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Abstract
Racial justice advocates, especially those at predominantly white institutions (PWIs), are in a
challenging position. While advocacy to dismantle racism is meaningful and may promote
resilience, it may also expose people to institutional betrayal and subsequently additional harms
such as racial trauma, discrimination, exclusion, and burnout. We interviewed 15 racial justice
advocates (students, staff, and faculty) at a mid-Southern PWI to learn what they believe
institutions can do to protect them from the harms of institutional betrayal. Using thematic
analysis, we articulated five institutional strategies from these interviews: supporting mental
health, engaging in action over allyship, creating spaces of genuine acceptance, building capacity
and developing the workforce, and valuing lived experience. Our findings provide clear guidance
for how institutions of higher education can intentionally support and protect the well-being of
racial justice advocates. These strategies stand in contrast to institutional betrayal and may result
in higher retention rates and less burnout among student, faculty, and staff racial justice

advocates.
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Racism in the United States has been defined by Wijeysinghe and colleagues (1997) as
the systemic subordination of members of specific racial groups who have relatively little power
by members of a racial group who have relatively more power. This is supported by actions of
institutions, individuals, and cultural norms. Racism has been associated with negative mental
health outcomes, including depression, anxiety, and racial trauma (Carter, 2007; Lewis et al.,
2014; Williams et al., 2019). Racism also impacts economic (Losavio, 2020; Williams et al.,
2016) and social status (Roberts & Rizzo, 2020). Due to the devastating impacts of racism on
individuals of color, some feel compelled to engage in advocacy to promote structural changes
that help dismantle racism. Engaging in advocacy against racism has been theorized to promote
resiliency and lower the risk of developing traumatic symptoms from race-based stressors
(Chavez-Duenas et al., 2019; Mosley et al., 2021; Turner et al., 2022). Higher education has been
one of the spaces where people of color have engaged in advocacy and activism in response to
the everyday and systemic racism that they experience. However, pushing for structural change,
especially in predominantly white institutions (PWIs), can also increase experiences of
institutional betrayal (Smith & Freyd, 2013).

Institutional betrayal is the damage that institutions do to those who rely on it (Freyd,
2018) which includes failing to address the concerns of a legitimate complaint that is brought
forth civilly. Actions that constitute institutional betrayal invalidate the experience of the
wounded and create an environment that is not safe or comfortable. Institutional betrayal
manifests in various ways, including interpersonal discrimination, rejection, isolation, and it
contributes to burnout, which negatively impacts mental health (Chen & Gorski, 2015; Gémez,
2015; Gorski, 2019; Gorski & Chen, 2015; Knuckey et al., 2017; Mosley et al., 2021; Pascoe &

Richman, 2009; Wang et al., 2017). Racial justice advocates, the individuals called upon to
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engage in diversity, equity, and inclusion work centered on improving experiences for people of
color, are often placed in a difficult position. On the one hand, advocacy to dismantle racism is
meaningful and may promote resilience (Turner et al., 2022). On the other hand, it can expose
people to more burnout, institutional betrayal (Smith & Freyd, 2014), discrimination, and
exclusion. Using qualitative interviews with racial justice advocates at a PWI, we solicited
ideas for how PWIs can support racial justice advocates and prevent burnout from
occurring through institutional change efforts.
Racism at Predominantly White Institutions

Racism is built into the fabric and the foundation of the United States as a colony and as a
sovereign nation. The land that this nation stands on was stolen from Indigenous peoples who
were murdered and displaced. Forced labor from enslaved Africans built up the nation. Racism
and settler colonialism has also continued to manifest in various ways throughout history such as
lynchings, Jim Crow laws, mass incarceration, and police brutality (Barthé, 2019; Graff, 2015).

While higher education today is often seen as a progressive space, many universities
created wealth through the slave trade and housed academics who promoted pseudoscience
(Wilder, 2013). Additionally, universities waited years before admitting Black students. Harvard,
for instance, graduated its first class in 1642, but it took about 230 years for them to matriculate
their first Black student (Ireland, 2012; “Major Landmarks,” 2011). Integration did not occur
without protests and continued advocacy by both individuals and organizations such as the
National Association for the Advancement of Colored People (“The Struggle,” n.d.; Nasheed,
2023) as well as important Supreme Court cases (Brennan & Supreme Court of the United
States, 1967; Warren & Supreme Court of the United States, 1953).

Even after integration, PWIs were rarely safe or inclusive. Students of color who attended

a PWI experienced acts of racism, including being targets of hate messages and symbols,
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exclusion from dining and residence halls, and segregated seating in classrooms (Goldstone,
2007; Harris, 2015). Racism was often perpetuated and overlooked by white faculty and staff,
leading students of color to advocate for themselves. From 1965 to 1972, Black students across
the U.S. began demanding inclusivity, the creation of African American/Black Studies
departments, and the hiring of Black faculty and staff (Kendi, 2012). In the following years,
other students of color followed with their own protests and demands (Asian American Studies at
Princeton, n.d.; Mize, 2018; Newcombe, 2022). These hard-won changes changed PWIs into
places where students of color could thrive (Sleeter, 2011).

While many outwardly racist practices have ended, institutional racism—policies and
practices that result in racial inequalities—is still prominent in PWIs (Braveman et al., 2022).
Victor Ray posits that “In isolation, individual prejudice and racial animus may matter little; but
when these are put into practice in connection to organizational processes such as racialized
tracking, job-typing, or exclusion, they help shape the larger racial order” (2019, p. 27). In
addition, racialized laws, whether explicit or implicit, have trickle-down effects that create an
atmosphere ripe for institutional betrayal at PWIs. The racist policies and practices at PWIs are
insidious and pervasive. They are often packaged as standard operating procedures for
admission, hiring, promotion, and what is considered scholarship. For example, peer reviewed
publications are often considered scholarship while materials created for community
dissemination are not (Ramdeholl & Jones, 2022). As people of color in higher education spaces
identify the barriers that continue to exist at the organizational and institutional levels, they can
strategize on how to address institutional racism within PWIs. Given that PWIs are institutions,
change is likely to occur primarily from “the racial conflicts of constituents (faculty, staff,

students) and social movements” (Ray, 2019, p. 27). In other words, change occurs when the
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individuals impacted and their allies are able to identify and report conflicts with racialized
policies and practices. Normalizing the identification and reporting of racialized policies and
practices can lead to movement building where the onus is not solely on people of color to
address institutional racism but rather a larger group of non-minoritized faculty, staff, and
students are motivated to create change as well. If PWIs fail to address concerns of people of
color regarding their racialized experiences, there will continue to be frustration,
misinterpretations, and misunderstandings. Consequently, advocacy at PWIs remains critical.
Risks to Racial Justice Advocacy

Studies suggest that participating in advocacy can promote resiliency and lower the risk
of developing traumatic symptoms from race-based stressors (Chavez-Duenas et al., 2019;
Mosley et al., 2021, Turner et al., 2022). Mosley and colleagues (2021) found that Black
participants who acted critically against anti-Black racism were more likely to find meaning and
create community than Black participants who did not act. They theorized that finding meaning
and creating community may serve as protective factors against developing racial trauma
symptoms (Mosley et al., 2021). However, other research shows that advocacy may expose
people to additional stressors such as institutional betrayal (Freyd, 2014), physical injury, violent
police interactions, social rejection, isolation, and burnout (Gorski & Chen, 2015; Gorski, 2019;
Knuckey et al., 2018). These stressors are linked to elevated symptoms of depression, PTSD, and
anxiety (Knuckey et al., 2018). Thus, research at PWIs is important to further understand and
highlight the risks of experiencing institutional betrayal, as this is understudied in the context of
racial justice advocacy (Center for Institutional Courage, n.d).
Institutional Betrayal and Institutional Courage

As noted above, institutional betrayal is the damage that an institution inflicts on those
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who rely on it (Freyd, 2018). Scholarly personal narratives by Black women administrators and
Black women faculty (Baffour, 2023; Carroll, 2017; Gémez, 2023a) describe the impact of
institutional betrayal at multiple levels. These experiential accounts often describe incidents with
program area colleagues and upper-level administration as sources of harm. Tamaian and
colleagues (2024) described the impact of institutional betrayal and ethnic discrimination on
symptoms of PTSD and depression among Canadian university students. Their findings suggest
that “the institutional response to ethnic discrimination matters, but the experience of ethnic
discrimination itself appears to matter more” (Tamaian et al., 2024, pp. 195-196). Almost 80% of
those who reported experiencing institutional betrayal identified the university as the perpetrator
(Tamaian et al., 2024). Racialized institutions must therefore be intentional about learning the
various ways they contribute to oppression and marginalization and work to address them,
especially as they relate to supporting racial justice advocates.

Given that institutional betrayal happens at all levels (administrators, faculty, and
students) against people of color, it is important to identify ways that institutions can contribute
to repairing past and current harms and preventing future harm from occurring. Freyd (2018)
outlines steps that institutions can take that help foster institutional courage or an institution’s
dedication to pursuing truth and acting ethically, even in the face of discomfort, risk, and short-
term costs. Institutional courage research has primarily focused on how institutions can support
survivors of sexual assault (Center for Institutional Courage, n.d.; Freyd, 2014). However, some
scholars (Gémez, 2023b; Gomez et al., 2023) have noted that institutional courage may be
implemented to combat racism and support individuals of color.

Based on the steps delineated by Freyd (2018), Gomez (2023b) proposes three classes of

courage steps that institutions can engage in to benefit Black women and girl survivors of
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intersectional oppression. These three classes are: (1) Operations, (2) Assessments, and (3)
Reparations. Within the Operations class, Gomez (2023b) proposes multiple steps that will
provide a foundation for an institution to be courageous in its support. Some of these steps
include operating with transparency, educating individuals, incorporating social justice
throughout, and committing resources (Gomez, 2023b). Within the Assessments class, Gémez
(2023b) proposes that continuous assessments should be conducted to identify problem areas.
Finally, within the Reparations class, they suggest steps that institutions can take to engender
healing including bearing witness to the harm caused, understanding problems from the point of
view of the people harmed, acknowledging wrongdoing, and apologizing (Gémez 2023b). While
these steps and classes were specifically created within the context of addressing institutional
betrayal toward Black women and girls who experience intersectional oppression, these steps
may also benefit individuals engaged in racial justice advocacy. However, the needs and
methods of support preferred by racial justice advocates within PWIs remains understudied.
Purpose

To further understand the needs of racial justice advocates, we conducted a qualitative
case study of students, faculty, and staff at a mid-Southern PWI who were actively working to
dismantle their institution’s racist structures and policies. Our study focused on both (a)
understanding how racial justice advocates remain resilient, and (b) learning what participants
believed could be done to best support their work and their well-being. Due to limited space, this
article focuses solely on strategies related to institutional efforts and does not include personal

strategies.
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Method
Participants

We conducted a purposive sampling of faculty, students, and staff who were actively
engaged in racial justice advocacy at a PWI. We defined racial justice advocacy as engaging in
activities that were related to improving the lives of people of color within the university (e.g.,
involvement in diversity, equity, and inclusion). Participants also needed to be at least 18 years
old. Our goal was to complete 12 interviews as this number has been suggested by previous
researchers as an adequate sample size to arrive at all the themes and large majority of codes
(Ando et al., 2014; Guest et al., 2006). Fifteen faculty, staff, and students who self-identified as
racial justice advocates participated in the study. Eleven (73.3%) participants were women and
four were men. In terms of race/ethnicity, seven were Black, two were Native American, two
were Latine, two were multiracial, one was Middle Eastern, and one was white. Seven held staff
positions, four were graduate students, three were faculty, and one was an undergraduate student.
Ages ranged from 22 to 54 years.
Setting and Context

The study was conducted at a high research activity (R1) PWI. This institution has a
history of racism as indicated through the late integration of students of color and the honoring of
famous segregationists (e.g., through names of university buildings). Additionally, the interviews
occurred in the Spring of 2021, the year immediately following the “double pandemic” of
COVID-19 and the escalation of racism (Addo, 2020; Niwa et al., 2024). Like other institutions
around this time period, this institution was undergoing a racial reckoning. Personal experiences
of Black students and faculty had been published on Twitter (now known as X) via the hashtag

#Blackat[Institution], highlighting that racism on campus is rampant and systemic. As of March
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2020, when the study was initially proposed, the university reported over 73% of students
enrolled in the Spring 2020 semester identified as white (Office of Strategic Analytics &
Insights, 2020). The institution’s diversity office had been recently established and was actively
creating programming (e.g., “Let’s talk diversity: Moving from inequity and exclusion to action;
DEI Month, Black student welcome, and a culture fair) and fighting for systemic changes by
advocating directly with the chancellor of the university.
Interview

The first and second authors developed a semi-structured interview for this study.
Questions were first developed by the primary investigator and then reviewed and edited with the
help of a content expert. The interview began with questions about the participant’s experience
with racial justice advocacy. Then questions focused on what they believed are the benefits and
costs of engaging in racial justice advocacy. For instance, “Tell me about some of the pros
(benefits) of your racial justice advocacy” and “Tell me about some of the cons (costs) of your
advocacy.” They were also asked how they are able to continue to engage in the work in the face
of challenges. For example, “When things get difficult (costs they mentioned), how do you find
the fortitude to continue this work? How do you keep going?” Finally, participants were asked
what they believed burnout was and what individual and institutional strategies they believed
would be beneficial to supporting their role and their well-being. The question asked of
participants was “What are some institutional strategies that you have seen implemented/or
would like to see implemented to protect and support racial justice advocates?” Given space
limitations, we focus only on institutional strategies in this paper.
Procedure

The study procedures were approved by the Arkansas Institutional Review Board.
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Participants were recruited through directly contacting individuals considered leaders in diversity
and inclusion efforts, with a specific focus on racial justice advocacy, at the university. We
seeded the list with staff from the institution’s Office for Diversity and Inclusion. We also used
snowball sampling to expand recruitment, asking participants to provide the names of other
individuals who may be eligible to participate. Participants completed an initial online eligibility
questionnaire assessing basic demographic information, including age and position within the
university, and consent to participate in the study. Eligible participants were scheduled for a
Zoom interview with the principal investigator. Interviews lasted between 45 and 60 minutes.
After obtaining verbal consent and completing the semi-structured interview, participants were
debriefed and compensated $40 with an electronic gift card. All interviews were recorded and
transcribed, with identifying information removed from transcriptions.
Analytic Approach

Four co-authors, including the primary investigator who conducted the interviews, were
involved in coding and analyzing the qualitative data. We used thematic analysis as outlined by
Braun and Clarke (2006; 2012). First, we familiarized ourselves with the data. Interviews were
auto-transcribed by Zoom, then transcriptions were edited and reviewed by the authors. Second,
we generated initial codes by reviewing the first three interviews as a team. A split coding
approach was used for remaining interviews. Afterwards, all interview codes were reviewed as a
team and coding disagreements were discussed until consensus was reached. Each data segment
or quote was tagged with the relevant code using NVivo software. Third, we collated codes into
themes. Fourth, we verified that the themes were representative of the coded quotes and of the
data set as a whole. Fifth, we refined, defined, and named the themes so that the analyses told a

cohesive story.
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Positionality Statement

The authors of this study identify as racial justice advocates who are actively engaged in
dismantling institutional racism and changing the climate for people of color at PWIs. Three of
the authors have administrative experience working in diversity, equity, and inclusion (no
authors served as participants in this study). The authors are of varying racial backgrounds with
two identifying as Latina, one as a Black man, one as a white man, and another as a Native
American woman. The experiences of the authors as racial justice advocates and with their lived
experiences as members of various racial/ethnic groups influenced both the way the interview
questions were generated and how the themes were defined.
Results

The following section discusses the themes extracted from the data. The themes were
divided into two categories: individual practices and institutional practices. We report only the
second set of themes in this paper. Institutional practices were strategies and policies that
participants indicated may be useful for institutions to use to help support the well-being of racial
justice advocates and their work. There were five overarching institutional practice themes: (1)
supporting mental health, (2) engaging in action over allyship, (3) creating spaces of genuine
acceptance, (4) building capacity and workforce development, and (5) valuing lived experiences.
Theme 1: Supporting Mental Health

Given the overwhelming and demanding nature of engaging in racial justice advocacy
within PWIs, participants suggested that there is a need for institutions to provide a rich, diverse,
and affordable network of mental health care services to support their well-being. Many
participants indicated that they seek out therapy as a personal strategy but that the access to

therapy is limited by institutions due to insurance coverage or limited personnel on campus. One
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participant, a Black staff member, indicated that campus resources need to be better financed and
expanded:

Mental health care on campus is appalling and that [clinic on campus], without a doubt,

needs to be financed to expand. I think that the clinics that do trainings on campus,

especially for students, undergraduate and graduate, need to have more colleagues who

are credentialed, who can do support services around the intersection of race and gender.
Another participant, a Multiracial student, highlighted how current insurance options are not able
to compensate therapists as they need them to: “Finding therapists who are not burned out
themselves and who share identities that I hold is nearly impossible. And... I know that my
insurance is never going to compensate you in a way that I need it to.” Furthermore, one
participant, a Latina staff member, indicated that since therapy is a necessity for engaging in
racial justice work, institutions need to provide it. She said, “Anybody who’s working in racial
justice work should be getting therapy, like continuously. I think that’s like the bare minimum of
what an organization could provide.” In sum, mental health support is needed and institutions
who care about their advocates need to evaluate and ensure that mental health care is available
for all.
Theme 2: Engaging in Action Over Allyship

Participants indicated that institutions can better support racial justice advocates by
implementing systemic changes and moving beyond performative efforts. Some of this action
can also take on the form of engaging in advocacy for equitable policies and laws at the
municipal, state, and federal levels. Some participants found that the university engaged in some
efforts that were exemplary in moving beyond performative action. For instance, one participant,

a Black staff member, indicated that they appreciated the university’s support of a strategic plan
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for diversity across campus as it shows that this is something that is important to the university:

Agreeing that every department have its own diversity strategic plan is a positive step,

right... That's a good thing. So that means it takes this whole conversation out of the

[diversity office] and makes it a university conversation. That's smart. That's helpful.

That's a good start.

Another participant, a Black staff member, indicated that instead of saying diversity is
important, it was a show of action over allyship for their university to create “a [diversity]
division [upper-administrative] position.” Other participants highlighted negative aspects of
performative efforts related to racial justice and how institutions need to show more of a
movement toward action and systemic change. One example of this was related to the
importance of acknowledging and actively attacking the racist history and structures of an
institution rather than glorifying their past. A Multiracial staff member stated:

I think they need to address the skeletons in their closet. With that, I mean, like all the

racist like...tendencies. Like they tend to be selective on their history, so yeah, they like

love to preach about how they let this one Black man in their school before desegregation
was mandatory but don't talk about the fact that he had to attend classes in the basement.

Or that he wasn't allowed to use any of the restrooms on campus. And he was most likely

terrorized by the entire student body, just for the color of his skin. But because we let him

in the door, they think that's enough....in order to [mention this part of the history], they
would have to acknowledge their racist past and then actively attack racism and racist
structures, and that means attacking their own community members. And so that is
maybe a farfetched one but still I think the university should do it.

Participants also indicated that action over allyship can be demonstrated through
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reparations, especially for land-grant PWIs. A Native American faculty member noted need for
reparations:
There really needs to be acknowledgement about this institution. It’s a land grant
institution, so that means they stole a bunch of land out West from native people by force,
coercion, or outright murder, and sold that land for money to buy the plot of land that the
university is on. People don’t know that which is shocking to me. And they really need to
be doing some like reparation-based action. They need to be working with regional native
tribes. And thinking about what reparations look like, I know that they offer in-state
tuition to a lot of native tribes, but they need to go beyond that, because they’re on our
fucking land and we died so that this institution could exist.
Theme 3: Creating Spaces of Genuine Acceptance
Participants indicated that institutions should provide an environment that allows
individuals to express and embody their culture without the expectation of assimilation. A Black
staff member stated:
We are a primarily white institution; there's other institutions that specifically create
spaces for minoritized folks to go into and be able to remove that kind of like white gaze
and that feeling of having to perform all the time around white spaces. I think that's
definitely something that alleviates burnout when you are able to be in a space that's not
continuously expecting you to perform whiteness.
Another participant, a Black graduate student, indicated that sometimes institutions expect
individuals to separate their identities, and this can feel insulting to racial justice advocates.
I think sometimes the university acts like we can separate our identities from the work

that we're doing and they're like—"well, just do this as like as a PhD student.” Well, I'm
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not going to set my identity at the door, like I can't just do that. I can't walk into a space

and not recognize that there are no people of color in that space...that there are all these

decision makers that are not paying any mind to folks and they're like “well, just like take

your activists hat off for a moment.” No. Fuck no! That hat is my whole fucking head;

not going to separate it out for your convenience. And being asked to do that is insulting.
Theme 4: Building Capacity and Developing the Workforce

According to participants, institutions can help support the well-being of racial justice
advocates by hiring and promoting the development of people of color within the institution and
by encouraging white people to become actively involved in racial justice advocacy. A Black
student stated the following:

Hire more Black folks, that would definitely make things easier, we [students] wouldn’t

have to search so hard, wouldn't have as many stressors...and then faculty can speak up

and be like, “Hey, actually I don't know that that's a great idea” before it even gets to us
all the way down to [us], the lowest on the totem pole, trying to be like—"Excuse me,

Chancellor, actually I think that's racist.”

Participants also suggested that institutions can provide monetary resources to support
racial justice advocates. A Middle Eastern graduate student highlighted the need for monetary
compensation in their response:

Pay people for their work...we don't get paid anything but you want us to advise the deans

and sit on grad council and sit on university courses and programs committee and be part

of the appeals committee and, like, the laundry list of things that they expect us to do is
astronomical but then we're supposed to do it for free.

In addition to hiring and providing resources, participants noted that institutions can
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create community among people of color through mentorship programs and cluster hiring. A
white faculty member stated the following about issues with the hiring process:

If you're just hiring random people of color in random departments, with no institutional

connections to other people of color who can scaffold power with them, you're doing

them a disservice, right? Because they're just getting sandbagged with white supremacy
all the time casually and formally so. Cluster hires are really important, I mean in the
professoriate for sure, and they have to be tenure track.

Additionally, participants indicated that providing spaces at the institution for community
and coalition building may promote well-being. A Latina staff member stated, “Opportunities to
like get together and have fellowship with people who are doing the same work, like a supportive
community that we have an opportunity to just like celebrate our successes or complain about
what's going wrong.”

Some participants highlighted the need for a shift of responsibilities from people of color
exclusively to include white faculty and staff. Sharing responsibility for building a culture of
inclusion and belonging reduces the emotional labor of racial justice advocates, especially
advocates of color, as expressed by one Multiracial staff member: “Begin by shifting the labor,
to white people...To say that we (people of color) are not responsible for your learning. Do your
own work, start dealing with your stuff, and start unpacking your whiteness."

Shifting labor also means institutions can offer courses or trainings broadly, rather than
relying on individual employees seeking this out. A Native American student stated:

All across America there's a lack of awareness. So, if there was like a higher level of just

general knowledge on campus for our like communities, then that would be better,

because I feel like right now with every person I meet basically I’m starting at almost
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zero awareness and having to educate them up to be able to be an ally, or you know,

whatever...Like a sensitivity, training or like some kind of cultural awareness training.

Another participant, a Multiracial student, suggested a general course that everyone is
required to take at the institution could be helpful so that white people can approach people of
color with some level of empathy and understanding. They said, “Why don't we, you know, put a
class in the curriculum about being a better human...or like this is the experiences of like
disadvantaged communities.” Overall, a commitment from institutions to ensure that the
workforce is diverse and prepared to discuss issues of race can better guarantee that racial justice
advocates are not solely relied on to do the work.
Theme 5: Valuing Lived Experience

Participants reported that, while they were often called upon to voice concerns and share
strategies for change, their lived experiences were not always valued over the comfort of white
people. Many of the racial justice advocates said institutions should center the voices of people
of color when it comes to articulating problems and generating solutions. A Black graduate
student noted:

Yeah, I get so mad when they asked me on these friggin’ committees and then they're

like—Hey, we want to make...things better for Black students on this campus, what can

you do? And then I give them a list of like eight things that I think they could do, and

then they go—Oh my gosh. Thank you so much that's so helpful and then give me

something I didn't even ask for and they say—you're welcome.

The same sentiment was highlighted by another participant, a Multiracial student, who
indicated that they no longer wanted to be on committees:

I don't want to be on these committees because we're not getting anything done. We're
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talking in circles, they're going to do what they want anyway, so it’s kind of like...it's no

reason for me to be on these committees.

Another participant, a Black graduate student echoed these sentiments in their response,
“It just seemed like everybody was jumping on this train of diversity, equity, inclusion, but they
really weren't doing the work to figure out what people of color actually want.”

Participants also reported wanting institutions to credit and recognize the excellent work
of people of color. One Black staff member put their frustrations about lack of recognition in this
way:

The folks that are doing this type of work and I don't think that this has always got to be

the case, but I’'m thinking about our campus right now.... These folks could come

together and be celebrated and recognized and from very senior leadership. I think that
that would be important, just so we know it's not fallen...And it's not being unheard right.

But celebration and recognition that is true and authentic... not just to check the box, but

an authentic thing.... That might pull back some of the stress.
Discussion

Racial justice advocacy in a PWI of higher education is both important and can exert a
significant mental and physical toll on people engaged in this work. At this time and in this
current political climate, efforts to enhance diversity, equity, inclusion, and justice at universities
are under increased scrutiny and criticism (Asmelash, 2023; Diaz, 2023; Knox, 2023). Laws
enacted in some states now prohibit racial justice activities (Gross, 2022; Sanders, 2023).
Institutional actions dismantling diversity, equity, and inclusion (Betts, 2024; Knox, 2023) as
well as potential inaction from institutions to advocate on behalf of people of color can lead to

institutional betrayal, harming the people who rely on these institutions most (Smith & Freyd,
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2014). There is an abundance of research demonstrating that efforts to teach about racial history,
to create more inclusive campus environments, and to diversify the faculty, staff, and students at
PWIs are beneficial for both majority and minoritized people (American Council on Education,
2012; Bollinger, 2007; Winkle-Wagner & Locks, 2013). However, people who engage in racial
justice advocacy on campus are at elevated risk of negative mental health outcomes (Gorski,
2019; Gorski & Chen, 2015). Protecting their well-being, particularly at this moment in history,
is critical.

Across 15 interviews, we found five major strategies that racial justice advocates said
their institutions could use to support their well-being: supporting mental health (Theme 1),
engaging in action over allyship (Theme 2), creating spaces of genuine acceptance (Theme 3),
building capacity and developing the workforce (Theme 4), and valuing lived experience (Theme
5). All of these themes are consistent with research on the benefits of institutional courage
(Freyd, 2014, 2018; Gomez, 2023b), which stands in contrast to institutional betrayal (Smith &
Freyd, 2014). Gémez’s (2023b) classes of institutional courage were specific to supporting Black
women and girl survivors of intersectional oppression; however, these have the potential to
benefit other groups from marginalized backgrounds. For instance, institutional courage
strategies related to operations suggest that organizations can lay the groundwork for institutional
courage by addressing societal problems, committing resources to every step, and integrating
social justice (Gémez, 2023b). Participants in this study echoed these strategies, calling for
institutions to prioritize action over mere allyship (Theme 2) and to build capacity by developing
the workforce (Theme 4). They emphasized that taking concrete actions and advocating for
change in racist structures would create a better environment for those racial justice advocates

who aim to serve. Additionally, by expanding the workforce and fostering connections among
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people with shared experiences and goals, racial justice advocates gain critical social and
instrumental support, helping to distribute the workload. These efforts align with those proposed
by Gomez (2023b) and have increasingly become part of universities’ diversity strategies,
demonstrating clear benefits (Flaherty, 2015; Freeman, 2019; Sgoutas-Emch et al., 2016).

Furthermore, the themes related to mental health support (Theme 1) and creating spaces
of genuine acceptance (Theme 3) can be compared to those strategies in the Operations and
Reparations classes proposed by Gomez (2023b). The Reparations class contains strategies to
engender healing but also serves as secondary prevention of institutional betrayal. While mental
health support (Theme 1) is not necessarily suggested by Gomez (2023b) in the Reparations
class, it provides resources to promote healing for those affected by the institutional betrayal
perpetrated by the PWI. Additionally, mental health support (Theme 1) can also fit into the
Operations class as it is a way for institutions to commit resources. Moreover, creating spaces of
genuine acceptance (Theme 3; i.e., creating physical and psychological space for people to be
themselves) aligns with the Operations class strategy of educating individuals, communities, and
organizations. Creating spaces of genuine acceptance may promote education by their very
existence and by the conversations and issues that may be discussed in such spaces.

Finally, Theme 5, valuing lived experience, also fits within the strategies proposed by
Goémez (2023b) in the Reparations class. Specifically, participants in the present study suggested
that institutions should listen to and value individuals who are being consulted on diversity,
equity, and inclusion efforts, especially when these individuals may themselves have first-hand
experience with racism and discrimination. This theme mirrors the strategies related to bearing
witness to the victim’s harm, understanding the problem, and finally correcting wrongdoings.

With this theme and the strategies proposed by Gomez (2023b), we highlight the need for
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institutions to protect those individuals whom they have harmed and make amends to move
towards healing as methods of protecting racial justice advocates.

Taken together, participants in our study spontaneously proposed institutional strategies
to support racial justice advocates that are theoretically linked to institutional courage in the face
of racism and oppression (Freyd, 2014, 2018). The institutional strategies suggested by
participants of this study have the potential to help prevent institutional betrayal by transforming
institutional policies and practices to include more support and enhance the environment of PWIs
for racial justice advocates and people of color. Additionally, as many racial justice advocates
identify as people of color (Trejo, 2020), and particularly Black women, it is possible that other
strategies for institutional courage proposed by Gémez (2023b) but that did not emerge from
participant responses may be indicated. We recommend that the institutional courage strategies
proposed by Goémez (2023b) be further explored in other contexts, such as reducing institutional
betrayal experienced by all people of color and racial justice advocates in higher education
spaces. Building institutional courage across PWIs is likely to improve the institution for
everyone.

Practical Implications

The implications of our study are clear: at the institutional level, our findings suggest it is
important for institutions to take a clear stand on racial justice. An attempt to appease “all sides”
was seen as harmful to our participants’ well-being and contributed as a source of institutional
betrayal. Upper administration and institutional leaders (deans, department heads/chairs,
full/associate professors) need to accept responsibility for their roles and set the tone for the
institution, pertaining to the environment and culture of the campus community. This can include

incentives for individuals and groups to come forth and share about their experiences of
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discrimination, demonstrating that their concerns are relevant and deserve attention (Freyd,
2014). Participants also recognized that taking a stand could be difficult, especially for publicly
funded universities in states with more conservative legislatures. But speaking to the mission of
an institution of higher education requires a commitment to scientific evidence, and the evidence
suggests that exclusive environments are not beneficial to learning, growth, or creativity for
anyone (Antonio et al., 2004; Gurin et al., 2004; Leung et al., 2008; Sommers et al., 2008).
Institutional courage (Freyd, 2014) seems to be a key part of improving the institution for people
of color and racial justice advocates.

Another note of caution for institutions—while it is important to grow the number of
diverse faculty, staff, and students (Stanley, 2023), doing so without committing adequate
support and resources can be harmful. Salaries, wages, benefits, scholarships, and other sources
of support must be devoted to the success of this increasingly diverse workforce. Sequencing
(first bringing in diverse people, then finding funding) was seen as problematic and a reason why
many institutions struggle to retain diverse faculty and students (Milem et al., 2005). Instead,
these efforts to diversify and properly fund or support people should occur in parallel, as part of a
multi-pronged approach. In addition, institutions should provide support and incentives to
engage in research and service work that involves the diverse surrounding community. This way,
individuals within the institution are encouraged to identify spaces in the community that are
welcoming and supportive of racially and ethnically diverse faculty, staff, and students.

Finally, institutions would benefit from developing workplace policies and practices that
promote transparency in decision-making and “close the loop,” so to speak. Institutional
transparency is seen as key to engendering trust and combatting oppression (Rawlins, 2008;

Roberson et al., 2020; Schnackenberg & Tomlinson, 2016). Transparency is also noted as a
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strategy of institutional courage (Gémez, 2023b). Asking for input, creating task forces, studying
a problem, and forming a committee to address racial justice on campus is great, but our
participants reminded us that if institutions seek input, they should ensure they provide clarity for
how that input was considered. Additionally, institutions should be clear about how they plan to
incorporate solicited feedback to create institutional change. Feedback and transparency are
especially important if an action taken by an institution appears to ignore or fails to comport with
a recommendation given by a racial justice task force, committee, or group.
Strengths, Limitations, and Future Directions

Our study provided rich data from racial justice advocates at a time of high need and high
demand for this work. Around the time data were collected, universities across the country were
engaging in remote instruction because of the COVID-19 pandemic. Similarly, a racial reckoning
was occurring following the killings of George Floyd, Breonna Taylor, Ahmaud Arbery, and
others. While universities are largely back to in-person instruction, there are continued attacks on
racial justice advocacy on campuses. Diversity, equity, inclusion, and justice initiatives that
began or ramped up during the early 2020’s are in need of bolstering or sustaining (Bunn, 2023;
Diaz, 2023; Knox, 2023; Betts, 2024). Many racial justice and advocacy positions that were
created or expanded at that time have been vacated quickly as turnover remains a concern (Bunn,
2023; Diaz, 2023; Knox, 2023; Betts, 2024). There are real costs both in terms of money and in
furthering the goal of racial justice and equity when rich talent cannot be retained. However,
even while these formal positions are being vacated or terminated, racial justice advocacy
continues to exist in informal ways, as it always has. Therefore, the need for institutional courage
remains just as, perhaps even more, important in the current anti-diversity climate.

Our study contributes to understanding how to sustain and support racial justice work at
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PWIs, but we were limited by the following. First, data were from racial justice advocates at one
PWTI and one particular and unique moment in history. While qualitative data is inherently
unique to the experiences of the group interviewed, the context of our data collection can further
make these experiences ungeneralizable. Furthermore, our qualitative interviews asked about
strategies that had been or should be implemented at the institution that may be helpful. It did not
include a thorough examination of whether and how institutional strategies were implemented. In
other words, these results are a mix of proposed strategies and strategies that have been
implemented. It is not evident if these strategies, particularly institutional strategies, would in
fact work to promote well-being in the ways our participants anticipated. There is theory to
suggest that this form of institutional courage may be effective (Smith & Freyd, 2014; Gomez,
2023b). However, it will be important to examine these strategies in a larger group of advocates
at a variety of PWIs, including smaller institutions, private institutions, and schools in
geographically diverse regions. It would also be helpful to see whether being at institutions that
implement a greater number of wellness-promoting strategies/policies is associated with
increased job satisfaction, life satisfaction, and retention. Furthermore, our sample included
students, faculty, and staff. While this ensures we are addressing the needs of many members of
PWIs, it does not allow for nuanced conversation on how needs differ. Future studies should
focus on students and staff/faculty separately to better assess how needs may differ and how
support can be tailored to each group’s specific needs. Additionally, while our sample size was
large enough for thematic saturation, 12 people cannot address the needs of all racial justice
advocates. Ideally, future studies will include a larger sample size to ensure that racial justice
advocates in different types of institutions are well-represented.

Our study focused on racial justice advocates specifically; however, it would also be
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useful to examine through an intersectional lens what forms of institutional support to students,
staff and faculty at large may lead to a real expansion of diversity, equity, inclusion, access, and
justice in PWIs and other higher education spaces. Examining intersecting identities among
racial justice advocates themselves would be important. For instance, might some strategies or
forms of support be more effective for some groups versus other groups? Would policies that are
intended to promote racial justice result in further marginalization of some groups? How might
the geographic location of a PWI influence how policies and practices benefit racial justice
advocates given that doing racial justice advocacy at a PWI in an urban, diverse city would be
different than in a rural and largely white town. Advocacy in states where DEI is being targeted
for elimination might also be more difficult and require more commitment of institutional and
individual resources than advocacy in a state where such racial justice and advocacy efforts are
not currently threatened.
Conclusion

The American Psychological Association has articulated that racism is multi-layered and
includes intrapersonal, interpersonal, and institutional/structural levels (APA, 2019).
Consequently, racial justice advocacy work, its risks and benefits should also be considered
multi-level. The findings of this qualitative study highlight that racial justice advocates at a PWI
see personal strategies as important but insufficient to sustain well-being. Findings also provide
clear guidance for how institutions can intentionally support racial justice advocates and promote
well-being. These strategies may lead to fewer experiences of institutional betrayal as well as

higher retention of, and higher well-being in advocate students, faculty, and staff.



RACIAL JUSTICE ADVOCATES 27

References
Addo, 1. Y. (2020). Double pandemic: racial discrimination amid coronavirus disease
2019. Social sciences & humanities open, 2(1), 100074.

https://doi.org/10.1016/j.ssah0.2020.100074

Ando, H., Cousins, R., & Young, C. (2014). Achieving saturation in thematic analysis:
Development and refinement of a codebook. Comprehensive Psychology, 3, 03-CP.

https://doi.org/10.2466/03.CP.3.4

American Council on Education. (2012). On the importance of diversity in higher education.
American Council on Education.

https://www.acenet.edu/Documents/BoardDiversityStatement-June2012.pdf

APA Task Force on Race and Ethnicity Guidelines in Psychology. (2019). Race and ethnicity
guidelines in psychology: Promoting responsiveness and equity. American Psychological

Association. http://www.apa.org/about/policy/race-and-ethnicity-in-psychology.pdf

Antonio, A. L., Chang, M. J., Hakuta, K., Kenny, D. A., Levin, S., & Milem, J. F. (2004). Effects
of racial diversity on complex thinking in college students. Psychological Science, 15, 507-

510. https://doi.org/10.1111/j.0956-7976.2004.00710.x

Asian American Studies at Princeton. (2013, January 25). History of Asian American Studies.

Asian American Studies at Princeton. https://asamatprinceton.wordpress.com/history-of-

asian-american-studies/

Asmelash, L. (2023, June 14). DEI programs in universities are being cut across the country.

What does this mean for higher education? CNN.


https://doi.org/10.1016/j.ssaho.2020.100074
https://doi.org/10.2466/03.CP.3.4
https://www.acenet.edu/Documents/BoardDiversityStatement-June2012.pdf
http://www.apa.org/about/policy/race-and-ethnicity-in-psychology.pdf
https://doi.org/10.1111/j.0956-7976.2004.00710.x
https://asamatprinceton.wordpress.com/history-of-asian-american-studies/
https://asamatprinceton.wordpress.com/history-of-asian-american-studies/

RACIAL JUSTICE ADVOCATES 28

https://www.cnn.com/2023/06/14/us/colleges-diversity-equity-inclusion-higher-education-

cec/index.html

Baffour, T. D. (2023). Challenging the brick wall: A narrative of misogynoir, institutional
courage, and post-traumatic healing. ADVANCE Journal, 4(1).

https://doi.org/10.5399/0su/ADVJRNL.4.1.4

Barthé, D. (2019). Race, lynching, and the persistence of colonial violence. In J.M. Williams &

S. Kniffley (Eds.), Black Males and the Criminal Justice System. Routledge.

Betts, A. (2024, March 2). University of Florida eliminates all D.E.I.-related positions. The New

York Times. https://www.nytimes.com/2024/03/02/us/university-florida-dei.html

Bollinger, L. (2007, June 1). Why diversity matters. Chronicle of Higher Education.

https://www.chronicle.com/article/why-diversity-matters/

Braveman, P. A., Arkin, E., Proctor, D., Kauh, T., & Holm, N. (2022). Systemic and structural
racism: Definitions, examples, health damages, and approaches to dismantling. Health

Affairs, 41(2), 171-178. https://doi.org/10.1377/hlthaff.2021.01394

Braun, V., & Clarke, V. (2006). Using thematic analysis in psychology. Qualitative Research in

Psychology, 3(2), 77-101. https://doi.org/10.1191/1478088706qp0630a

Braun, V., & Clarke, V. (2012). Thematic analysis. In H. Cooper, P. M. Camic, D. L. Long, A.
T. Panter, D. Rindskopf, & K. J. Sher (Eds.), APA handbook of research methods in
psychology, Vol. 2. Research designs: Quantitative, qualitative, neuropsychological, and
biological (pp. 57-71). American Psychological Association.

https://doi.org/10.1037/13620-004



https://www.cnn.com/2023/06/14/us/colleges-diversity-equity-inclusion-higher-education-cec/index.html
https://www.cnn.com/2023/06/14/us/colleges-diversity-equity-inclusion-higher-education-cec/index.html
https://doi.org/10.5399/osu/ADVJRNL.4.1.4
https://www.nytimes.com/2024/03/02/us/university-florida-dei.html
https://www.chronicle.com/article/why-diversity-matters/
https://doi.org/10.1377/hlthaff.2021.01394
https://doi.org/10.1191/1478088706qp063oa
https://doi.org/10.1037/13620-004

RACIAL JUSTICE ADVOCATES 29

Brennan, W. J. & Supreme Court of the United States. (1967). Green v. County School Board,
U.S. Reports, 391 (October). Archived in The Library of Congress,

https://www.loc.gov/item/usrep391430/.

Bunn, C. (2023). Hamstrung by ‘golden handcuffs’: Diversity roles disappear 3 years after
George Floyd's murder inspired them. NBC News.

https://www.nbcnews.com/news/nbeblk/diversity-roles-disappear-three-years-george-

floyd-protests-inspired-rcna72026

Carroll, D. (2017). A faculty woman of color and micro-invalidations at a White research
institution: A case of intersectionality and institutional betrayal. Administrative Issues

Journal, 7(1), 39-50. https://dc.swosu.edu/aij/vol7/iss1/4

Carter, R. T. (2007). Racism and psychological and emotional injury: Recognizing and assessing
race-based traumatic stress. Counseling Psychologist, 35, 13—105.

https://doi.org/10.1177/0011000006292033

Center for Institutional Courage. (2023, August). Tracking research: Comprehensive database of
studies on institutional betrayal and courage. Center for Institutional Courage.

https://www.institutionalcourage.org/tracking-research

Chavez-Duefias, N. Y., Adames, H. Y., Perez-Chavez, J. G., & Salas, S. P. (2019). Healing
ethno-racial trauma in Latinx immigrant communities: Cultivating hope, resistance, and

action. American Psychologist, 74, 49-62. https://doi.org/10.1037/amp0000289

Chen, C. W., & Gorski, P. C. (2015). Burnout in social justice and human rights activists:
Symptoms, causes and implications. Journal of Human Rights Practice, 7, 366—390.

https://doi.org/10.1093/jhuman/huv011



https://www.loc.gov/item/usrep391430/
https://www.nbcnews.com/news/nbcblk/diversity-roles-disappear-three-years-george-floyd-protests-inspired-rcna72026
https://www.nbcnews.com/news/nbcblk/diversity-roles-disappear-three-years-george-floyd-protests-inspired-rcna72026
https://dc.swosu.edu/aij/vol7/iss1/4
https://doi.org/10.1177/0011000006292033
https://www.institutionalcourage.org/tracking-research
https://doi.org/10.1037/amp0000289
https://doi.org/10.1093/jhuman/huv011

RACIAL JUSTICE ADVOCATES 30

Diaz, J. (2023, May 15). Florida Gov. Ron DeSantis signs a bill banning DEI initiatives in public

colleges. NPR. https://www.npr.org/2023/05/15/1176210007/florida-ron-desantis-dei-ban-

diversity

Flaherty, C. (2015, May). Cluster hiring and diversity. New report says cluster hiring can lead to
increased faculty diversity. Inside Higher Ed

https://www.insidehighered.com/news/2015/05/01/new-report-says-cluster-hiring-can-

lead-increased-faculty-diversity

Freeman, C. (2019, October 9). The case for cluster hiring to diversify your faculty. The

Chronicle of Higher Education. https://www.chronicle.com/article/the-case-for-cluster-

hiring-to-diversify-your-faculty/

Freyd, J. J. (2014, July 14). Official campus statistics for sexual violence mislead. Archived at

https://pages.uoregon.edu/dynamic/jjf/articles/freydclimate2014.pdf

Freyd, J. J. (2018, January 11). When sexual assault victims speak out, their institutions often

betray them. The Conversation. https://theconversation.com/when-sexual-assault-victims-

speak-out-their-institutions-often-betray-them-87050

Goldstone, D. (2007). Heman Sweatt and the racial integration of the University of Texas School
of Law. Journal of Blacks in Higher Education, (54), 88-97.

https://www.proquest.com/docview/195539411

Goémez, J. M. (2015). Microaggressions and the enduring mental health disparity: Black
Americans at risk for institutional betrayal. Journal of Black Psychology, 41(2), 121-143.

https://doi.org/10.1177/0095798413514608



https://www.npr.org/2023/05/15/1176210007/florida-ron-desantis-dei-ban-diversity
https://www.npr.org/2023/05/15/1176210007/florida-ron-desantis-dei-ban-diversity
https://www.insidehighered.com/news/2015/05/01/new-report-says-cluster-hiring-can-lead-increased-faculty-diversity
https://www.insidehighered.com/news/2015/05/01/new-report-says-cluster-hiring-can-lead-increased-faculty-diversity
https://www.chronicle.com/article/the-case-for-cluster-hiring-to-diversify-your-faculty/
https://www.chronicle.com/article/the-case-for-cluster-hiring-to-diversify-your-faculty/
https://pages.uoregon.edu/dynamic/jjf/articles/freydclimate2014.pdf
https://theconversation.com/when-sexual-assault-victims-speak-out-their-institutions-often-betray-them-87050
https://theconversation.com/when-sexual-assault-victims-speak-out-their-institutions-often-betray-them-87050
https://www.proquest.com/docview/195539411
https://doi.org/10.1177/0095798413514608

RACIAL JUSTICE ADVOCATES 31

Gomez, J. M. (2023a). When enough became too much: Institutional betrayal, resignation, &
institutional courage for change. ADVANCE Journal, 4(1).

https://doi.org/10.5399/0su/ADVJRNL.4.1.8

Gomez, J. M. (2023Db). Institutional courage to change the world. In J. M. Gémez, The cultural
betrayal of Black women and girls: A Black feminist approach to healing from sexual
abuse (pp. 133—-168). American Psychological Association.

https://doi.org/10.1037/0000362-007

Gomez, J. M., Freyd, J. J., Delva, J., Tracy, B., Mackenzie, L. N., Ray, V., & Weathington, B.
(2023). Institutional courage in action: Racism, sexual violence, & concrete institutional
change. Journal of Trauma & Dissociation, 24(2), 157-170.

https://doi.org/10.1080/15299732.2023.2168245

Gorski, P. C., & Chen, C. (2015). “Frayed all over:” The causes and consequences of activist
burnout among social justice education activists. Educational Studies, 51, 385-405.

https://doi.org/10.1080/00131946.2015.1075989

Gorski, P. C. (2019). Fighting racism, battling burnout: Causes of activist burnout in US racial
justice activists. Ethnic and Racial Studies, 42, 667—687.

https://doi.org/10.1080/01419870.2018.1439981

Graff, G. (2015). Redesigning racial caste in America via mass incarceration. Journal of

Psychohistory, 43(2), 120—133. https://www.proquest.com/docview/1712754521

Gross, T. (2022). From slavery to socialism, new legislation restricts what teachers can discuss.

NPR. https://www.npr.org/2022/02/03/1077878538/legislation-restricts-what-teachers-can-

discuss


https://doi.org/10.5399/osu/ADVJRNL.4.1.8
https://psycnet.apa.org/doi/10.1037/0000362-007
https://doi.org/10.1080/15299732.2023.2168245
https://doi.org/10.1080/00131946.2015.1075989
https://doi.org/10.1080/01419870.2018.1439981
https://www.proquest.com/docview/1712754521
https://www.npr.org/2022/02/03/1077878538/legislation-restricts-what-teachers-can-discuss
https://www.npr.org/2022/02/03/1077878538/legislation-restricts-what-teachers-can-discuss

RACIAL JUSTICE ADVOCATES 32

Guest, G., Bunce, A., & Johnson, L. (2006). How many interviews are enough? An experiment
with data saturation and variability. Field methods, 18(1), 59-82.

https://doi.org/10.1177/1525822X0527990

Gurin, P. (2004). Defending diversity: Affirmative action at the University of Michigan.

University of Michigan Press.

Harris, L. M. (2015, March 26). The Long, Ugly History of Racism at American Universities.

The New Republic. https://newrepublic.com/article/121382/forgotten-racist-past-american-

universities

Ireland, C. (2012, May 22). Commencements, from 1642 onward. The Harvard Gazette.

https://news.harvard.edu/gazette/story/2012/05/commencement-from-1642-onward/

Kendi, I. X. (2012). The Black campus movement: Black students and the racial reconstitution of

higher education, 1965—1972. Springer.

Knox, L. (2023, February 2). Shouting down an empty hallway. Inside Higher Ed.

https://www.insidehighered.com/news/2023/02/03/frustrated-dei-staff-are-leaving-their-

jobs

Knuckey, S., Satterthwaite, M., & Brown, A. (2017). Trauma, depression, and burnout in the
human rights field: Identifying barriers and pathways to resilient advocacy. HRLR Online,

2, 267. http://hrlr.law.columbia.edu/files/2018/07/49.3.4-Knuckey-final.pdf

Leung, A. K. Y., Maddux, W. W., Galinsky, A. D., & Chiu, C. Y. (2008). Multicultural
experience enhances creativity: The when and how. American Psychologist, 63, 169-181.

https://doi.org/10.1037/0003-066X.63.3.169



https://doi.org/10.1177/1525822X05279903
https://newrepublic.com/article/121382/forgotten-racist-past-american-universities
https://newrepublic.com/article/121382/forgotten-racist-past-american-universities
https://news.harvard.edu/gazette/story/2012/05/commencement-from-1642-onward/
https://www.insidehighered.com/news/2023/02/03/frustrated-dei-staff-are-leaving-their-jobs
https://www.insidehighered.com/news/2023/02/03/frustrated-dei-staff-are-leaving-their-jobs
http://hrlr.law.columbia.edu/files/2018/07/49.3.4-Knuckey-final.pdf
https://doi.org/10.1037/0003-066X.63.3.169

RACIAL JUSTICE ADVOCATES 33

Lewis, T. T., Williams, D. R., Tamene, M., & Clark, C. R. (2014). Self-reported experiences of
discrimination and cardiovascular disease. Current Cardiovascular Risk Reports, 8, 1-15.

https://doi.org/10.1007/s12170-013-0365-2

Losavio, J. (2020, September). What Racism Costs Us All. International Monetary Fund.:
Finance and Development Magazine.

https://www.imf.org/en/Publications/fandd/issues/2020/09/the-economic-cost-of-racism-

losavio

Major landmarks in the progress of African Americans in higher education. (2011, September

22). The Journal of Blacks in Higher Education. https://www.jbhe.com/chronology/

Milem, J. F., Chang, M. J., & Antonio, A. L. (2005). Making diversity work on campus: A
research-based perspective (pp. 1-39). Washington, DC: Association American Colleges

and Universities.

Mize, R. L. (2018). Latina/o studies (Short introductions). John Wiley & Sons

Mosley, D. V., Hargons, C. N., Meiller, C., Angyal, B., Wheeler, P., Davis, C., & Stevens-
Watkins, D. (2021). Critical consciousness of anti-Black racism: A practical model to
prevent and resist racial trauma. Journal of Counseling Psychology, 68, 1-16.

https://doi.org/10.1037/cou0000430

Nasheed, J. (2023, February 21). A Brief Timeline of School Segregation in the US. Teen Vogue.

https://www.teenvogue.com/story/school-segregation-us-history-timeline

Newcombe, E. (2022, September 29). The student protest that heralded the Chicano movement.

Governing.


https://doi.org/10.1007/s12170-013-0365-2
https://www.imf.org/en/Publications/fandd/issues/2020/09/the-economic-cost-of-racism-losavio
https://www.imf.org/en/Publications/fandd/issues/2020/09/the-economic-cost-of-racism-losavio
https://www.jbhe.com/chronology/
https://doi.org/10.1037/cou0000430
https://www.teenvogue.com/story/school-segregation-us-history-timeline

RACIAL JUSTICE ADVOCATES 34

https://www.governing.com/context/the-student-protest-that-heralded-the-chicano-

movement

Niwa, E. Y., Arevalo, K., Shane, J., & Reigada, L. C. (2024). The double pandemic: Examining
cultural stress among Asian Americans during the COVID-19 pandemic. Cultural
Diversity & Ethnic Minority Psychology, 30(4), 691-702.

https://doi.org/10.1037/cdp0000690

Office of Strategic Analytics & Insights. (2020). Spring 2020: 11" Day Enrollment Report.

University of Arkansas. https://osai.uark.edu/datasets/student/enroll-reports/2020-spring-

summary.pdf

Pascoe, E. A., & Smart Richman, L. (2009). Perceived discrimination and health: A meta-

analytic review. Psychological Bulletin, 135, 531-554. https://doi.org/10.1037/a0016059

Ramdeholl, D., & Jones, J. (2022). Speaking truth to power: Institutionalized racism in the
academy. In Confronting Institutionalized Racism in Higher Education (pp. 6-14).

Routledge. https://doi.org//10.4324/9781003144120-2

Rawlins, B. (2008). Measuring the relationship between organizational transparency and
employee trust. Public Relations Society of America, 2(2), 1-21. Archived at Bringham

Young University. https://scholarsarchive.byu.edu/facpub/885

Ray, V. (2019). A theory of racialized organizations. American Sociological Review, 84(1), 26-

53. https://doi.org/10.1177/0003122418822335

Roberson, Q., King, E., & Hebl, M. (2020). Designing more effective practices for reducing

workplace inequality. Behavioral Science & Policy, 6, 39—49.


https://www.governing.com/context/the-student-protest-that-heralded-the-chicano-movement
https://www.governing.com/context/the-student-protest-that-heralded-the-chicano-movement
https://doi.org/10.1037/cdp0000690
https://osai.uark.edu/datasets/student/enroll-reports/2020-spring-summary.pdf
https://osai.uark.edu/datasets/student/enroll-reports/2020-spring-summary.pdf
https://doi.org/10.1037/a0016059
https://www.taylorfrancis.com/chapters/mono/10.4324/9781003144120-2/speaking-truth-power-dianne-ramdeholl-jaye-jones
https://scholarsarchive.byu.edu/facpub/885
https://doi.org/10.1177/0003122418822335

RACIAL JUSTICE ADVOCATES 35

https://doi.org/10.1353/bsp.2020.0003

Roberts, S. O., & Rizzo, M. T. (2021). The psychology of American racism. American

Psychologist, 76(3), 475-487. https://doi.org/10.1037/amp0000642

Sanders, S. H. (2023). Executive order to prohibit indoctrination and critical race theory in
schools. Arkansas Governor: Sarah Huckabee Sanders.

https://governor.arkansas.gov/executive orders/executive-order-to-prohibit-indoctrination-

and-critical-race-theory-in-schools/

Schnackenberg, A. K., & Tomlinson, E. C. (2016). Organizational transparency: A new
perspective on managing trust in organization-stakeholder relationships. Journal of

Management, 42, 1784—1810. https://doi.org/10.1177/0149206314525202

Sgoutas-Emch, S., Baird, L., Myers, P., Camacho, M., & Lord, S. (2016). We’re not all white
men: Using a cohort/cluster approach to diversify STEM faculty hiring. Thought & Action,

32,91-107.

Sleeter, C. E. (2011). The academic and social value of ethnic studies: A research review.
National Education Association Research Department.

https://files.eric.ed.gov/fulltext/ED521869.pdf

Smith, C. P., & Freyd, J. J. (2013). Dangerous safe havens: Institutional betrayal exacerbates
sexual trauma. Journal of traumatic stress, 26(1), 119-124.

https://doi.org/10.1002/jts.21778

Sommers, S. R., Warp, L. S., & Mahoney, C. C. (2008). Cognitive effects of racial diversity:

White individuals’ information processing in heterogeneous groups. Journal of


https://doi.org/10.1353/bsp.2020.0003
https://psycnet.apa.org/doiLanding?doi=10.1037%2Famp0000642
https://governor.arkansas.gov/executive_orders/executive-order-to-prohibit-indoctrination-and-critical-race-theory-in-schools/
https://governor.arkansas.gov/executive_orders/executive-order-to-prohibit-indoctrination-and-critical-race-theory-in-schools/
https://doi.org/10.1177/0149206314525202
https://files.eric.ed.gov/fulltext/ED521869.pdf
https://doi.org/10.1002/jts.21778

RACIAL JUSTICE ADVOCATES 36

Experimental Social Psychology, 44(4), 1129—-1136.

https://doi.org/10.1016/1.iesp.2008.01.003

Stanley, Jr., D. C. (2023). Experiences of Black male doctoral students in psychology: A focus
on protective factors. Journal of Black Psychology, 49(5), 575-597.

https://doi.org/10.1177/00957984231191846

Tamaian, A., Anstey, H., Kokokyi, S., & Klest, B. (2024). The impact of ethnic discrimination
and institutional betrayal on Canadian university students’ mental health. Journal of

Trauma & Dissociation, 25(2), 185-201. https://doi.org/10.1080/15299732.2023.2233506

The struggle against segregated education. (n.d) National Museum of African American History

and Culture. https://nmaah.si.edu/explore/stories/struggle-against-segregated-education

Trejo J. (2020). The burden of service for faculty of color to achieve diversity and inclusion: The
minority tax. Molecular biology of the cell, 31(25), 2752-2754.

https://doi.org/10.1091/mbc.E20-08-0567

Turner, E. A., Harrell, S. P., & Bryant-Davis, T. (2022). Black love, activism, and community
(BLAC): The BLAC model of healing and resilience. Journal of Black Psychology, 48(3-

4), 547-568. https://doi.org/10.1177/00957984211018364

Wang, J., Lloyd-Evans, B., Giacco, D., Forsyth, R., Nebo, C., Mann, F., & Johnson, S. (2017).
Social isolation in mental health: A conceptual and methodological review. Social

Psychiatry and Psychiatric Epidemiology, 52, 1451-1461. https://doi.org/10.1007/s00127-

017-1446-1

Warren, E. & Supreme Court of The United States. (1953) Brown v. Board of Education, U.S.


https://doi.org/10.1016/j.jesp.2008.01.003
https://doi.org/10.1177/00957984231191846
https://doi.org/10.1080/15299732.2023.2233506
https://nmaah.si.edu/explore/stories/struggle-against-segregated-education
https://doi.org/10.1091/mbc.E20-08-0567
https://doi.org/10.1177/00957984211018364
https://doi.org/10.1007/s00127-017-1446-1
https://doi.org/10.1007/s00127-017-1446-1

RACIAL JUSTICE ADVOCATES 37

Reports 347 (May). Archived in The Library of Congress,

https://www.loc.gov/item/usrep347483/.

Wijeysinghe, C. L., Griffin, P, and Love, B. (1997). Racism-Curriculum design. In M. Adams, L.
A. Bell, & P. Griffin (Eds.), Teaching for diversity and social justice: A sourcebook (pp.

82-109). Routledge.

Wilder, C. S. (2013). Ebony and ivy: Race, slavery, and the troubled history of America's

universities. Bloomsbury Publishing USA.

Williams, D. R., Lawrence, J. A., & Davis, B. A. (2019). Racism and health: Evidence and
needed research. Annual Review of Public Health, 40, 105-125.

https://doi.org/10.1146/annurev-publhealth-040218-043750

Williams, D. R., Priest, N., & Anderson, N. (2016). Understanding associations between race,
socioeconomic status and health: Patterns and prospects. Health Psychology, 35(4), 407—

411. https://doi.org/10.1037/hea0000242

Winkle-Wagner, R., & Locks, A. M. (2013). Diversity and inclusion on campus: Supporting

racially and ethnically underrepresented students. Routledge.


https://www.loc.gov/item/usrep347483/
https://doi.org/10.1146/annurev-publhealth-040218-043750
https://doi.org/10.1037/hea0000242

RACIAL JUSTICE ADVOCATES 38

Christin Mujica is a doctoral candidate in Clinical Psychology at the University of Arkansas.
Her research focuses on the impact of racism on mental health with an emphasis on exploring
interventions to improve outcomes for people of color. Christin is completing her pre-doctoral
internship at the Medical University of South Carolina in the Traumatic Stress Track. Outside of
research and clinical work, Christin is deeply involvement in racial justice activism and working

on improving the lives of people of color, especially those with multiple marginalized identities.

Taylen Day is a recent graduate of the University of Arkansas in Fayetteville with a B.A.

in Psychology. Her research interests include healthcare disparities and access and other
medical sociology topics. She explored this in her honors thesis, “A Meta-Analysis of the
Correlation Between Historical Trauma and Health Outcomes in the Native American
Population”. She plans to incorporate this knowledge and her interests in her future career as a

physician.

Evan Hinchliffe is an alumnus of the University of Arkansas, where he received degrees in
Psychological Science and Philosophy. As an undergraduate research assistant, he worked
within the Diversity Research and Enhanced Access for Minorities (DREAM) lab and the Social
and Political Psychology (SAPP) lab. Evan’s research interests focus on clinical and moral

psychology, as well as the philosophy of mind.

David C. Stanley Jr. is an assistant professor in the Department of Educational Studies at
Purdue University where he currently serves as the director of the C.A.R.E. Lab. His research is
focused on mentoring, resilience in underrepresented groups, and strategies to enhance cross-
racial solidarity. More broadly, his research interests include qualitative methodologies,
racial/ethnic minority mental health, and multicultural issues (diversity, equity, inclusion, social

Justice, and advocacy). Dr. Stanley is dedicated to challenging oppressive systems and removing



RACIAL JUSTICE ADVOCATES 39

inequitable barriers for future generations of people of color. He received his Ph.D. in

counseling psychology from the University of Georgia.

Ana Bridges is a Professor in the Department of Psychological Science at the University of
Arkansas. Her research focuses on understanding and ameliorating mental health disparities in
marginalized and underserved populations, with a special emphasis on Latinx immigrants. Dr.
Bridges has authored over 120 publications including journal articles and book chapters. She is
the director of the Diversity Research and Enhanced Access for Minorities (DREAM) lab. She

received her Ph.D. in clinical psychology from the University of Rhode Island.



