge but equipping students with the skills and attitudes to be

global citizens (Tarrant, 2010; Doerr, 2013; Tienda, 2013; Smith, 2020; Watkins, & Donnelly,

2014). The responsibilities of HEI expand beyond mere lecturing and encompass nurturing

cultural diversity and promoting inclusion (Guo & Jamal, 2007; Ananiadoui, & Claro, 2009;

Qiang, 2003; Care et al., 2016; Kwon & Nicolaides, 2017), as well as other social responsibilities

e.g. interaction with industrial and regional partners (Jongbloed et al., 2008). With the flow of

both educators and students migrating to international countries for job opportunities, further

education and exchange programs (European Education and Culture Executive Agency,

 Eurydice, 2020; González et al., 2011; Zhao, 2010; Kritz, 2006), HEI responsibilities in regards

to advancing diversity and inclusion (DI ) initiatives, in light of promoting curricula which

support 21st century skills (Ananiadoui, & Claro, 2009; Qiang, 2003; Care et al., 2016), and
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critical global citizenship education (GCED) (de Andreotti, 2014; Hartung, 2017) amongst

others, becomes ever so more a necessity.

However, many fields of study at HEI worldwide have remained western in their

concepts, ideologies, beliefs, and overall perspectives (Gopal, 2021) for instance psychology

(Dudgeon, & Walker, 2015), medicine (Williams, & Rucker, 2000), fields within the broader

field of behavioural sciences such as social work (Copeland, 2020) and education (Joosub, 2021;

Fuente et al., 2021; Scott, 2020). Systematic discriminatory structures in educational institutions

have, regardless of intentions, silenced the voice of many marginalized, racialized, objectified,

and oppressed groups who fall out of the WEIRD (Western, Educated, Industrialized, Rich, and

Democratic) demographic (Joosub, 2021; Gopal, 2021). The American Psychiatric Association

(APA), on January 2021, announced a statement of apology for their failure to address the

systematic racial discrimination embedded in their systems including the DSM-IV (American

Psychiatric Association, 2021) as a first step to addressing these concerns. The neglect of

non-WEIRD perspectives and the influence of systematic discrimination has far reaching

consequences for those impacted (Copeland, 2020; Hyslop, 2020; Williams, & Rucker, 2000;

Joosub, 2021; Fuente, et al., 2021; Scott, 2020) e.g. in psychology under- or over-diagnosis

(McNett et al., 2017), and the reliability of diagnostic tools (Lewczyk et al., 2003; Miller et al.,

2001; Zimmerman et al., 2008). Continuing to use these biased and discriminatory systems

supports these structures, theories, approaches, and perspectives thus, further alienating

marginalized groups and hindering DI initiatives.

The issue of systematic discrimination is embedded in western approaches to education,

curricula, and facilitation. Academic research has been noted since colonial times, as ignoring all



DIVERSITY AND INCLUSION                                                                                               6

indigenous knowledge, skills and values, (ivory tower) and is still overlooked today. The idea

that “West is best” and sufficient without the need for other insights has strong foundations on

colonial days and in the current neo-colonial days (Altbach, & Salmi, 2021; Bonneau, 2021;

Gobal, 2021). Currently many movements such as the upEnd movement in social-work are

emphasising the need to abolish and dismantle the structural embedded systematic discrimination

in (Dettlaff et al., 2020), and yet still have an army of push back. Research by Joosub (2021)

found that BICOP students feel that Western perspectives in non-Western contexts are most of

the time not applicable, leaving them unequipped in their practices/work. It is therefore relevant

to probe whether or not HEI implement and promote DI in various academic contexts and

consider BIPOC experiences essentially to the decolonisation of education.

Decolonization of education

International and native HEI graduate students in the Netherlands are bound to enter a

foreign or multicultural labour market (Parey & Waldinger, 2011). Regurgitating research and

teaching courses which are founded on a single (theoretical, empirical, socio-cultural) western

cultural perspective negates the background of many of the learners, fails in equipping learners

with the skills, knowledge and values/attitudes to work in the multicultural/diverse local and

global labour market and perpetuates the structural embedded biased and discriminatory aspects

of education (Shahjahan et al., 2021; Stein & de Andreotti, 2016; Cebrián et al., 2013). This

reality coupled with the intentions of the 17 Sustainable Development Goals of the United

Nations (United Nations Sustainable Development, 2020) is justification enough to emphasise

the need to decolonise curriculum and pedagogy, implemented through DI initiatives (Kopnina,

2020; Olivier, 2021; Ramaswamy et al., 2021). Decolonising the curriculum and pedagogy is not
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about ignoring knowledge, skills, and values developed in the western world. It is about

acknowledging knowledge, skills, and values originating from non-western cultures in the

context of [neo-] colonialism, global power structure and questioning why these have (and still

often are) ignored/marginalised (Arshad, 2021; le Grange, 2016).

The key question is: Where do we start? Institutionalised discrimination in curriculum,

pedagogy and methodology calls for the need for implementing DI and hence the participation

and contribution of those (possibly) affected by decolonising the education system (Rossi et al.,

2019; Le Grange, 2016). It is vital that diverse individuals who would benefit from DI initiatives,

participate in the research and decision-making process of DI plans. Therefore, this study aims at

understanding BIPOC students' perspectives on DI in their Dutch HEI. This research is a first

step in implementation sciences1 to get an overview of DI in HEI from the perspective of student

stakeholders.

Background information

Diversity and Inclusion

Definitions

Diversity has been described in literature as "a complex and nuanced construct that

represents an array of identity factors such as race, ethnicity, gender, and disability” (Fuentes et

al., 2021) hence in essence “any dimension that can be used to differentiate groups and people

from one another” (Global Diversity Practice, 2019).

Inclusion is dependent on and defined within the context of diversity. Inclusion is defined

as “the active, intentional and ongoing engagement with diversity—in the curriculum, in the

co-curriculum and in communities (intellectual, social, cultural, geographical) with which
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individuals might connect—in ways that increase awareness, content knowledge, cognitive

sophistication and empathic understanding of the complex ways individuals interact within

systems and institutions" (Glenn & Elswick, 2020, p.14). Inclusion has also been broadly defined

as the “intentional organisational effort and practice in which different groups or individuals

having different backgrounds are culturally and socially accepted and welcomed, and equally

treated” (Global Diversity Practice, 2019). Five major points should be highlighted in regards to

inclusion in education:

1) the effort and practice of inclusion are intentional,

2) (diverse) individuals are engaged and participate in interactions and activities,

3) there is the opportunity for learning and intercultural development,

4) diverse individuals are accepted and treated with dignity and not just tolerated,

5) inclusion is done so within the context of diverse individuals.

The concepts of DI are often referred to in tandem with the concept of equity. Equity is

defined as "the absence of systematic disparities … between groups with different levels of

underlying social advantage/disadvantage—that is, wealth, power, or prestige” (Chin, & Chien

2006, p. 79 as cited in Bernstein et al., 2020). Equity within education recognizes that culture

shapes and provides the context for learning (Jordan, 2010). Given the complexity of equity

within education, equity within this study is observed more peripherally within the study rather

than as a sole focus and is done so through placing equity within the context of DI.

How we perceive and experience DI within our environments and communities is centred

within our identity dimension (Torres et al., 2009). For instance, a group of predominantly white

individuals from European backgrounds e.g. French, German, Spanish, Italian may seem diverse
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to a Dutch individual, however, from the perspective of a Zimbabwean it may not reflect their

perception and experience of diversity. Literature and institutions address and interpret inclusion

issues in various ways, therefore it is essential that when dealing with DI that HEI do not merely

pursue “products” (i.e. DI initiatives) for BIPOC but should centre the DI initiatives around the

contributions and participation of the BIPOC who would benefit from these initiatives (seeing DI

initiatives as a “process”).

Diversity vs Inclusion

Given that DI are often discussed together it's important to highlight how they differ. A

commonly used catch phrase is “diversity is being invited to a dance; inclusion is being asked to

dance” (Myers, 2019). The main takeaway message is that diversity is representation and

inclusion is participation in the spaces in which one is represented. Diversity initiatives are more

easily achieved as it's about increasing the diversity and representation statistics of institutions

and can be done so through laws and quotas (Winters, 2014) although perhaps is not seen as the

best approach. Representation however is just a starting point. Inclusion, although more difficult

to achieve (Winters, 2014), is perhaps the more vital concept as it already encompasses diversity.

Inclusion recognises that there needs to be an initiative in integrating diverse individuals in

battling institutionalized discrimination as representation is merely getting a foot in the door.

Recognising the diversity and the need for inclusion is how equity is already embedded within

these concepts.

A follow-up question now would be: How can institutions and individuals promote DI

(Smith, 2020)? Research is filled with a plethora of models as well as strategies to encourage DI

in a variety of organisational fields and institutions. Despite this, the field of DI has yet a long
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road ahead in regards to overcoming the barriers and hurdles in the promotion of DI initiatives

from theory to practice (Elliott et al., 2013; Corneille et al., 2019; Whittaker & Montgomery,

2012). This setback or more so transference has occurred due to several reasons such as practical

and attitudinal reasons amongst others (Petriwskyj, 2010). It’s important that when looking into

how DI initiatives can be promoted, implementers understand the obstacles and that DI

initiatives are not merely protocols and outlines to follow but are dynamic in that there should be

space to relearn, reform, and improve upon stated objectives depending on the context in which

beneficiaries, implementers and stakeholders find themselves. A checklist and one-size-fits-all

approach defeats the whole purpose of inclusion. As much as there is heterogeneity between and

within groups there too is heterogeneity in what we perceive to be homogeneous groups (Celious

& Oyserman, 2001; Harper & Nichols, 2008).

Nonetheless, DI initiatives in HEI can be achieved and shown through various acts. Some

of these behaviours/acts include amongst others: type of language used (inclusive vs exclusive),

environment e.g. collaborative, conducive to learning, empowering, enabling student potential,

student-centred teaching, varying teaching methods and assessments, opportunity to work in

diverse groups, content covers different cultural and theoretical perspectives, outcomes reflect

engagement with DI, as well as self-reflection on self, (hidden) curriculum and performance by

both faculty staff members and students (Hanesworth, 2015).

Strategies and objectives in DI objectives may differ slightly according to the

organization or institution and at where they stand in regards to their DI protocols. The strategies

described above are directed towards HEI and the educational system as a whole however, these

strategies can be equally used and applied in other sectors. Concerns in regards to the practical
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application of particular DI initiatives and strategies (Elliott et al., 2013; Whittaker &

Montgomery, 2012) calls for ensuring that there is monetization and the emphasis of including

implementation science in the execution of said DI initiatives and strategies.

DI in HEI

As earlier stated HEI hosts culturally diverse students and lecturers in one environment.

This opens opportunities to provide an environment for students (and staff) to gain and develop

knowledge, skills and attitudes/values that can be transferred to working in other countries or

other diverse international oriented organizations and better their employability (Mason et al.,

2009; Lee et al., 2012a; Lee et al., 2012b; Hurtado et al., 2012; Perry et al., 2013). These

knowledge, skills and attitudes/values are not only afforded and restricted to international

students (and staff) but also to locals. The diverse and international world impacts local students

equally and is described as internationalisation at home (Beelen, & Jones, 2015). Within the

comfort of their ‘native’ environment, local citizens get to interact with the multicultural global

village without having to leave their home country.

HEI can act as mini cosmos representing the modern and progressive ideal of DI in the

global world of work. Internationally oriented HEI:

1) host diverse groups of learners,

2) provide an opportunity for interactions through discussions, and activities,

3) host a community of educated (young) adults who can approach both anodyne and

controversial topics from an academic/research approach

(Mayo, Larke, 2011; Ameny-Dixon, 2004; Sharipov, 2020; Knight, 2004).
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Dutch HEI have become increasingly diverse, with an increase of English taught

programs and attracting international students (see Appendix B). Moreover, given the

internationalisation and the institutionalised discrimination worldwide, many HEI have been not

only encouraged but pushed to ensure that the student body as well as the faculty is diverse and

represents not only the host country but the whole world. Additionally, HEI have to guarantee

that these diverse individuals are included in these HEI (Ameny-Dixon, 2004; Sharipov, 2020;

Knight, 2004).

Arguably, DI initiatives are difficult to implement (Winters, 2014). Nonetheless, effort

and intentionality in addressing DI in education as a whole not only for preparing learners for

full participation as global citizens but also for contributing to the dismantling of the ingrained

systematic discrimination in the education system has to start from somewhere.

Importance of DI in HEI

DI and equity have become topics of discussion amongst employees and employers alike

in a variety of fields such as education, workplace, and health care (Brottman et al., 2020). These

discussions at times result from noted institutionalized discrimination due to multi

nationalisation of the workforce or growing global perspectives (Copeland, 2020; American

Psychiatric Association, 2021). Given the growing acceptance and understanding of issues of

institutionalized discrimiation, and the pursuing of DI initiatives in many (if not all) HEI,

organizations and companies worldwide, now more than ever is a critical point to jump on the

paradigm shift train towards a diverse, inclusive and equitable community of learning (Kwon &

Nicolaides, 2017).
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Although education, in general, is one of the causes of perpetuating systematic

discrimination in society, education can at the same time through the implementation of DI

initiatives be a solution to ingrained injustices and inequities in society. DI (and equity) in

education are additive to the pure academic value of education of all learners, that is, diversity in

the facilitation of learning promotes critical thinking, perspective-taking, and reflection skills

(Rudenstine, 2001) and has pedagogical attitudinal benefits such as intercultural competences,

and respect for human rights (Tienda, 2013; Smith, 2020; Watkins, & Donnelly, 2014).

Additionally, GCED, equity and DI promote communication and processing skills, challenging

stereotypes and biased thinking, promoting diverse representations of ideas and preparing

learners for the labour market and being informed global citizens (Hurtado et al., 1998). Hence,

as has been stated studying DI is additive to the literature of implementation sciences and has

advantages for all learners.

Research Questions

The topic of DI (and equity) has an important role in regards to promoting unity and a

start point in dismantling institutionalized discrimination and the decolonisation of education.

HEI are in the unique position of encouraging the trajectory of these ideals. Individuals who

would benefit from DI initiatives should be at the centre of the research in terms of their

contribution and participation. Hence, this research aims to study and explore BIPOC students'

perspectives of DI (and equity) in their HEI in the Netherlands. To support this study the

following research questions were proposed for this study are;

1. How do BIPOC conceptualize the concepts of DI?

2. How do BIPOC perceive DI in their higher educational programs?
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3. How do BIPOC perceive DI in support services provided by their HEI?

4. How do BIPOC perceive DI in their HEI-affiliated extracurricular activities?

5. What are BIPOC experiences of DI in student (applied) university life?

6. What are BIPOC perceptions on how DI should be addressed at their HEI?

Methods

Participants and subjects

A total of 31 participants were recruited utilizing social media and other targeted

platforms, however, one participant did not identify as BIPOC, therefore, was left out of the

analysis. Out of the 30 participants who met the criteria and completed the interview, 10% were

recruited through HEI Cultural Association, 43% through the researcher's social media platforms

(Instagram and LinkedIn), and 47% were snowball sampled. Participants' ages ranged from

18-39 (M = 24 years), 57% were female and 43% were male. 83% of participants identified as

heterosexual, 10% as bisexual and 7% preferred not to say. All participants identified as BIPOC

with 13% identifying as Asian, 17% as mixed (four of whom had a black parent or also identified

as black, and one who had an Asian parent), the remaining 70% identified as black with 52%

identifying exclusively as black-African.

Participants came from different HEI, tracks and levels. 77% were doing a bachelor, 17%

were doing a master, and 6% were currently doing a PhD. 77% of participants came from the

region of Groningen and surrounding areas such as Leeuwarden, 7% came from the district of

Overijssel, and 16% from the South of the Netherlands. Participants all came from unique studies

hence the study programs were condensed into two categories; Humanities and Exact Sciences.
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67% of participants came from the Humanities and 33% from the Exact Sciences. See Appendix

C for a description of the participant's demographic information.

Procedure

The research was an exploratory qualitative study. Recruitment began on the 14th of July

2021 and stopped on the 15th of August 2021. Participants were approached through Cultural

Associations around the Netherlands (Appendix D), from the researcher's social networks

(Instagram and LinkedIn) and recruited through snowball sampling.

Once an individual signed up (through Google Forms or direct email/WhatsApp) or was

referred to, (potential) participants were sent an email/WhatsApp containing information

regarding their interest in the research, a Zoom link with their preferred date and time (Appendix

E), a document with information on the research and the consent form (Appendix F). All

interviews took place during the period of the 19th July till the 15th August 2021.

On the day of the interview, participants were guided through the research information

and were reminded of their rights. They were then given time to ask any questions regarding the

research and any other related concerns. Once the participant had asked all questions and given

their consent (both signed and verbal) the interview proceeded. The interview started with basic

demographic information and then proceeded to the semi-structured interview. The interviews

took on average 67.7 minutes. Once the interview was concluded participants were reminded of

how the data will be used and were given the opportunity to express their experience, provide

any advice or remarks regarding the interview. After this, the interviews were concluded. After

the last day of interviews, the audios were transcribed. See Appendix G for the procedure.
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Materials and apparatus

A semi-structured interview protocol was designed to guide the data collection

(Appendix H-J). The interview consisted of seven main parts. First participants were asked basic

demographic information which included questions regarding different dimensions of the

participant's identity such as ethnicity and educational level. Once this was completed the

interview proceeded to the first part of the semi-structured interview. The first part of the

interview consisted of questions directed towards understanding participant’s conceptualization

of DI and equity. The definitions of diversity (Global Diversity Practice, 2019), inclusion (Global

Diversity Practice, 2019), and equity (“Equity”, n.d.) used within this study were then presented

followed by questions probing at the contrast between participants' understanding and those

found in the literature with questions such as "Do you think that your understanding of equity is

promoted by your context"?

Part two of the interview was divided into three sections which included DI in the 1)

program/course curriculum (e.g. "How does the course objectives and material support diversity,

and inclusion"), in the 2) delivery of the course/curriculum (e.g. "How do lecturers encourage or

display diversity and inclusion in the classroom"). Follow up and probing questions (e.g. "How

does your lecturer make your learning student-centred?") asked were guided using Hanesworth’s

Embedding equality and diversity in the curriculum (EEDC) model (Hanesworth, 2015) as well

as items from Laird's measurement of diversity inclusivity of college courses (Laird, 2011). The

third section of Part two on education aimed at getting an overview of aspects of DI in

participants’ experiences and feelings during their classroom interactions. This section was first

introduced as an open question to get participants to give an overview of their experiences and
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feelings. The interviewer then asked nine, five-point Likert scale questions summarized into the

factor of Acceptance and Potential. This factor was made using a series of items collected from

the EEDC model (Hanesworth, 2015) and Laird's measurement of diversity inclusivity (Laird,

2011).

The third and fourth part of the semi-structured interview was aimed at understanding

participants' perspectives on DI in HEI support services and HEI affiliated extracurricular

activities. The questions asked were based on the availability, accessibility, evaluation of the

service or activity, as well as the perception of the organization/club itself. Questions asked

included amongst others "What was your experience using these services?" and "Are there

adequate support services for BIPOC individuals?"

The fifth part of the interview was on general university life which was split into three

sections, (i) accommodation (e.g. "What was your experience of obtaining accommodation at

your university?"), (ii) integration (e.g. "How was your experience integrating into the

university/student community?"), and (iii) general experiences (e.g. "What experiences have you

had as a student that has shaped your perspective?"). Part six of the interview aimed to get

feedback and ideas on what BIPOC students perceive can be done in regards to DI initiatives at

their respective HEI with open questions such as "What do you think the university has (is) done

(doing) to promote diversity and inclusion?".

Ethical Issues

Following Bell and Bryman (2007) ethical considerations in dissertations, three major

considerations were implemented when dealing with participants:
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(i) Informed Consent: Participants were provided with a research information form

(Appendix F) before the interview. The research information made participants aware of the line

of questioning. If the participants felt well informed they signed the consent form attached to the

Research Information Form. The consent form stated that participation was voluntary, that

participants could withdraw at any moment during the interview and did not have to answer any

questions they felt uncomfortable answering. This was done before the interview and revisited on

the day of the interview before verbal consent was given i.e. participants were re-informed on the

aims of the research, about their rights as research participants, given ample time to ask

questions., and asked for verbal consent.

(ii) Privacy and Anonymity: The recordings of the interviews were saved on a personal

password/biometric computer to which only the primary researcher had access. All other data

withdrawn from the recordings such as transcripts, data analysis were similarly stored on the

personal computer to which either a password or biometric data was required to access the

information.

The majority of participants were easily identifiable given that their demographic

information could easily make them identifiable, extra precautions were taken in ensuring that

participants remained pseudonymised. No names or personal information such as date of birth

was recorded apart from the consent form where names of participants may appear in the

signature section. During (preliminary) analysis the demographic information was presented in a

much broader category e.g. degree programs were presented as either Exact Science or

Humanitarian, and HEI was just noted by region in the Netherlands, amongst other broader

categories.
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(iii) Research with Minority/marginalized participants: Extra care was taken in the

interview part of the data collection. The interviews were conducted using the basic

counselling/interview skills (Young, 2017) with elements of Carl Rogers

Humanistic/Client-Centred Counselling technique. This technique was used because research

concerning marginalized/minority groups can be often misinterpreted, additionally given the

cultural background of the researcher extra caution had to be taken not to impose personal

experiences on participants' experiences. The technique allowed for clarity and a much more fair

deduction of participants' perspectives through the steps of rephrasing, summarising, etc. and

mitigated the potential for misinterpretation and imposing personal experiences on participants.

Results

Definitions

Participants answered the questions of how they conceptualized the concepts of DI and

equity in one of two ways 1) separately e.g. "diversity is people from different nationalities,

races, genders, abilities" or 2) as a combination with one of the other terms e.g. diversity is

"being included and being able to function" (DI) and inclusion is "Enabling access to resources"

(inclusion and equity). In regards to defining diversity, 60% of the participants described

diversity with aspects of inclusion. None of the participants described diversity with equity.

When describing inclusion, the majority of participants (67%) described inclusion as intertwined

with diversity. The remaining 33% either did not know (N=1) or described inclusion with equity

(N=3) or as separate from any of the two concepts (N=6). For the definition of equity,

participants were a bit less familiar with the concept, with 37% not knowing what it is, 40%,

describing it in terms of equality (e.g. "Even playing field", "same opportunities", and "equal
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access"), 20% explaining it in terms of equity as described in the interview protocol and 3% in

terms of inclusion.

The definitions as described by the interviewer all reflected the understanding and

perceptions of the participants with 93% stating that the definitions presented by the interviewer

were more detailed and cleared their understanding more and 7% stating that they "did not

completely understand the outline but it reflects what they should be". There was variation

between participants in what they believed to be central to these concepts. The most common

keywords were understanding (20%), inclusion (20%), acceptance (20%), and representation

(13%). See Appendix K for a word cloud.

All participants had a unique cultural background. 87% came from a clear diverse

cultural background measured as having a bi-cultural, migration, Afropean, or third cultural

identity. Additionally, participants from a colonized country also showed some aspect of

interaction with multiple cultures through being educated using a western system e.g.

A-Levels/IB, and schooling at a predominantly white school amongst others. These diverse

backgrounds, alongside understanding what it means to be in the majority and minority, personal

upbringings and experiencing DI first hand were reasons as to why participants perceived that

their backgrounds influenced their understanding and why it could be different from others.

Education

Overall DI was perceived to be an important aspect of the classroom. However, in the

programs that the participants were enrolled in or had recently graduated in, 20% said that their

program has DI as a core theme/aspect to their curriculum as shown in the core topics of the

program. However, a startling 80% of participants perceived their program as not having any
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noteworthy aspects of DI in their program courses. Of those that stated that their DI was not a

core aspect, 50% felt that it should be for one of two reference points; 1) as pedagogically

valuable (N=4) and/or 2) topics as essential for a degree (N=11). For those that did not have it in

their course and felt that it was not necessary to include (33%), came mostly from a program in

the Exact Sciences with comments such as "I wouldn't see where it applies unless it's something

on a behavioural aspect of my program" or "diversity and inclusion shouldn't overpower the core

concepts [of the curriculum]".  This non-essentialism of DI in the Exact Sciences was also

observed in the following questions regarding education as students in these programs had fewer

comments on DI in the curriculum and more on the delivery. There was a very fine line between

curriculum and delivery as participants often jumped from one to the other and connected them

in their perceptions.

Curriculum

When asked to evaluate their course curriculums, the majority of participants (70%)

commented on the literature of their courses. 53% of participants overall perceived their courses

in their programs as very Western focused and designed for EU/Dutch students (13%) regardless

of whether they were from a Humanities or Exact Sciences track. Literature that was diverse in

that it was written by diverse individuals, and written about diverse experiences was more of a

concern of students in the humanities, with 20% of participants stating that non-Western

perspectives or experiences were accessible and available to them in the course however the

material was provided as extra reading material, not essential to the study program as a whole

and/or not examinable. Additionally, 16% of participants noted that when non-Western

material/content was provided it was often bleak or not empowering e.g. slavery, poverty. As
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such 16% of participants preferred and appreciated when the curriculum was set such that

students could decide on their topic for an assessment or presentation as this allowed for more

DI. This, however, was provided as an option more often for students in the Exact sciences and

hogescholen (HBO), than in the Humanities and universities (WO). Most participants in a

bachelor program in the humanities (77%) reported that there were attempts to have some DI

aspects in the curriculum either through having a diverse and inclusive topic e.g. colonization or

overlapped with the topic of DI e.g. intersectionality, intercultural competence, however, these

topics presentations and discussions often in the participants perspective remained at a surface

level and in regards to the topics often looked at negative instances of diversity e.g. slavery.

There was very little that participants could say about what the program's curriculum does to

promote DI as it was 1) either not seen as intentional, 2) there was DI however only in regards to

Western-diversity e.g. information from different countries in the EU, from the USA etc. as well

as gender e.g. more women in STEM/academia and sexuality e.g. more discussion, more

literature and staff representation. However, very little representation and initiative for ethnic DI.

Participants had several ideas on how the curriculum could highlight DI. Some ideas

included around the themes of literature (e.g. "Our course needs to be updated to reflect the

change happening in society") (70%), assessment (e.g. having more diversity in types of

assessment) (47%), representation of diverse others (37%), and perspective-taking (through

feedback and reflection for instance) (33%) amongst others.

Delivery

Of all participants, 23% felt that the delivery of the curriculum was diverse and inclusive,

30% did not think it was diverse and/or inclusive, 23% stated it was neither not diverse nor
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inclusive and 23% did not answer directly. There appeared to be a consensus amongst

participants that there was a general blanket rule when it came to addressing students and

delivering material e.g. lectures. Deviations from this general blanket rule did occur however, it

was dependent on the lecturer. 47% of participants commented on the teaching method of

lecturers (e.g. "Watching a recording with a PowerPoint is not that helpful", "Teaching method

doesn't support my learning"), 37% on the language (e.g. "They can be a bit ignorant by saying

racist things although not intentional", "Teachers try to be politically correct in their language,

terms etc."), 30% on the class activities (e.g. "Encouraging engagement of all students, "it's

interactive"), 27% on the teacher-classroom interactions (e.g. "Group discussions and allowing

everyone to give their opinion"), and 23% on the teacher-student interactions (e.g. "Being called

by your English/easier name than native name because it's easier than to go through the stress"),

amongst others.

Given that there was a lot of variation between and within study programs on the

promotion of DI, participants had more comments on improvements for their studies. Some of

which included; improve or diversifying teaching methods (57%), representation of diverse

speakers (50%), and the need to improve classroom interactions (37%).

Acceptance and Potential

Participants were asked nine five-point Likert questions from the Acceptance and

Potential factor which has a Cronbach's alpha reliability of .766. For an overview of the

reliability, statistics see Appendix C (Table 15-19). Some points to highlight from some items

include, participants felt as if they were accepted in their classes but not appreciated, the

classroom atmosphere as created by the educator and students determined whether students could
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interact with other students, participate in the class, and felt the class environment was safe and

conducive to their learning. When it came to the comfortability of discussing controversial topics

and/or racism, participants felt that they had to gauge whether the environment would be

receptive and open to discussion (especially if they were the only person of colour) to engage.

All participants felt there was a need to have more controversial conversations. Others also stated

that there was a time and space to have such conversations. Lastly, some participants felt they

had to work harder than others to be valued equally at their university. This was because they felt

they were always playing catch-up (e.g. "The knowledge, perspectives and general approach are

all from a Western, and Protestant perspective. I do not fit that. So I am often having to change

my approach just because it fits more with that of the majority and would help me pass even

though I have something unique to offer"), were disadvantaged in some areas (e.g. "Dutch/EU

students have been taught how to network which is an important post-graduation skill for my

degree") and/or were trying to overcome stereotypes (e.g. "There are many stereotypes that I

carry as a black man. Thief, smelly, lazy, and stupid for example. So I have to go over and

beyond just to show others that that is not me and that it is not a stereotype they should associate

black men with.", "I try not to be the angry black woman, by keeping my opinions a little more

than usual").

Student Support Services

83% of the participants had used a student support service from a minimum of once to

once every block (4 times an academic year). The most common support services to use were

study advisors/academic counsellors (84%), with lower frequencies for psychologists (28%),

career service desk (12%) and special circumstance (8%). Overall the experiences of students
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using the support services ranged from positive to neutral to negative however, frequencies could

not be deduced because of avoidance of assumption. Nonetheless, the majority of the comments

accompanied by both positive and neutral experiences were "I needed information and got it", "It

was more of a question and answer discussion, wouldn't go for something personal", "I didn't

feel alone" and "they were able to guide me through everything well, very helpful". The negative

experiences on the other hand were accompanied by comments such as "services are not readily

accessible to me, need to find them" and "they blew up my situation even though I didn't need or

want that", and "would have been nice to speak to someone from the same background because I

often found having to explain myself all the time". All participants regardless of experience had

commented and advised on what the services could do to improve their service for BIPOC

individuals. Some common comments included statements in the topics of lack of diversity

(N=20), need for a follow up (N=13), evaluation of access and service (N=5), and representation

(N=5) amongst others. Similarly, the advice and suggestions were in the topics of need for more

diversity/representation (N=14), improved access and providing of service and student (N=6),

and (preventative) follow up checks (N=5). 53% of participants believed there was no need to

have separate services for BIPOC individuals as 1) they can access the same services as other

students, 2) there are not enough to have specific services and 3) avoid further segregation. 17%

of participants who did not use any support services, did not use them for one of three reasons 1)

because of no need, 2) past bad experience in another Dutch university, or 3) looked for help

from a lecturer or outside their HEI.



DIVERSITY AND INCLUSION                                                                                               26

Extracurricular activities

77% of participants had at least one association with which they were affiliated either as a

member (57%) or as a board member/committee (43%). The most common associations to join

were as follows, study association (N=13), cultural associations (N=12), sports

associations/activities (N=6), university council (N=4) and developmental associations of some

sort (N=2). On average participants went to at least 3 major activities per year if they were

members, and if they were on a board/committee they stayed in that position between 6 months

to 2 years.

Generally, participants were content with their experiences in their respective

associations with participants stating a variation of positive neutral and negative experiences. In

regards to DI as well as experiences, cultural associations were described as both diverse and

inclusive as given by their missions, were safe spaces to connect with people of the same

background, and supported students in their integration. However, cultural associations as

perceived by participants was that they could do more in being visible and present at least in

reaching out to students, and participants did not know or at least felt cultural associations were

not as supported by HEI as they should be. The other remaining associations had more or less the

same evaluations. Participants did not see them as diverse and (intentionally) inclusive. Most of

the initiatives to make associations diverse and inclusive came from board/committee members.

Lack of initial visual or verbal indication of DI or at least acceptance were reasons as to why

participants stayed within proximity of their comfort zone i.e. cultural association, degree study

association, and great interest in an association or the activities they do. For the participants who

participated in an association as part of a board or committee (43%), board members stated that
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they found the experience as an opportunity to both use and develop their skills, however,

committee members did not find their committee year helped further develop them. When asked

whether they would have joined a different association to develop their skills most participants

(80%) said no because they did not know if they would have felt as comfortable or welcomed

even though that may not have been the case.

Participants who did not participate (43%) in any extracurricular activities, did not

participate due to one of several reasons, which include; the corona pandemic (N=1), no

associations to join (that they are aware of)/made their own or are part of a non-affiliated

university association (N=1), events being open to all (N=1) and no time (N=1) or anything of

their interest (N=1). 40% of all the participants had an external non-HEI affiliated activity (i.e.

BLOG and/or church) which they participated in the most compared to HEI-affiliated

associations.

Student University life

Accommodation

In their first year, 47% of the participants used accommodation provided by the HEI e.g.

SSH. Participants found this service accessible, however, spaces went quickly hence, participants

often found themselves with a random not ideal choice and/or expensive option. Experiences

were fairly positive given that the environment was pretty diverse and inclusive however

participants did have experiences where people they lived with were discriminatory or ignorant

e.g. Saying the N-word in a song. For those that did not use the accommodation provided by

their HEI, three participants did not meet the criteria (e.g. not bachelor, not considered

international), five decided to find their accommodation due to convenience and corona related
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reasons and the remaining four could not find any accommodation and stayed in alternative

housing options such as temporary housing.

After the first year all participants who were already in or getting into their 2nd year or

higher and had to move from their current accommodation, were eventually able to find

accommodation. With 13% being homeless/in a non-permanent accommodation for at least a

month, 13% having difficulty finding accommodation but finding something before moving out

of their initial accommodation, and 17% finding a place quickly although options were not all

DI.

Participants explained that their experience finding accommodation was easy or difficult

for one of several reasons such as “student housing tenants, and landlords don't want

internationals (Dutch language and culture)”, “perhaps easier for me because of my multicultural

background and not coming straight from a particular country” and “I can speak Dutch and am

Dutch”. Overall, (33%) participants agreed that current tenants having the privilege to pick

whom to stay with (cooptation) put people of colour at a disadvantage when trying to find

accommodation.

Integration

Participants had been living in the Netherlands between 2-20 years (M = 5.18, SD =

5.49). For those that moved to the Netherlands for their studies, 20% stated that they found their

integration hard but attributed that to one of several reasons, "leaving home for anyone is

difficult'', "(negative) stereotypes of their identity", "expectation of assimilation", and personal

up bring and character/personality amongst other reasons. Facilitators to getting integrated

quicker or easier as perceived by participants included an outgoing friendly character, staying
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with other international students, going to introductory activities both formal and informal, and

joining associations amongst others. Nonetheless, most participants (87%) had some form of

multicultural identity either by being bi-cultural/mixed, Afropeans (African descend but raised in

Europe), have travelled often or lived in a country other than their origin for at least 6 months, or

come from colonized countries where the people are diverse and/or educational system is heavily

Western. With the remaining 13% having a somewhat diverse background before coming to the

Netherlands. Some participants felt the university did what they could regarding their integration,

as they commended their HEI Instagram/social media, access to free language courses,

interaction and opportunity to live with other international students, and university welcoming

ceremonies. Other participants felt, however, that the HEI should take more responsibility in

fostering integration through having buddy systems, helping students settle with small groups,

and assistance with administration issues.

Experiences

All participants felt welcomed in their communities, however, some participants did not

feel accepted but tolerated if anything. Participants recognized that they were accepted and

appreciated in their small networks or around people with similar backgrounds (safe spaces),

however, in other spaces they felt that although they are said to belong they also do not belong.

Participants also stated that they came to HEI not to make friends but to get an education at the

end of the day. Some participants (13%) had a negative which was a result of their ethnicity (e.g.

"I knew my rights and the regulations but because I was in a new country I just ended up

thinking I was wrong"). These experiences happened both off-campus by strangers as well as

on-campus by other students and staff. Despite these experiences, participants showed a lot of
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resilience in either addressing them or overcoming them or needed to address the incident in an

appropriate humorous way. Major social topics that came up were 'Zwarte Piet' and BLM

movement. 20% of participants call out to their universities to at least stand with their students

and acknowledge the experiences of their (marginalized) student body. The two top common

themes discussed by participants were related to migration and integration (e.g. “I came from a

space where I was the majority, so it was strange to be the minority but I was prepared for that")

(60%) and self-love and development (e.g., "Leaving home helped me with my identity") (27%).

Addressing DI

Firstly, participants were asked what their HEI is or has done to promote DI. 13% of the

participants did not know or were not aware of any initiatives that their HEI had or was

undertaken in DI. For those that had some idea, they referenced the language centres and the

activities that the HEI collaborates/promotes that deal with non-western information e.g.

exhibitions, events etc. as well as course evaluation and feedback. The other comments on

promoting DI were more so initiatives of individuals (students, staff members) and HEI-affiliated

associations more so than the central HEI body. As stated by a participant "Organizations and

associations affiliated with the university tend to be the ones who promote diversity and

inclusion".

Participants had several ideas on what the HEI could do to improve their DI initiatives.

Representation in all conversations with participants came up at least once. The suggestion in

regards to representation was that the student body and staff should be diverse (representing the

true population of the Netherlands/global village). This representation should be shown on

marketing/promotional material for the university, websites and social media. Additionally,
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participants felt that universities should acknowledge what some of their student bodies may be

going through such as the BLM movements in the March of 2020, which could be a general

statement of "the University of X stands with our students as the world around us tries to

overcome institutionalized discrimination". Another common suggestion was that there should

be general intercultural competence training (more than just a day and at surface level) for all

students and HEI staff members. The extended analysis of participant comments in all interview

sections can be requested and retrieved from the researcher on motivational request.

Conclusion and Discussion

Definitions

RQ1) How do BIPOC conceptualize the concepts of DI?

In general, participants agreed that their understanding of the concepts was similar to

those found in research as described in the Global Diversity Practice, (2019) and Lexico.com

(n.d.). Despite the agreement of the formal research definitions there were differences in the way

participants described and hence understood the concepts. Firstly, in regards to diversity, the

majority of participants described diversity as part of inclusion. This conceptualization does not

fit with the definition of diversity as given in Lexico.com but does, however, perhaps fit more

with that of Lee et al. 2012b, (p. 201, quoting Clayton-Pedersen et al. 2009, p. 2) who describes

diversity in terms of diversity inclusivity as, "the active, intentional, and ongoing engagement

with differences in a purposeful manner to increase one's diversity-related competencies"  […

where difference is] both 'individual,' such as personality, learning styles, and life experiences,

and group or social, such as race/ethnicity, gender, country of origin, religion. According to this

definition, diversity refers not to the presence of differences in student demographics or course
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content, but to the act and process of engaging those differences in an intentional, purposeful

manner. This conceptualization highlights that participants who have already been overlooked or

are part of a diverse, minority or marginalized group know or have experience of diversity.

Hence, diversity goes beyond the representation of different individuals but emphasizes the

integration of these individuals in meaningful, non-tokenistic ways.

Secondly, the conceptualization of inclusion was in line with the definition given in the

interview protocol as described by Global Diversity Practice, (2019). That is 67% of the

participants described inclusion as part of diversity, however, when put in context most of the

participants did not address the "intentionality" aspect of the definition but emphasized the need

for representation hence emphasizing the diversity aspect more so in the definition of inclusion

than in the definition of diversity. This conceptualization hints at perhaps there is already a lack

of diversity in HEI that within inclusion, the representation has to be further emphasised or

perhaps lack of representation is a hindrance to non-tokenistic, intentional inclusion initiatives.

When contrasting participants' conceptualizations of DI, it appears that these definitions are

flipped when considering the definitions of Global Diversity Practice, (2019) and Hanesworth,

(2015) as a starting point. However, when taking everything into context, participants perceive

diversity as intertwined with inclusion and vice versa, however, the steps to achieving inclusion

are questioned more so in the definition of inclusion than in that of diversity. Inclusion is a

harder concept to achieve (Winters, 2014) and is an active concept whereas as diversity in the

Global Diversity Practice, (2019) definition is more so a characteristic hence it is expected that

changeable concepts as opposed to unchangeable realities.
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The concept of equity too was a concept often described with inclusion in this study.

This, referencing equity in the definition of equity does not fit with the definition of inclusion,

however, it may fit if equity is taken within the section of “complex interactions” of the Global

Diversity Practice, (2019) definition. Nonetheless, previous research has shown that equity is a

complementary aspect to understanding inclusion, that is why DI are often described with equity

(UNICEF, 2016).

Thirdly, equity was a concept that was added to the definition questions however, was not

explicitly researched in the other sections. Nonetheless, the majority of participants described

equity as equality. Equity and equality are often used interchangeably, even amongst researchers

(Espinoza, 2007). However, understanding equity as equality is a reasonable starting point. The

common illustration of equity as shown in the popular picture (Appendix J) as well as described

by the interviewer in the interview protocol started from equality then to equity. Similarly to

diversity, participants described equity as equality when put in context they were essentially

hinting at equity, that is, participants described equity (understood as equality) as there being “no

superiority”, and “an even playing field” amongst other things. These comments, although were

noted as equality, hint at a critical understanding of what equity eventually is directed towards -

true equality or at least the intertwined nature of equity and equality. This deduction is supported

by research on equity-equality (Espinoza, 2007).

When considering all the concepts, participants all had different aspects which they found

central to understanding the concepts. Some of these terms included intentionality, acceptance,

participation, inclusion, empathy, representation, understanding, and respect. These terms

showed consistency within individuals as the term guided central themes and topics discussed
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throughout the interview and were often referred to several times again. These different takes on

what participants perceived to be central to all the concepts highlights that - although participants

may agree in general on the definition - their values and conceptualizations direct what they

emphasize and think is important especially when it comes to initiatives and dealing with diverse

individuals.

Education

RQ2) How do BIPOC perceive DI in their higher educational programs?

All participants stated that DI was an important aspect to address in the classroom. 60%

of these participants said it was especially important in their programs whereas, 27% believed

that it was not or at least did not impact them. It was this, between participants' differences, that

resulted in the biggest contrast in perceptions and solutions of DI initiatives in the curriculum

(content) and delivery. Participants in the Exact Sciences, all perceived their programs as lacking

in DI and that they did not know if it did have a place. These comments are valid and make sense

when focussing on subject content only as learning a formula, doing surgery or welding appear

to offer little opportunity to implement DI initiatives. However, the majority of participants in the

Exact Sciences noted that although there was little opportunity to include DI initiatives in their

educational content there are a lot of opportunities to include these initiatives in the development

of post-graduation labour market integration, globalization, and societal integration. That is,

skills such as how to work in diverse groups, intercultural competence training, networking,

working in countries outside of the Netherlands/EU, soft skills (e.g. empathy) and other general

organizational skills such as customer care, are ways DI could be integrated into the facilitation

of the curriculum content. This was also corroborated by participants in a humanitarian program.
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These findings bring us back to the roles of HEI as described earlier in the introduction as HEI

are centres for nurturing global citizenship (Scott, 2000), equipping students in working in a

diverse and inclusive community is essential. Many of the skills proposed to integrate DI in

curriculum suggest moving towards curricula that emphasize equity pedagogy (Banks, & Banks,

1995; Banks, 2015), Culturally Responsive Teaching (CRT) (Wlodkowski, & Ginsberg, 1995)

and critical GCED (de Andreotti, 2014).

Curriculum

Higher education worldwide has followed and remained Eurocentric in regards to

content, assumptions, methodology, epistemological tradition, knowledge, beliefs (Alvares,

2011; Heleta, 2016). This was similarly reported by participants, as they felt that their courses

were directed for the Dutch population, or made diverse content/perspectives non-mandatory

(peripheral). Hence, suggesting a need to emphasize the delocalization of education (Hall, &

Tandon, 2017). Moreover, participants did note that courses did attempt in including DI aspects

in the curriculum, however, if the course was on a non-western topic it was often taken from

western-perspective, DI topics remained at a surface level, or there was more emphasis on DI of

gender and sexual orientation than on ethnicity, race or culture. For the first point, approaching

literature from all perspectives is vital especially when discussing topics that include diverse

individuals. For the second point, it's important that when cultural/diversity topics such as

intercultural competence, intersectionality etc. are addressed that these topics are approached at

varying degrees of difficulty. When talking about a topic such as racism, for instance, BIPOC

individuals are more aware of the complexities having perhaps experienced it before themselves,

so simply stating that racism is not good and keeping it very academic makes it feel distant and
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surface level. It is here that CRT (Hutchison, & McAlister-Shields, 2020; Samuels, 2018) and

critical GCED (de Andreotti, 2014) can and more so should be implemented as part of the

curriculum (content and facilitation mode) in ensuring that there is DI in the classroom. The last

point in regards to more focus on gender and sexual orientation diversity than ethnicity/race is a

bit more complex. Several people have addressed this complexity from public figures such as

David Chappelle in his 2021 Netflix special skit to researchers. Countries such as the

Netherlands have made great efforts in regards to DI of the LGBTQ+ community which is

commendable. Many participants who identified or were allies of these communities stated that

they felt safer to express or support the LGBTQ+ community and included in their Dutch

community. The goals of both the LGBTQ+ and BLM civil rights movements are the same.

However, the reality of visual diversity, systematic discrimination and intersectionality place

civil rights movements such as the Black Lives Movements in a precocious predicament.

Individuals should not feel as if one aspect of their identity or one minority group is more

important or needs more attention. Participants reported that HEI may perhaps be emphasizing a

particular dimension of diversity such as gender and sexuality more so than others (namely

ethnicity). This perspective perhaps calls for more specific diversity dimension directed

initiatives that equally (perhaps more so equitably) address individuals' intersectionality of

diversity dimensions (namely ethnic diversity).

Delivery

Participants noted that the predominant method used by educators in the interaction with

their students is traditional lecturing. Any deviation from this teaching style was dependent on (i)

the individual educator (more non-Dutch educators having more discussions and student
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engagement than Dutch lecturers) and (ii) the course structure (practical’s, seminars, lectures)

with practical’s having more opportunity for inclusion of DI. How lecturers teach influences how

students learn and essentially feel both represented and included in the class (Bidabadi et al.,

2016). The teaching methods used by lectures as stated by participants has its concerns as it

mitigates opportunities for discussion, the inclusion of diverse perspectives and more (Myhill et

al., 2005; Howe, & Abedin, 2013). The solutions provided by participants to promote DI were

apart from representation, more on pedagogical solutions such as getting to know participants,

having more of a bi-directional communication, more opportunities for discussions and

engagement. Gaebel and Zhang (2018) state that improving teaching approaches, pedagogy, and

methodologies in HEI in Europe should be a top priority.

Moreover, participants noted that as much as an initiative has to come from the lecturer,

effort to participate and engage has to come from the student as well. This perspective also

perhaps was contradictory in that the participants perceived that they may need to also make an

effort in engaging with the content and class but also stated they did not like having to be the

ones having to bring in, raise questions or even at times explain issues concerning and touching

upon DI. The BIPOC women especially felt pushed into the unwanted role of having to be

educators or representations of all BIPOC when societal issues that touched upon topics of DI

were addressed. Moreover, when participants did participate in topics addressing DI with

enthusiasm and interest, they stated that they felt as if they were perceived as aggressive and

were shut down. Black women are often stereotyped as the “angry black women” (Neal-Jackson,

2020) which can influence classroom interactions. Hence it is important to note conditions under

which BIPOC contributions and participation in class to topics that their diversity experiences
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can be explored (possibly exploited). Additionally, expecting students, especially BIPOC

students, to make more of an effort to participate is not as easy as students have to negotiate and

manoeuvre around classroom interactions/dynamics both on cognitive and emotional

dimensions, which was expressed by participants.

Student Support Services

RQ3) How do BIPOC perceive DI in support services provided by their HEI?

All participants had used some form of support service to which they all looked for

intentionally to solve an issue. Generally, these experiences were positive as they sought the

service out and often got their questions answered. However, the lack of a personal touch or

support that would go over what participants perceive as not part of the study advisor's role,

resulted in participants reporting that they would only seek support if they were in dire need.

Suggestions made by participants such as reaching out to participants although perhaps may need

some organizational approach would be an ideal solution. This can be coupled with the need for

access to mental health services. Lastly, participants noted a need/preference for an international

or BIPOC study advisor. The support services tended to be not as diverse as participants would

like with the support staff being predominantly white, male, and Dutch, with variations between

study tracks.

Extracurricular activities

RQ4) How do BIPOC perceive DI in HEI-affiliated extracurricular activities?

Students participated in different associations with study associations and cultural

associations being the most common to join. Both these two types of associations allow for

students to interact and engage with other students with at least one expected commonality, study
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or cultural/ethnic background. Other associations were perceived as predominantly Dutch

(white) and participants did not feel particularly welcomed or accepted in these associations

although this may not be the intention of the associations. The associations that participants

interacted with stated that information, applications and initiations were in Dutch which often

excluded many international students. HEI affiliated associations should be obliged to diversify

their memberships and boards at least to show that they are welcoming.

Student University life

RQ5) What are BIPOC experiences of DI in student (applied) university life?

Accommodation

Student accommodation is an issue that a lot of HEI in the Netherlands seem to be

struggling with. Participants perceived there to be a disproportionate availability and access to

affordable and reasonable student accommodation. Much of this disproportion is deduced to be

because of the freedom of landlords and current tenants (cooptation) to decide on who moves

into the available rooms. Municipalities and HEI are in a predicament of having to attend to the

needs of both locals and incoming internationals, however, they need to ensure that they do so

without instilling segregation and discrimination with regulations such as cooptation can

promote. HEI being centres for internationalization create the potential for unease in the

community simply due to diversification. Hence HEI need to take more responsibility in

community integration, and ensuring affordable and safe accommodation for internationals not

just in the first year but also helping with the transition into their second year.
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Integration

Leaving home for anybody is a big step, especially for students who are entering a new

transition in their life. Integration for international students takes time even with HEI providing

interaction opportunities (Coles, & Swami, 2012). Big student housing and cultural associations

seemed to support students in their transition and integration. That is these groupings created

opportunities for students to create close friendships. Having a group of close compatible friends

in a setting in a new environment can assist with social integration through which student living

plays a role (Wilcox et al., 2006). Moreover, some students noted that their character of being

extroverted, friendly and outgoing made it a lot easier to find friends and integrate into the

community. This may be explained as extroverts put themselves out there more and have more

interaction opportunities and exposure to create friendships. This difference between participants

suggests that an integration program needs to consider the target group to whom extra integration

initiatives/interventions are required. Participants did note that once they found their close

network they felt welcomed in the community, however, this safe and acceptance did not extend

beyond the close networks and one can question as to whether integration in the Dutch society

was achieved or whether integration only into a sub-group of Dutch society (e.g. internationals,

migrants or intercultural competent Dutch) was achieved. HEI need to look at supporting

internationals or specifically BIPOCs integration, not as a unidirectional concern (e.g.

internationals joining a new community), but bi-directional with locals needing support in the

diversification of their communities as well (Hurtado et al., 1998).
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Experiences

The experiences of BIPOC students were diverse in their nature. Some participants had

more experiences of racism and discrimination (both overt and covert) than others, while other

participants (mostly women) had more experiences of ageism, and/or sexism amongst other

experiences. This brought up the concept of intersectionality as the different aspects of

participants' identities intertwined together influenced their experiences. Although some

participants reported having negative experiences directly at them or through social issues such

as BLM and Zwarte Piet, all participants showed the ability to compartmentalize, focus, and

showed resilience in what they were going through. This was perhaps fuelled by their desire to

finish university; however, any deductions in regards to how they coped, to what extent it

impacted their lives and other related questions cannot be deduced and require further

exploration. Nevertheless, coping and dealing with negative experiences were done so with

humour or more deeply with members of their community and or families. Amongst BIPOC

communities common coping mechanisms of overt or covert discrimination are done so through

humour (Outley et al., 2020). Moreover, humour is a great way to learn worldwide frameworks

in intercultural competence (Oshima, 2018), however, this sometimes can take a "dark turn" and

humour aggressiveness can emerge from ethnocentrism (Miczo & Welter, 2006). Nonetheless,

whether it is within the university or outside, BIPOC students should be provided with access to

support services in dealing with and addressing their experiences. BIPOC students go through

experiences that non-BIPOC students would never completely understand. These experiences

being taken as reality and unsolvable often puts these individuals with a lot of weight on their

shoulders that through a resilience perspective should not be a problem but from a more
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compassionate perspective should not be something they should have to go through. Hence, the

aspect of equity is addressed in regards to supporting BIPOC in achieving their degrees.

Addressing DI

RQ6) What are BIPOC perceptions on how DI should be addressed at their HEI?

The majority of students were not aware or made aware of any past or ongoing DI

initiatives run by their HEI despite existing small activities such as welcoming ceremonies.

Hence suggesting that HEI should communicate their initiatives and services more clearly to the

student body in general and those concerned in particular. Common HEI initiatives mentioned by

participants were welcoming ceremonies, (free) language centres, promotion of cultural activities

around the city or country, and student course feedback. Nonetheless, a major theme between

and some within participants' interviews, was the need for diverse representation in both staff (in

low and high positions) and students body as well as a need for more readily accessible support

services. That is, students felt poorly represented in the student body and staff, and felt as if their

presence was merely tolerated. HEI, taking the initiative to recruit students from all corners of

the earth, should ensure that despite the cultural shock, diverse students feel represented in the

various university communities as active participants (and are not figure representation to boost

HEI image. Participants noted that during social problems such as the BLM movement, (some)

HEI did not even make an initiative to show their support. Political issues are social issues. HEI,

although may not want to be "too political" showing compassion, humanity would go a long way.

With that, the results in coupling with research suggest that universities need to take more

intentional decisions and initiatives in their implementation of DI.
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Recommendations

We live in a social, politically charged world regardless of how much communities try to

mitigate this through being "woke", politically correct, or being alias and supporting

minority/marginalized groups. The participants in the study spoke of their experiences and

perceptions often rooted within these contexts and both through their cultural backgrounds and

personal characteristics. The interaction of different identities (intersectionality), personal

characteristics, generational history, and other confounding factors, has increased the complexity

of meeting the needs of BIPOC individuals in DI initiatives. Nonetheless, complexity should not

steer us away from supporting individuals. Firstly, promoting DI initiatives in education would

ideally come from society and eventually be reflected in policy. This, however, may not be

realistic, therefore, it is recommended that policies are pushed forth. Many of the suggestions for

policy change have already been addressed by the participants such as participation in decision

making, representation of diverse individuals in all levels of the university, training that

addresses bias, and intercultural competence, as well as universities showing support of students

during social and political issues. An important deduction made from the results would be that

policies in DI should segregate diversity types as often universities present as diverse and

inclusive but this is related more to sex, gender and sexuality diversity than ethnic diversity.

Moreover, more cross-culture interactions between students in various universities abroad,

having companies for exchange and internships allows for not only universities access to a broad

community but also Dutch natives. Additionally, integrating critical global citizenship in HEI

would be recommended.
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Nonetheless, as much as policies play a role in the promotion of DI, it is youth, the

pioneers of tomorrow who stand central. Having youth, students as stakeholders, leaders,

participants in decision making, implementers, and activists give power to youth in directing and

creating the social climate they aim to achieve. Lastly, it is recommended that HEI do not

centralise the initiatives to their institutions only, but bring and integrate the policies on the

broader community and society that surrounds BIPOC and all learners.

Limitations and strengths

The current study much like any study comes with its strengths and weaknesses. Firstly,

the sample was fairly normally distributed in regards to their basic demographic characteristics.

However, the participant sample was overrepresented by the black (African, Afropean, Afro

Dutch, migrant black, black-mixed) in BIPOC (83%). Additionally 77% of participants came

from a HEI in the North of the Netherlands. Hence, general deductions made to other people of

colour and universities outside the North should be done with caution. Secondly, the sample

methods used could have resulted in a particular characteristic skewing the results in a certain

direction. Additionally, there is also the possibility of demand characteristics. Although this may

be the case, participants in the sample showed reflection as well as perspective-taking skills

during the interview, suggesting that they tried to be as objective as possible. Moreover, there

was variation between participants in their perspectives of DI. Thirdly, the interviews took fairly

long. Despite this, participants showed great surprise at how fast the interview went, how much

they learnt and were grateful to be able to discuss the topic. Lastly, and perhaps the most

concerning limitation was that the content analysis of the transcripts was done by only one

reviewer. This was a result of circumstances. To counteract the reliability and validity of the
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results an overview of all research is provided in the Appendix or provided on request and a

Reflexivity piece has been added to give context to which lens the results were analysed through

in addition to the research perspective.

Conclusion

The results show that DI in HEI is as much of a pedagogical issue as it is a concern of

internationalisation and decolonisation of education. How BIPOC students conceptualize the

concepts of DI and equity are centred in their experiences and appear to go beyond academic

definitions and more towards the ideals of DI and equity. The delivery and curricula of degree

programs regardless of whether it is in the exact sciences or humanities has the opportunity to

integrate DI. This, however, is more so in the curriculum for the Humanities and the Exact

Sciences; this perhaps fits more in line with the development of professional skills and soft skills.

All approaches to facilitation of learning can be supported by CRT and GCED integration in the

curriculum. There is still a long way to go to effective implementation requiring both change in

attitudes/values of students and academic and non-academic staff. DI initiatives and solutions

tend to fall on the shoulders of those who see an opportunity to address it and be active.

Participants in the research described these early adaptors as enthusiastic educators, students

with a voice to speak out and associations (namely cultural and social/political associations).

Although affiliated with the HEI, the DI related initiatives/activities were seen by respondents as

independent and uninfluenced by the HEI body. A plethora of solutions and suggestions were

made as to what participants would like to see in their HEI, many of which have already been

suggested in earlier research. HEI have tried to implement DI initiatives, however, these either

majorly support gender and sexual diversity or are not always clearly communicated to the
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student body. HEI are implored to be more intentional in their acts and start getting comfortable

with being uncomfortable and address ethnic diversity and its colonial and neo-colonial history

(Dutch colonial past and neo-colonial present).

The educational world has made great strides in trying to move towards a more diverse

and inclusive world society; however, the way ‘to freedom’ is long and marked by many barriers.

HEI, and in general all forms of learning (formal, non-formal, informal), are expected to

encourage the development of (global) citizenship in all (lifelong) learners. So in conclusion,

when in Rome we should do as the good Samaritan or global citizen would and not as the

Romans do.
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Reflexivity

I am biracial/bi-cultural, bi-curious, cis-women raised in a middle-class environment,

born and raised in Botswana. My ethnicity as being biracial stands at the forefront of my identity.

Being half-Dutch and half-Kalanga (I specially state my mother’s tribe because this goes beyond

my identity of being a Motswana), I have and still do have to negotiate and reshape my identity

for the spaces and context in which I occupy. Whether it was during my upbringing in Botswana

and living (with predominantly people of colour/black), or my migration to the Netherlands and

interacting with international, black and Dutch communities, I felt both the presence and absence

of belonging. A sand coloured young woman blending into the fine grains of the Sahara desert, I

felt like a bridge in trying to clear miscommunications and translate behaviours and as I got older

I have felt pushed into being more of a police control, to pick a side, of the clashes of my cultural

background. My experiences as being biracial/black/BIPOC are, however, not unique to me,

many family members, friends and strangers I have had the pleasure of crossing paths with also

have had similar experiences. These interactions and experiences with the push from a father

who encourages me to be critical about everything and a mother who sees the best in everyone, I

took to researching the current topic both from an individual perspective to find my stories and

experiences in others, develop my own identity and to reflect critically on my own perspectives

and how those contrast against others. As much as this topic has foundations on a personal level,

I also undertook the topic from an academic point of view, to give forth the perspectives of those

often overlooked, to encourage criticality of DI initiatives in education, and move from theory to

more practical concerns. Everything I write, although academic, will be coloured by personal

identity and experiences and perhaps also overlaid with bias to some extent and so I hope with a
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brief overview of my identity and reasoning for this research you can read my paper criticality

and understand the context in which I wrote the paper.
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End Note

1 Curriculum, content and facilitation reform requires a scientific approach to study the

implementation efficacy and the strengths and weaknesses of its implementation in practice. This

scientific approach is known as implementation sciences.
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Appendix A

Historical Context

Two core questions arise from the coupling of the role of HEI and the English idiom,

“When in Rome do as the Romans do”;

1) What is Rome?

2) Who is a Roman?

Firstly, international students studying outside their home countries would, as the proverb goes,

have to act in the way locals do and in essence assimilate to the dominant host country. However,

the people and cultures within countries are not as monolithic/homogeneous as one might think

due to the impact of colonisation, internationalisation, migration and globalisation (Magu, 2015;

Sotshangane, 2002). Take the Netherlands for instance, in the 1940s the Netherlands had been

relatively (ethnically) homogeneous, however, following World War Two the Netherlands was in

shortage of manpower in the labour market, hence private companies as well as the Dutch

government opened its doors to international low qualified workers (i.e. guest workers) who

migrated to the Netherlands, from areas such as Spain and Italy. In the 1950s to early 60s, most

of these guest workers returned home. In the mid-60s, with a then more stable economy, guest

workers from Turkey and Morocco started migrating for work. These individuals did, however,

not return to their home of origin, with the introduction of the family reunification law resulting

in more Moroccan and Turkish workers and families migrating to the Netherlands. Moreover,

migrants from the Dutch former colonies such as Suriname, and Indonesia started migrating to

the Netherlands in the 1980s, not to overlook the influx of migrants from Eastern Europe after

the fall of the wall. Refugees from politically tense areas such as Iraq, Somalia, Afghanistan,
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amongst others too made their way into the Netherlands looking for asylum (Studiepakket

Multicultural Nederland| UCL, 2018). The Dutch migration history, however, goes beyond just

the immigrant workers and post-colonial immigrants. The Dutch ethnic diversity expands to

other migrants from other countries of the world such as the UK, USA, Syria, Bulgaria,

Yugoslavia, Somalia, Eritrea, and China amongst others. Moreover, given that the migrant birth

rate as well as the mortality rates tend to be higher and lower respectively, than those of Dutch

natives, the Netherlands has become more so increasingly ethnically diverse, and can be

expected to further in case in the next few decades, especially those of non-European, non-Anglo

Saxon background (Bovens et al., 2020).

For the Netherlands, and many other Western and to a lesser extent non-Western

countries, the concept of “Rome” or this monolithic/homogeneous community/country does not

exist anymore. Societies in developed countries have been and still are (at an increased rate)

transformed into heterogeneous and culturally diverse societies. Although, as the Netherlands as

an example, regions differ quite significantly in regards to ethnic diversity (Bovens et al., 2020),

with urban regions more multicultural than rural areas, countries as a whole no longer represent a

homogeneous people but heterogeneous especially ethnically.

Despite the Netherlands presenting itself as a tolerant and liberal Kingdom, it expects

migrants to assimilate to the Dutch culture for example the compulsory civic integration

examination required of immigrants who seek Dutch citizenship (Immigration and Naturalisation

Service (IND), 2021; Vasta, 2007). The question of what is Dutch culture still stands unclear, is it

the Dutch culture pre-WW2 or post-WW2 with a much more diverse people? Regardless of this

uncertainty, expecting or promoting assimilation of international students defeats the whole
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purpose of diversification. That is having ethnically diverse individuals in the community but

moulding them into a version of the host country speaks nothing close to accepting and

appreciating diversity let alone toleration. Research by Vasta (2007) showed that further societal

diversion is likely to occur as a result of migrant assimilation. Hence, promoting diversity and

integration would benefit societal cohesion and tensions.

Secondly, in the same vein who is a Roman too is a bit vague. Is the Roman a black

Dutch local, born and raised in the Netherlands, with a lineage both in the Netherlands and

Botswana or is it a Dutch white woman with ancestors in the Netherlands and France? Who has

claim to being a “Roman”? Does one have more rights than another? In the recall and writing of

history many narratives were overlooked, for what I can only assume to have been for the

purpose of unity and power. A “Roman” is a stereotype that discriminates against other

“Romans” that do not fill the mould. We as a people and a nation cannot run away from diversity

in all its forms, let alone from inclusion of the diversity within our communities.
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Appendix B

Increasing Diversity in Dutch HEI

In the academic year 2017-2018, the Netherlands recorded its highest intake of

international students in Dutch HEI, at approximately 122,000 from 162 different nationalities.

The Universities of Applied Sciences (these are the ‘Hogescholen’, HBO schools = higher

vocational education), Master programmes have experienced the strongest growth of

international students. As of 2017-2018, 20% of Bachelor programmes and 75% of Master

programmes at research universities are offered in English with variations according to the field

of study. Whereas in Universities of Applied Sciences, 10% of Bachelors and 25% of Master

programmes in the year 2016-2017 are offered in English. Of those enrolled exclusively in

English programmes 80,000 are Dutch and 40,000 international students. As it stands, the

Universities of - Maastricht, Amsterdam, and Groningen (not the hogescholen) have the highest

number of enrolled international students respectively. In 2015, the Netherlands attracted nearly

two times more international students than the Organisation for Economic Co-operation and

Development (OECD) average. 24.5% of all incoming international students are from the

non-European Economic Area (EEA), 62.2% from the EEA and 13.18% are homecoming Dutch

national students (Huberts et al., 2018).
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Appendix C

Table 1

Participant recruitment

Contact How many

reached/contacted

How many responded

and recruited

No. participants

Cultural Associations 14 Associations 5 Associations 4

Personal Social

Media

Facebook

Instagram

LinkedIn

Approx. 50 12 12

Snowball sample 16 14 14

Table 2

Descriptive Statistics

N Range Mean Std. Deviation

Duration (minutes) 30 73 67,67 14,702

Age 30 21 24,00 4,526

Years in NL 30 22 5,18 5,491
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Table 3

Gender

Frequency Percent

Valid Female 17 56,7

Male 13 43,3

Total 30 100,0

Table 4

Sexual Orientation

Frequency Percent

Valid Heterosexual 25 83,3

Bisexual 3 10,0

Not say/Other 2 6,7

Total 30 100,0
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Table 5

Race

Frequency Percent

Valid Black African 11 36,7

Black 10 33,3

Asian/Brown 4 13,3

Mixed (white black/Asian) 5 16,7

Total 30 100,0

Table 6

Level

Frequency Percent

Valid Bachelor 22 73,3

Master 6 20,0

PhD 2 6,7

Total 30 100,0
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Table 7

Study

Frequency Percent

Valid

Percent

Cumulativ

Percent

Valid Humanities 20 66,7 66,7 66,7

Exact Sciences 10 33,3 33,3 100,0

Total 30 100,0 100,0

Table 8

Disability

Frequency Percent

Valid

Percent

Cumulative

Percent

Valid Yes, mild OCD 1 3,3 3,3 3,3

No 29 96,7 96,7 100,0

Total 30 100,0 100,0
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Table 9

Nationality

Frequency Percent

Valid

Percent

Cumulative

Percent

Valid British 2 6,7 6,7 6,7

Indian 2 6,7 6,7 13,3

Nigeria 2 6,7 6,7 20,0

Germany 2 6,7 6,7 26,7

Zimbabwe 4 13,3 13,3 40,0

Mixed EU 8 26,7 26,7 66,7

Motswana 2 6,7 6,7 73,3

Mozambique 1 3,3 3,3 76,7

Kenya 2 6,7 6,7 83,3

Congo 1 3,3 3,3 86,7

Cameroon 1 3,3 3,3 90,0

Dutch 1 3,3 3,3 93,3

Namibia 1 3,3 3,3 96,7

Pakistan 1 3,3 3,3 100,0

Total 30 100,0 100,0
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Table 10

Heritage

Frequency Percent

Valid

Percent

Cumulative

Percent

Valid Nigerian 5 16,7 17,2 17,2

Indian 2 6,7 6,9 24,1

Ethiopian 1 3,3 3,4 27,6

Zimbabwean 4 13,3 13,8 41,4

Malawi 1 3,3 3,4 44,8

Botswana 2 6,7 6,9 51,7

Mozambique 1 3,3 3,4 55,2

Kenyan 2 6,7 6,9 62,1

Congolese 1 3,3 3,4 65,5

Cameroonian 1 3,3 3,4 69,0

Namibia 1 3,3 3,4 72,4

Mixed with EU (German/Dutch) 5 16,7 17,2 89,7

South Korea 1 3,3 3,4 93,1

Pakistan 1 3,3 3,4 96,6

Ghanaian 1 3,3 3,4 100,0

Total 29 96,7 100,0

Missing System 1 3,3

Total 30 100,0
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Table 11

Highest Level of Education

Frequency Percent

Valid

Percent

Cumulative

Percent

Valid High school 5 16,7 16,7 16,7

(technical) College 2 6,7 6,7 23,3

Bachelor 7 23,3 23,3 46,7

Master 13 43,3 43,3 90,0

Doctorial 3 10,0 10,0 100,0

Total 30 100,0 100,0

Table 12

HEI

Frequency Percent

Valid

Percent

Cumulative

Percent

Valid North 24 80,0 80,0 80,0

South 3 10,0 10,0 90,0

Middle 3 10,0 10,0 100,0

Total 30 100,0 100,0
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Table 13

Year at time of interview

Frequency Percent

Valid

Percent

Cumulative

Percent

Valid Graduated 4 13,3 13,3 13,3

1 5 16,7 16,7 30,0

2 8 26,7 26,7 56,7

3 8 26,7 26,7 83,3

4 4 13,3 13,3 96,7

5 1 3,3 3,3 100,0

Total 30 100,0 100,0

Table 14

Months since graduation

Frequency Percent

Valid

Percent

Cumulative

Percent

Valid Still studying 25 83,3 83,3 83,3

1 2 6,7 6,7 90,0

3 2 6,7 6,7 96,7

12 1 3,3 3,3 100,0

Total 30 100,0 100,0
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Table 15

Reliability Statistics

Cronbach's Alpha Cronbach's Alpha Based on Standardized Items N of Items

,766 ,770 9

Table 16

Item Statistics

Mean Std. Deviation N

F1 2,37 ,809 30

F2 2,13 ,860 30

F3 2,20 ,925 30

F4 2,27 ,980 30

F5 2,83 1,341 30

F6 1,97 ,765 30

F7 2,33 ,758 30

F8 2,80 ,997 30

F9 2,73 1,172 30
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Table 17

Inter-Item Correlation Matrix

F1 F2 F3 F4 F5 F6 F7 F8 F9

F1 1,000 ,572 ,406 ,612 ,122 ,188 ,356 ,222 ,398

F2 ,572 1,000 ,442 ,447 ,319 ,112 ,458 -,088 ,105

F3 ,406 ,442 1,000 ,396 ,250 ,059 ,246 ,120 ,146

F4 ,612 ,447 ,396 1,000 ,481 ,058 ,247 ,374 ,304

F5 ,122 ,319 ,250 ,481 1,000 ,062 ,362 ,387 ,344

F6 ,188 ,112 ,059 ,058 ,062 1,000 ,139 -,009 ,105

F7 ,356 ,458 ,246 ,247 ,362 ,139 1,000 ,320 ,142

F8 ,222 -,088 ,120 ,374 ,387 -,009 ,320 1,000 ,543

F9 ,398 ,105 ,146 ,304 ,344 ,105 ,142 ,543 1,000
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Table 18

Item-Total Statistics

Scale Mean

if Item

Deleted

Scale Variance if

Item Deleted

Corrected

Item-Total

Correlation

Squared Multiple

Correlation

Cronbach's

Alpha if Item

Deleted

F1 19,27 21,651 ,587 ,668 ,727

F2 19,50 22,190 ,468 ,598 ,741

F3 19,43 22,254 ,414 ,259 ,748

F4 19,37 20,171 ,635 ,607 ,714

F5 18,80 19,062 ,501 ,506 ,739

F6 19,67 25,126 ,132 ,063 ,781

F7 19,30 22,769 ,467 ,425 ,743

F8 18,83 21,799 ,422 ,547 ,747

F9 18,90 20,576 ,449 ,459 ,745
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Appendix D

List of Cultural Associations contacted for recruitment of participants

Recruitment Contacts

Name Result/outcome

African Students Community (ASC) Groningen Posted on FB page

Black Ladies of Groningen (BLOG) Responded and said to share info on the

WhatsApp group.

The Association for Students of African

Heritage (ASAH) Rotterdam

No response given.

Student Association Tribez The Hague No response given.

African Student association Tilburg No response given.

Afro&Carib’n Community Leiden Address not found. Email not sent or received.

African-Caribbean Maastricht University

Society

No response given.

United Community of African Students Shared with members

GISP Shared information with Cultural Association

Support Network.
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Groningen Indian Students Association No response given.

ALAS: Association for Latin American Students

Groningen

No response given.

ESN Groningen Suggested to share on Facebook page.

Information Posted on FB page.

Indonesian Students Association PPI

(Perhimpunan Pelajar Indonesia di Groningen)

No response given.

Saudi Student Club Groningen No response given.

Vietnamese Student Organization in Groningen No response given.
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Appendix E

Draft emails/Google Form sent to Cultural Associations and to (potential) participants.

Email Sent to Cultural Associations for Recruitment

Dear, [Insert name]

I hope this email finds you well and in good spirits. My name is Tjanana Deurwaarder and I

am an international Pedagogy: Youth, Society and Policy Master student and secretary for the

African Students Community (ASC) at the University of Groningen. As part of my master

program I am researching the topic of “Black, Indigenous and People Of Colour (BIPOC)

students' perspective on diversity, inclusion in their higher educational institutions”. My

experiences as a bi-racial (Botswana-Netherlands) international student in the Netherlands and

being part of the ASC Board, I recognised that there was a need to take the perspective of

minority students in regards to their experiences not only at the community level but also on a

larger scale such as the university. I aim at asking questions in regards to BIPOC students'

perspective of education, university extracurricular activities, university support services,

general student life and their opinion on how diversity and inclusion should be approached in

higher education. With that I hope that my research can be additive to the literature on

diversity and inclusion from a BIPOC perspective and perhaps promote and support higher

education diversity and inclusion initiatives.

mailto:tjdeurwaarder@yahoo.com
https://www.rug.nl/masters/youth-0-21-society-and-policy/?lang=en
https://ascgroningen.com/
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I reach out to you today because your institution/community/association provides services or

has members who meet the BIPOC criteria for my research. I am currently looking for

individuals to interview from the 19th of July to the 13th of August 2021. It would be greatly

appreciated if you could share this research amongst your members, colleagues and

community. Would this be possible?

I have attached a small poster that you can use to promote my need for participants.

Individuals can sign up and schedule an interview with me by contacting me by email on

t.j.deurwaarder@student.rug.nl, through WhatsApp on +31620194202 or by signing up on the

Google Form here.

If you can (not) promote and/or circulate my need for participants amongst your members or

within your institution could you please inform me for methodology reasons. For any further

questions or information in regards to my research please feel free to contact me.

Your assistance would be greatly appreciated.

Kind regards,

Tjanana Deurwaarder

mailto:t.j.deurwaarder@student.rug.nl
https://docs.google.com/forms/d/1xB6tmoIvijvkhDSthU5CXgMj_etYxfW3p9rJZZBSrB8/edit
mailto:tjdeurwaarder@yahoo.com
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Google Form/Email sent to (potential) participants

The purpose of this research is to investigate diversity, and inclusion in (applied) universities

from the perspective of BIPOC (black, indigenous, and people of colour) students. Research

has shown that marginalised groups' perspectives are sometimes overlooked hence its vital that

we take your perspective would be additive to literature. You may not directly experience the

implications of this research however, it will hopefully direct further research, and support

diversity, and inclusion initiatives in higher educational institutions.

By filling in this form you agree to taking an interview that should take 60 - 90 minutes.

Below you can schedule your preferred date and time for the interview.

Thank you!

Confirmation of Interview

Dear, Participant

Thank you for your interest in being part of the research “Black, Indigenous and People Of

Colour (BIPOC) students' perspective on diversity, inclusion in higher educational

institutions”.

You have scheduled an interview for;
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Date: [insert here date]

Time: [insert here time]

The Zoom details can be found below:

Tjanana Deurwaarder is inviting you to a scheduled Zoom meeting.

Topic: BIPOC Interview Participant X

Time: [insert here]

Join Zoom Meeting: [meeting link inserted here]

Meeting ID: [insert here]

Passcode: [insert here]

The interview will take approximately 60-90 minutes to complete. Please familiarize yourself

with the Research interview and sign the consent form. We will go over the research

information and consent form before the interview if you have any further questions.

Your participation in this research is greatly appreciated.

Kind regards,

Tjanana Deurwaarder

mailto:tjdeurwaarder@yahoo.com
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Appendix F

Research Information and Consent Form

Why do I receive this information?

You are hereby invited to participate in a research study delving into the question of

diversity inclusion and equity in universities from the perspective of black, indegenous,

and people of colour (BIPOC) students. The study aims to collect information regarding

your experiences and perception on the concepts of diversity, and inclusion as a BIPOC

student at the university.

You are invited to participate because you are a student studying at a higher educational

institute with a black, indigenous, or person of colour (BIPOC) identity and have scheduled

an interview with me. The study consists of taking part in a Zoom interview that will take

approximately 30 minutes - 1 hour to complete.

The Pedagogy ethics committee of the University of Groningen has evaluated and

approved this research. The study will be conducted by Tjanana Deurwaarder, a

Pedagogy: Youth, Society and Policy student, under the supervision of professor

Alexander Minnaert, a researcher and lecturer at the department of Pedagogy. Tjanana

Deurwaarder will be your contact person.

Do I have to participate in this research?

Participation in the research is voluntary. However, your consent is needed. Therefore,

please read this information carefully. Ask all the questions you might have to Tjanana

Deurwaarder (t.j.deurwaarder@student.rug.nl or on WhatsApp at +31620194202), for
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example when you do not understand something. Afterwards you can decide if you want to

participate. If you decide not to participate, you do not need to explain why, and there will

be no negative consequences for you. You have this right at all times, including after you

have consented to participate in the research.

What is the purpose of this research study?

The purpose of this research is to investigate diversity, and inclusion in universities from the

perspective of BIPOC students. Research has shown that marginalized groups' perspectives

are sometimes overlooked hence your voice heard and listening to your perspective would be

additive to and strengthen literature and raise awareness on this issue.. You may not directly

experience the implications of this research however, it will hopefully direct further research,

and support diversity, and inclusion initiatives in higher educational institutions amongst

other things.

What do we ask of you during the research?

You will be asked to complete the consent form to participate in this research. You can do

this by reading the consent form and agreeing to the terms presented below. Once you have

provided your consent you will be asked to continue onto the interview. The interview aims

to get your perception of diversity, and inclusion in the following fields; education, support

services, work, extracurricular activities, and student life. The interview should take

approximately 30 minutes - 1 hour to complete.

How many other people will be in the study?

About 5-30 BIPOC students in the Netherlands will be interviewed.
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How long will I be in the study?

This part of the study lasts as long as today’s interview. The whole discussion will take

about 30 minutes - 1 hour to complete.

Why you should participate.

You are provided with an opportunity to contribute meaningfully to enhance inclusion of

BIPOC students – present and future – in higher education. You can express your views on

and experiences with diversity and inclusion in your academic, personal and professional life

as a BIPOC student. It is hoped that the information obtained from you can be used to

improve the experiences of BIPOC in higher educational institutions.

You will be provided with a list of services and contact information relevant and available

to support international students at your request. You will also be provided with a copy of

the completed thesis at your request.

What are the consequences of participation?

All research outcomes involve some insecurity and definite conclusions cannot be

guaranteed. The value of the research outcomes will only be known once data is collected

and analysed. If valuable outcomes are obtained, they may for example inform diversity

and inclusion committees in higher educational institutions. Participants engage in

meaningful reflection about topics relevant to their

personal, academic and professional development. Services and contact information

relevant and available to support international students will be made available to you at

the end of the questionnaire. You may find satisfaction in sharing your thoughts, and
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adding value to the perspective of BIPOC. I hope that the information obtained from you

can be used to improve the experiences of BIPOC in higher educational institutions.

The most common risks of participation are that you may feel uncomfortable answering

questions about your workplace and university. In addition, since we are collecting

information about you, there is a very small risk that others could find out that information.

We do however have safeguards in place against these risks. The risk of experiencing

mental discomfort is minimal, given the themes of the research. However, if you experience

a sense of discomfort, we encourage you to contact Tjanana Deurwaarder to discuss the

implications of the study. The questions asked may evoke discomfort and may ask questions

which are provoking, for example, experiences which may have been discriminatory. If you

experience the above mentioned situations or the study makes negative past experiences at

the RUG salient you could consider stepping to the confidential adviser of the UG. The

student psychologist can provide psychological support, and if needed refer to more

extensive support systems.

Since we are collecting information about you, there is a very small risk that others could

find out that information. However, we do many things to keep your information private.

We keep results of the study surveys and discussions on computers that need a password to

be opened. Only the researcher has access to that password. We will not reveal your

identity to anyone outside of the study ever, for any reason, unless under court order. If any

publication or presentations results from this research, you will not be identified by name.

Therefore, the risk of others learning any information is very small.

Will I be paid for being in this study?

You will not be compensated for your time when you complete the interview.
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What happens if you do not take part in this study?

Nothing will happen. If you do not want to be in this study, then you do not have to

participate. Remember, being in this study is up to you. No one will be upset if you do not

want to participate or even if you change your mind later and want to stop the interview.

What happens to my information collected during this study?

The data will be collected online using the Qualtrics platform. Tjanana Deurwaarder and

Alexander Minnaert, will have access to the raw data set. There will be no information that

would directly connect you to the information you provide. Your information will be

de-identified. De-identified means that all information that could identify you has been

removed. The information will be stored and shared for future research in this de-identified

fashion. It would not be possible for future researchers to identify you, as we would not

share any identifiable information about you with future researchers.

Participants can withdraw from the study anytime until the final day of data collection. This

is because for the analysis only anonymized data is used, meaning we cannot anymore

identify the specific respondent’s data. We follow the institutional guidelines for the

duration of data storage, which is preferably 10 years. We also ask consent for participation,

and for using the data for related research questions in the future (for example comparing

the study with data from other countries). We will report about the data at an average level,

and never on an individual level.

What else do you need to know?

You may always ask questions about the research: now, during the research, and after the

end of the research. You can do so by emailing (t.j.deurwaarder@student.rug.nl) or
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phoning (+31 620194202). If you want to withdraw from the study you can email Tjanana

Deurwaarder at the aforementioned email (t.j.deurwaarder@student.rug.nl).

Do you have questions or concerns regarding your rights as a research participant? For this

you may also contact the Ethics Committee of the Faculty of Behavioural and Social

Sciences at the University of Groningen (EC-BSS): ec-bss@rug.nl.

Do you have questions or concerns regarding your privacy, or regarding the handling of

your personal data? For this you may also contact the Data Protection Officer of the

University of Groningen: privacy@rug.nl.

Conclusion

Please ask any questions you have about this study now. If you decide to stop the

interview, that is okay. If you want to stop being in the study, please let Tjanana

Deurwaarder know. If you want to take part, we ask that you sign the consent form.

By consenting to participate, you agree to take part in this research study. This means that

you have read or have had the consent form read to you, you have been given the chance to

ask questions and your questions have been answered to your satisfaction, and that you are

willing to complete the interview with our study team. You will receive a copy of this

consent form if you want one. If you have any questions or there is something you do not

understand, please ask.

mailto:ec-bss@rug.nl
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Consent

I have read the information above and have had an opportunity to ask questions about the

research and how my information will be used. I understand the purpose of the research

and what my participation involves.

I agree to take part in the study interview and for the information I provide to be shared with.

I understand that anonymised information (quotes, and demographic information) about me

may be published within the research thesis, which may be published online and that

published material from this thesis may be used by other researchers, educational workers

and practitioners for academic and practical reasons.

I know that my participation is voluntary and that I can choose to withdraw from the

research at any point. The researcher of this study can be contacted at Tjanana Deurwaarder

(t.j.deurwaarder@student.rug.nl).

By ticking the consent below, you acknowledge:

● Your participation in the study is voluntary.

● You are 18 years of age.

● You are aware that you may choose to terminate your participation at any time

for any reason.

● Give consent to take part in the study and for your data to be used in the current

study and future studies.

o I consent, begin the interview
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o I do not consent, I do not want to participate

Date:

Time:

Participant signature:

Interviewer signature:
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Appendix G
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Appendix H

Demographic information

Number Question

1. Age: How old are you?

2. Gender: What is your gender?

3. Sexual orientation: What is your sexual orientation?

4. Nationality: What is your nationality? What is your heritage?

5. Race (BIPOC): What is your race? Do you identify as BIPOC?

6. Do you have a disability, disorder or impairment? Specify.

7. Religion: What is your religion? Specify.

8. Parent’s education: What is the highest level of Education of your parents?

9. Are you a student at a Dutch higher educational institution?

10. Which Higher Educational Institution?

11. What do you study?

12. What year are you in? How long since you last graduated.

13. How long have you been in the Netherlands?
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Appendix I

Items of the Acceptance and Potential Factor.

Questions

Answer the following questions on a scale of strongly agree, agree, neither agree nor

disagree, disagree, strongly disagree.

1. You feel your identity is accepted and appreciated in the classroom (Laird’s

2010 model)

2. The classroom atmosphere is conducive to your learning (Laird’s 2010 model)

3. You feel empowered through your class participation (Laird’s 2010 model)

4. The learning environment is a safe and collaborative environment of mutual

respect and honesty, conducive to student learning (Hanesworth, 2015).

5. You can voice controversial or contrary opinions comfortably without fear of

negative consequences.

6. You feel like you can approach lecturers or course coordinators for help.

7. You feel free and comfortable to communicate and interact with other students

8. You feel comfortable talking about issues of racism.

9. You have to work harder than others to be valued equally at your university.
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Appendix J

Below you will find the rational for the Research Protocol and on what foundations the questions

were made. Additionally the full interview protocol can also be found in this section of the

Appendix.

Rational

Action: Diversity and Inclusion Initiatives

Learning is done so in interaction. Alexander, Schallert and Reynolds (2009) in their aim to

conceptualize learning present nine principles which support one's understanding of what

learning is along with four  “W” dimensions (what, where, when, who) and added by Geary

(2009) the “why”. The article by Alexander et al. (2009) aims to show that there are a number

of theoretical perspectives that can be used to describe learning all of which emphasise that

learning is always contextualised. Nonetheless, in regards to this study, the dimensions of

learning emphasize that learning is contextual. There is no facilitation approach that is

universally applicable in all educational situations. Even when using a particular approach the

approach cannot be replicated fully but only approximated as the interactions within and

between learners will vary (Alexander, Schallert & Reynolds, 2009). Hence, understanding

this conceptualization of learning guides one in understanding that in dealing with diversity

and inclusion initiatives one has to continuously adjust to the given context as a checklist is

insufficient in addressing the context of the class.
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The Embedding Equality and Diversity in the Curriculum (EEDC) model as presented by

Hanesworth (2015) reflects this understanding of learning through highlighting points to

reflect and understand the context in which learners and educators find themselves. The EEDC

model is aimed at “the creating of learning, teaching and assessment environments and

experiences that proactively eliminate discrimination, promote equality of opportunity and

foster good relations in a manner that values, preserves and responds to diversity”

(Hanesworth, 2015). Although the name of the model appears to highlight equality and

diversity, the model argues that equality and diversity competence is an outcome of inclusivity

and diversity inclusivity. With diversity inclusivity being defined similarly to this, studies used

definition of inclusion i.e.  “the active, intentional, and ongoing engagement’ (p. 6) with

differences in a purposeful manner so as to increase one’s diversity-related competencies […

where difference is] both ‘individual,’ such as personality, learning styles, and life

experiences, and group or social, such as race/ethnicity, gender, country of origin, religion (p.

6). According to this definition, diversity refers not to the presence of difference in student

demographics or course content, but to the act and process of engaging those differences in an

intentional, purposeful manner.” (Lee et al 2012, p. 201, quoting Clayton-Pedersen et al 2009,

p. 6 as cited in Hanesworth, 2015). Inclusivity on the other hand is defined as “the ways in

which pedagogy, curricula and assessment are designed and delivered to engage students in

learning that is meaningful, relevant and accessible to all. It embraces a view of the individual

and individual difference as the source of diversity that can enrich the lives and learning of

others” (Hockings 2010, p. 1 as cited in Hanesworth, 2015). The outcome of these two
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concepts, equality and diversity competence is understood in the model as “the ability to

function with awareness, knowledge and interpersonal skill when engaging people of different

backgrounds, assumptions, beliefs, values and behaviours” (Hogan 2007, p. 3 as cited in

Hanesworth, 2015). These conceptualizations are in line with this studies framework but does

however take a more holistic and deeper understanding especially in regards to diversity.

Nonetheless, according to the EEDC model inclusivity can be achieved or created through

promoting 1) belonging and engagement, and 2) enabling potential. On the other hand

diversity inclusivity can be created through 1) interactivity and 2) awareness and

understanding.

The learning conceptualizations of Alexander, Schallert and Reynolds, (2009) as well as the

EEDC model (Hanesworth, 2015) were used to guide the educational section of the interview

protocol. Given that the EEDC focuses exclusively on curriculum design, a general evaluation

method style of evaluating diversity and inclusion as presented by Thompson (2017) was used

to give a broader overview of diversity and inclusion that could be applied to more than just

education. Questions on the semi-structured interview were used to direct participants on

evaluating their perceptions and experiences in the remaining sections (support services,

extracurricular activities, and university student life).
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Research Protocol

Student Diversity and Inclusion experiences and perspectives Interview Guide and Field

Notes

Date: Start Time: End Time:

Introduction

Thank you for agreeing to participate in this research. Before we begin, I want to remind you

of the goal of this study. I am interested in your perspective and experiences of diversity, and

inclusion at your university. There are no right or wrong answers. I am interested in your

unique perspective. The interview will take between 60-90 minutes to complete. [Go through

research information and consent form]. Ask for Consent. Do you have any questions before

we begin?

I will begin the audio-recording now.

This is Tjanana Deurwaarder speaking with participant (#).

Part 1: Introduction Questions and Definitions

What do you know about the concepts of diversity, inclusion and equity?

Definition: Diversity is any dimension that can be used to differentiate groups and people

from one another e.g. race, ethnicity, disability.



DIVERSITY AND INCLUSION                                                                                               102

Definition: Inclusion is an intentional organisational effort and practice in which different

groups or individuals having different backgrounds are culturally and socially accepted and

welcomed, and equally treated.

Example: Being invited to a dance and being asked to dance.

Equity: “the quality of being fair and impartial” (share image and explain it)

Do these definitions fully reflect your understanding of diversity, equity?

If “yes” go to III. If “no” go to II.

Is there something you would add or remove from this definition?

What is core to the understanding of equity?
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Do you think that your understanding of equity is promoted by your own context?

Part 2: Diversity, Inclusion and Equity in education

Do you think diversity, and inclusion is important in the classroom? Why?

Probe on whether it is necessary, does it add value.

In courses in your program

Is diversity, and inclusion, an integral part to your course objectives and material?

How does the course objectives and material support diversity, and inclusion?

Probe on literature e.g. contributions to the field by people from multiple cultures, theoretical

perspectives

Assessment e.g. different,

Skill development e.g. working with diverse groups, intercultural competence, connecting

knowledge to societal problems or issues

Student input e.g. give your own experiences and being a part of the learning process, reflect

on own approach

Question: My courses/programme do not put me at a disadvantage or make it difficult to

complete my degree? E.g. internship.

How many courses in your programme do you think strive for diversity and inclusion?

In the delivery of content

Do you think the way in which courses are delivered is diverse and inclusive?
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How do facilitators/lecturers/mentors encourage or display diversity and inclusion in the

classroom?

Probe on lecturers language e.g. avoid sexist, racist, inclusive language

Recognize and manage power differentials, get to know cohort, sensitive and handle tensions

and strong emotions/beliefs, develop student learning outcomes that reflect engagement with

equality and diversity

Plan to overcome barriers that prevent your learning, encourage diverse perspectives, provide

accessible resources in sufficient time and, where possible, in various formats

Student-centred learning e.g. get your input, encourage questions and discussion during class,

opportunity for reflection on cultural bias, integrate themes of equality, diversity and cultural

relativity into material and activities, relating these to real world scenarios

Students in the class e.g. sexist language, stereotyping

Individualistic approach e.g. teach differently to engage you, aspects of course are adjusted

(e.g. pace/assignment) based on learning needs, empower students, choice on assessment

How do you feel in your classes? What are your experiences?

First allow participants to explain. And then ask the following questions on a scale of strongly

agree, agree, neither agree nor disagree, disagree, strongly disagree.

You feel your identity is accepted and appreciated in the classroom (Laird’s 2010 model)

The classroom atmosphere is conducive to your learning (Laird’s 2010 model)

You feel empowered through your class participation (Laird’s 2010 model)

The learning environment is a safe and collaborative environment of mutual respect and

honesty, conducive to student learning (Hanesworth, 2015).
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You can voice controversial or contrary opinions comfortably without fear of negative

consequences.

You feel like you can approach lecturers or course coordinators for help.

You feel free and comfortable to communicate and interact with other students

You feel comfortable talking about issues of racism.

You have to work harder than others to be valued equally at my university.

Part 3: University Support services

Have you utilised any support services at your institution?

Which services have you used?

How often have you used them?

Are there adequate support services for BIPOC individuals?

What was your experience accessing these services? Probe for examples of experiences.

Are these services made aware to all students?

Are they easily accessible?

Are they diverse?

Are they inclusive?

What was your experience in using these services? Probe for examples of experiences.

Probe on services inclusion and diversity e.g. workers are diverse, they value diversity and are

inclusive

Identity is accepted, valued, comfortable talking about your cultural background and

experiences

Power, you can voice your opinions without fear
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Part 4: Extracurricular activities

Have you participated in or been a member of any extracurricular organization affiliated with

the university?

Which extracurricular activities are you associated with the university?

How often have you used them?

Are there adequate activities for (BIPOC) individuals?

What were your experiences accessing these services?

Probe on whether these extracurricular activities were made aware to all students?

Are they easily accessible?

Are they diverse, inclusive and equitable?

Do these activities have diverse members?

Are they inclusive to BIPOC students?

They have equitable access to activities?

What are your experiences with being a member of this extracurricular activity?

What kind of language is used? e.g. counter stereotypical, racist, sexist

What role does the association play in your experiences as a BIPOC student? e.g. values,

commitment to meeting the needs of members with diverse backgrounds,  handles diversity

matters appropriately and demonstrates a commitment to diversity and inclusion, strict action

against discrimination, communicates information about its diversity and inclusion goals, DI is

a priority area,

What are your experiences with members? e.g. diverse and inclusive, feel accepted, free and

comfortable to communicate and interact with other members
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What intentional acts are done towards/away from promoting diversity and inclusion? e.g.

content is available in English, experiences of being unwanted or discrimination

Acceptance e.g. free and open expression of ideas, opinions and beliefs, comfortable talking

about my background and cultural experiences, I can voice a contrary opinion without fear,

contributions to the team are acknowledged and appreciated, I feel a sense of belonging in the

association, comfortable talking about racism, unique background and identity (i.e. my

differences) are valued.

What are your experiences in the association developing your skills, enabling your potential,

or advancing? e.g. equitable opportunity to advance

Would you recommend this association?

Part 5: Student University life

What was your experience of obtaining accommodation at your university?

There are housing opportunities for diverse individuals?

I find it difficult to find accommodation which is diverse and inclusive.

Does the university provide you with equitable access to housing?

What do you think the universities' role in housing is?

Integration

How was your experience integrating into the university/student community?

Do you feel a sense of belonging? e.g. I feel valued, I feel like I belong, I have communities at

the universities where I belong, I identify as being a student, I have to work harder than others

to be valued equally at my university.
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What role does the University play in your experiences as a BIPOC student? e.g. My

university provides sufficient programs and resources to foster the success of a diverse student

body, tries to integrate me into the student life, my university has a strong commitment to

diversity, equity, and inclusion, racial, ethnic, and gender-based jokes are not tolerated in this

group.

Do you feel accepted? e.g.  Comfortable talking about my background and cultural

experiences, I can voice a contrary opinion without fear of negative consequences.

Would you recommend this university to other BIPOC individuals?

What are your experiences like as a BIPOC student?

Do you feel a sense of belonging? e.g. I feel isolated or unwelcome, I am respected by the

university and my peers, I feel others don’t value my opinions at my university,  unique

background and identity (i.e. my differences) are valued

Do you feel as if your experiences enable your potential? e.g. I am able to perform up to my

full potential, I have opportunities at my university for academic success that are similar to

those of my peers, positive influence on my academic growth, and the process for career

advancement/promotion is transparent to all students, equitable opportunities to advance their

careers at my university.

Do you feel safe as a BIPOC student? E.g. free and open expression of ideas, opinions and

beliefs, I believe my work is a safe and supportive workplace for BIPOC individuals (Black,

Indigenous, & People of Colour), I feel comfortable talking about issues of racism on my

team.
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Have you had any negative experiences? E.g. Have you experienced any unwelcome

comment(s) or conduct at work that you felt was offensive, embarrassing, or hurtful (e.g.,

inappropriate jokes, slurs, rumours, hurtful gossip, isolating behaviours)? Have you

experienced any discrimination (i.e., unfair, negative, or adverse treatment) at work based on

one or more aspects of your background or identity (e.g., gender, age, ethnicity, sexual

orientation, etc.)?

What role does the University play in your experiences as a BIPOC student? e.g. vouches to

take strict action against discrimination, handles diversity matters appropriately and

demonstrates a commitment to diversity and inclusion, publicly communicates information

about its diversity goals, DI  stated values and/or priority areas, information about how diverse

our employees and leadership team are, Important documents and communication are easily

accessible and understandable to all students, I would recommend this organization as a great

place to study, facilitates integration.

Part 6: Promoting Diversity, Inclusion and Equity

What do you think the university has (is) done to promote diversity and inclusion?

What else do you think they can do to promote diversity and inclusion?

What should the university prioritise in terms of diversity, and inclusion?

Part 7: Conclusion Question

Is there anything else that you would like to add before we conclude the interview?
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End interview recording

Post Interview

Ask about experience of the interview, answer any post questions, re-inform about rights as a

research participant,

Ask for snowball sampling.
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Appendix K

Below you will find the Word cloud of the most common words used when describing what is core to understanding/conceptualizing

the concepts of diversity, inclusion and equity.


