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INTRODUCTION

The department of Urban Policy and Planning
(UPP) was founded on values of social justice.
We prepare our students to be agents of
change. And so when last summer's protests
across major cities and in every state demanded
justice for George Floyd, our students, rightfully,
demanded more through a letter addressed to
the department's leadership. This led to the
creation of the Racial Justice Working Group
(RJWG).
This report summarizes the feedback shared at
our community-wide town hall event, "What
would an anti-racist department look like?"
This event took place the evening of November
20, 2020 and drew more than 85 members of
the UPP community, including students, alums,
and faculty to engage with this question. This
report also summarizes feedback gathered
through an online questionnaire related to the
event.

To gather and interpret the feedback received,
the RJWG used an action research approach with
four triangulation methods to ensure the
interpretation is credible, valid, and trustworthy.
We found a great deal of overlap in the feedback
received from various sources, including the
summer 2020 letter from students and alums, the
online questionnaire, and the town hall event.
We also found convergence in the feedback
received from current students of both graduate
programs and alums who felt that the department
is not currently anti-racist and offered detailed
information to justify that view.
The working group emphasizes that these
findings are actionable given our commitment to
racial equity. We are currently working on
activities that will address some of the most
frequently raised concerns: syllabi and
curriculum, and faculty classroom practices.
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OBJECTIVE
Becoming an anti-racist department is a communal process that requires the collective
will of every member. Anti-racism challenges racism by focusing on changing systems
and organizational structures so as to redistribute power equitably. To that end, the
department invited the UPP community to engage in a town hall on the evening of
November 20, 2020 called, “What would an anti-racist department look like?” This
report is a departmental resource as we do the work, individually and collectively,
towards becoming an anti-racist department.

OVERVIEW
This report presents the approach used to gather feedback about the department in
relation to racial justice and anti-racism. Data gathered and interpreted by the working
group indicates that current students of both graduate programs describe their
experience centered around whiteness and believe the department must improve in
certain areas to be anti-racist. The concluding section features recommendations from
current students and alums on how to practice anti-racism in the short- and long-term.
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ABOUT
Formed by Department Chair Professor
Joseph Viteritti in September 2020 in
response to a letter organized by students
and alums demanding racial justice. The
letter was signed by 25 alums and 28
current students. The working group
includes five faculty, two students, and two
alums.
RACIAL JUSTICE
WORKING GROUP
MEMBERS

CALVIN
BROWN
Alum

JOHN CHIN
Faculty
RJWG
Chair

AMINA
HASSEN
Alum

HAFIZAH
OMAR
Student

LILY B.
POLLANS
Faculty

MATTHEW
G. LASNER
Faculty
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LORRAYNE
VIEIRASULLIVAN
Student

SIGMUND
SHIPP
Faculty

KARINA
MORENO
Faculty

WHY ANTI-RACIST EDUCATION?
"Even white supremacists don't want to be called
racist. To effectively defeat systemic racism—
racism embedded as normal practice in
institutions like education and law enforcement—
you've got to undo racism in your mind, your
personal environment, and the wider world. In
other words, you've got to be anti-racist."
- Eric Deggans

Campuses across the country are realizing
that "I am not racist" simply is not enough in
the pursuit of racial equity, and that student
development and human growth are
possible through anti-racism.
RACISM IS SYSTEMIC

ANTI-RACIST EDUCATORS

Racial discrimination permeates every
space, including academia

Are committed to self-reflection and
critical consciousness

Racism can be expressed individually
as well as by the institutions and
structures we all belong to

Recognize their individual power in
existing social hierarchies
Do not claim to "not see color”

Systemic racism hurts Black and brown
people every day

Do not avoid race because it causes
discomfort or is "divisive"

By not participating in anti-racism
education, we are complicit in systemic
racism, unknowingly or unwillingly

Are not defensive or ashamed of their
whiteness

Our classrooms cannot be anti-racist if
we are not anti-racist.

Do not ask people of color to explain
racism to them; they engage in self
awareness and educate themselves with
resources created by BIPOC

Our department cannot be anti-racist
without each of its members'
commitment

Understand that merit is conflated with
privilege
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WHERE WE'RE AT TODAY
As our first endeavor as a working group,
we wanted to hear from the UPP
community, so we raised the question
"What would an anti-racist department
look like?"
This was the focus of a town hall event
held on November 20, 2020. The RJWG
prepared a short and optional online
questionnaire that was circulated before
the town hall and was helpful in designing
the event's agenda.
Attendance of more than 85 students and
alums that Friday evening showed that our
community had much to say.
Our analysis critically categorized all
feedback gathered at the community-wide
event.

Our town hall evoked many questions on
the department's policies, practices,
curriculum, and the role of the newly
formed RJWG. We are working on
addressing this feedback and incorporating
it into future plans.
Anti-racism training was widely mentioned
in the feedback, and so the faculty
completed two days of professional
development training on anti-racism during
winter break in January 2021.
This summer, the department is offering a
new course, "BlackSpace: Planning, Policy,
and Black Community in NYC," taught by
planner and BlackSpace Collective
member, Daphne Lundi.

WHERE WE'RE GOING
Establish a collaborative learning environment for faculty to design anti-racist
syllabi. Resources from Hunter College's Academic Center for Excellence in
Research and Teaching (ACERT) are readily available. This effort should include
pedagogical workshops so faculty can engage and learn from each other.
Establish a system to ensure implementation of said syllabi produces cohesive antiracist curricula in both graduate programs.
Engage department leadership to develop plans to recruit, retain, and mentor
BIPOC students and faculty.
Uphold transparency and accountability regarding the department’s efforts and
progress in the areas of recruitment and retention of BIPOC students and faculty.
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ACTION
RESEARCH
DESIGN
Action research employs an exploratory
design.
The approach is used to deepen
understanding of the problem at hand.
The approach involves collecting relevant
observations through various forms.
Findings are not meant to be generalized.
This information-gathering approach is tailored to
the current needs of the department, which are
better addressed through a qualitative approach.
Statistics included in this report describe
frequencies and proportions only of those who
responded to the online questionnaire.
Data are not suited for statistical tests to show
causal relationships.
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TOWN HALL
After a short introduction, students and
alums were assigned to breakout rooms.
Groups of current students deliberately
included representatives of both
graduate programs. The result was a
total of five breakout groups, three of
current students, one of alums, and one
of full-time faculty.
Facilitators were prepped by two
members of the working group and were
issued a detailed guide for the event.
Each group had an experienced
facilitator to moderate the discussion on
student experiences and departmental
practices that have or have not aligned
with an an anti-racist classroom and an
anti-racist department. Each facilitator
asked students to take a few minutes for
self-reflection and journaling before
beginning the discussion. This practice
is heavily featured in qualitative research
as it allows participants to express
themselves in their own words and
minimizes the likelihood of distorting
participants' views during data analysis.
REFLEXIVE WRITING/JOURNALING

The RJWG gathered data by collecting
the responses of each facilitator, by
taking notes of what each group shared
with the community after their small
group discussions, and by compiling all
comments entered into the chat function
on Zoom during the event, from both the
general and breakout sessions.

A practice that acknowledges that the
researcher is part of the setting and
context; therefore, self-reflection is
required to avoid interpreting data
according to one's biases and/or
preferences. This adds rigor and
quality to qualitative research.

The RJWG relied on widely accepted
methods to enhance the credibility of the
data, such as reflexive writing, member
checking, and four triangulation
methods. Credibility of data is enhanced
when researchers engage with
participants as collaborators, understand
their own role in the qualitative research
process, and confirm data interpretation
through multiple approaches.

MEMBER CHECKING
A technique to validate responses by
allowing participants the opportunity to
confirm or add to data interpretation.
This practice builds trust in qualitative
research.
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NOVEMBER 20, 2020

URBAN POLICY AND PLANNING

TOWN HALL AGENDA

01

INTRODUCTION

02

MODERATED GROUP DISCUSSIONS

A presentation reviewed key history of the department and its
demographics. Breakout groups of students, alums, and faculty
were made, and each group had a moderator with questions
prepared in advance.

Groups participated in a facilitated discussion for approximately 40
minutes. Moderators prompted a journaling exercise so that
participants could self-reflect before speaking. Each group took
notes on responses to questions prepared by moderators.
What brought you to Hunter UPP?
What is your vision of an anti-racist department?
What are the elements of an anti-racist department?
What practices are keeping the department from reaching that vision?
In what areas or practices is the program currently succeeding?
How have you experienced diversity in the classroom?
How has that impacted your learning/teaching experience in the classroom?
Have there been instances when the department did not align with racial justice
values?
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SHAREBACK
The Town Hall reconvened and a student/alum from each group
shared the responses from their respective groups. Faculty
listened. Group sharebacks overlapped a great deal, as some
items were raised by all groups.

RELATED DOCUMENTS
Open Letter from students on demands to promote racial justice at Hunter UPP
Department statement from Professor Viteritti in June 2020
An overview presentation of the UPP department’s history
Demographic data on students and faculty for MSUPL and MUP programs
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ONLINE QUESTIONNAIRE
To prepare for the November 20 event,
we created a brief anonymous online
questionnaire in Google Forms
comprising six open-ended questions
(see below). We used only open-ended
questions because the questionnaire
was designed to capture participants'
questions and views, and not to serve
as a quantitative poll.
The questionnaire invitation was sent by
email through the department's
Mailchimp newsletter list, which
contains almost 1,500 subscribers,
including our current students, alums,
staff and faculty, plus members of the
public who subscribed through the
department's website. According to
Mailchimp tracking data, 556 people
opened the email containing the initial
questionnaire invitation.The
questionnaire introduction clarified that
it was intended for completion only by
department students, alums, staff and
faculty. Participants had the opportunity
to indicate their departmental affiliation
in the questionnaire (e.g., alum, current
student, etc.).

The questionnaire was distributed on
October 29, 2020 with a deadline of
November 16th. During the November
20th event, students and alums in
attendance reported missing the
questionnaire invitation and asked for
the questionnaire to be re-opened.
Given that there were 19 responses by
the initial deadline, the working group
notified the community on December
23rd that the questionnaire would be reopened through January 4, 2021.
Thirteen additional responses were
completed for a total of 32.
1. What questions do you have about the areas
noted above (i.e., student recruitment, faculty
hiring, curriculum and pedagogy, and
communications in the UPP Department,
particularly with regard to anti-racist practices
and racial justice)?
2. For the areas noted above, what are the
department’s strengths that it can build on to
promote racial justice? It would be helpful if
you can provide concrete examples.
3. For the areas noted above, what are
weaknesses or challenges that the
department has in promoting racial justice? It
would be helpful if you can provide concrete
examples.
4. What support and resources will the
department need to meet the challenges of
promoting anti-racist practices and achieving
racial justice?
5. Are there any other comments or thoughts
you’d like to share?
6. Optional : If you feel comfortable doing so,
please indicate your role in the Hunter College
Urban Policy and Planning (UPP) department
11

RESPONDENTS,
ONLINE QUESTIONNAIRE

n=32

Current graduate students of Urban Policy & Leadership: 17
Current graduate students of Urban Planning: 4
Current undergraduate student in Urban Studies: 1
Alum MSUPL: 1
Alums MUP: 2
Did Not Disclose: 7

Note:
The questionnaire was also open to faculty and staff, but none participated.
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METHODS OF ANALYSIS
internal

VALIDITY OF FINDINGS
DATA TRIANGULATION
Gathering data from different groups and
individual sources to form one body of
data with multiple perspectives, validating
through debriefing, member-checking,
and reflexivity

METHODOLOGICAL
TRIANGULATION

Triangulation
deepens understanding of the
phenomenon of interest,
increases the trustworthiness
of findings, enhances
credibility and quality
(Patton, 1999)
,

The working group used member-checking,
reflexivity, and debriefing to validate
interpretation of data. Shareback responses
were particularly important as they included
students of planning and policy as well as
alums:
Open Letter: More planning students
Online questionnaire: More policy
students
Town Hall: both programs, plus alums

1. Online Questionnaire: individual activity,
open-ended questions, no identifying
information
2. Town Hall: group format, with peers from
both programs

The use of more than one type of data
collection technique or research method

RESEARCHER TRIANGULATION
The gathering and interpreting of data by
multiple researchers as opposed to one

ENVIRONMENTAL TRIANGULATION
Collecting data in different settings to
determine whether data responses are
different, as a result of the environment
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Triangulation provides confirmation if
responses are similar despite a different
facilitator implementing the protocol guide
and gathering responses. This was the case
at our Town Hall.

The number of participants varied between
the online questionnaire and Town Hall, but
the feedback itself overlaps, suggesting
consistency in the responses. A gap we
identified is that a number of students who
organized the initial letter did not attend the
Town Hall.

FINDINGS
In the sections below, we first present some
direct quotations from the online questionnaire
that are illustrative of the concerns raised by
participants. This is followed by three sets of
recommendations, summarizing the feedback
from current students at the November 20 town
hall event, alums at the town hall event, and
students responding to the online
questionnaire. Each set of recommendations is
followed by a more comprehensive and
detailed review of feedback received through
each source.
Feedback gathered included praise for the
department's dedicated faculty, specific faculty
who create safe spaces for discussing race and
racism in the classroom, and specific courses
that explore racial injustice (e.g., in housing,
immigration and education). However, one of
the most consistent messages across the
feedback gathered is that the department's
practices overall are not currently anti-racist.
For example, of the 32 participants in the
online questionnaire, 22 (68%) had
experienced faculty avoiding discussions of
race in the classroom.
Student feedback suggests that fundamental
pre-requisites to an anti-racist classroom are
lacking, such as representation of scholars of
color on syllabi and/or dedicating more than
one course session to race. Several students
called attention to how few courses include
gender and sexual identity.
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WHAT WE LACK, RIGHT
NOW: DEPARTMENT-WIDE
ANTI-RACIST EDUCATION
"I feel like this may be guided, on
the end of professors, by the idea
of academic freedom and the
guise of not censoring thought.
This is unacceptable. This
dynamic implicitly promotes
racism in the classroom. It should
never be another students job to
step in when this scenario arises.
There is a line between freedom of
speech/thought and racist
attitudes and behaviors. It is a
professor's job to maintain that
line. This dynamic has been
present in at least half of the
classes I have taken in this
program.
Syllabi are often repetitive.They
feature the same white authors in
class after class. This is not
helped by the fact that many of the
professors in the program are also
white."
Student response, online
questionnaire
November 2020

IN THEIR OWN WORDS

DIRECT QUOTATIONS FROM ONLINE QUESTIONNAIRES
"Our white professors are too uncomfortable talking about racial
justice. They either ramble on instead of sparking a conversation
with students to hear from their experience, or they dance around
the subject without explicitly stating what the problems are. I am a
white student, and I notice how largely white the faculty is. In a
city like New York, where you take the subway and experience a
wide variety of race, ethnicity and culture, it is odd to be part of a
community that is largely white and not to ask what makes this
community so much less diverse? Being a white student who has
joined a largely white program, especially a student who wants to
change how the program makes decisions that affect BIPOC's,
you can't help but wonder if the program is in fact reinforcing the
very systems it wants to dismantle."
MSUPL STUDENT RESPONSE, NOVEMBER 2020

"Despite the supposed commitment to advocacy planning, the
program is mostly oriented towards a mainstream white planning
tradition. Aside from weaknesses in syllabi, many classes adhere to a
pedagogical approach where all opinions are valid, that permits
harmful, dominating comments to go unchallenged."
MUP STUDENT RESPONSE, JANUARY 2021
"The department cannot use the catchall ambiguity of 'diversity
and inclusion' or simply create ONE course that critically explores
race. There must be more representation in the course readings
from authors of color as well as representation by hiring more
staff of color. Faculty must make space in the classroom from the
onset to discuss and acknowledge the range of privilege students
hold that can then allow a dialogue on racial, ethnic, and gender
identities in a thoughtful and critical manner. Professors often shy
away from touching on such topics."
STUDENT RESPONSE, PROGRAM NOT DISCLOSED, JAN 2021
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WHAT ARE WEAKNESSES OR CHALLENGES THAT THE
DEPARTMENT HAS IN PROMOTING RACIAL JUSTICE?
"Faculty-- particularly white faculty-- seem apprehensive
about even approaching race. I think a lot of this may stem
from a seemingly virtuous place of not wanting to speak out
of turn as a white person about a lived experience that is not
their own,
But that has the adverse affect of not making the classroom
a space where people who want to discuss those
experiences feel comfortable doing so AND instills that
there is a cold, dispassionate academic objective stance
that is almost "above" these issues, when the professor
should have done the requisite research, reading, and
listening to feel confident engaging students in hard
conversations about race.
Otherwise, it would fall on students-- and most likely on
students of color-- to fit racism into the conversation,
making it a less valid space that it could have been had the
professor prioritized it. Obviously representation matters
and more professors of color need to be hired, but white
professors have an obligation to not avoid discomfort."
MSUPL STUDENT RESPONSE, NOVEMBER 2020
"Management of classroom dynamics are an area of weakness in
the program, one that could improve from professors with strong
experience or training in racial justice discourse. In many
classes I have taken, professors would not address students who
were making blatantly racist and/or classist comments. Usually,
this was handled in one of two ways, either fellow students
would address it, or the comments were ignored altogether.
When the latter happens, it has shaped the tenor of the class for
the entire semester. The same student would feel enabled to
make offensive comments for the duration of the semester."
URBAN STUDIES UNDERGRADUATE STUDENT RESPONSE
NOVEMBER 2020
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STUDENT RECOMMENDATIONS

TOWN HALL RESPONSES

WHAT MAKES A DEPARTMENT ANTI-RACIST?
WHAT CURRENT PRACTICES ARE KEEPING
THE DEPARTMENT FROM REACHING THAT?
HAVE THERE BEEN INSTANCES WHEN THE
DEPARTMENT DID NOT ALIGN WITH RACIAL
JUSTICE VALUES?

1

PREPARE FACULTY TO TALK ABOUT
RACE
Faculty should be trained so they are capable of
facilitating difficult conversations that include race.
Faculty should not omit racial analysis from the
course design and content. Observations and
experiences of students of color should be taken
seriously to create a true community, a sense of
belonging, and build trust. Additionally, focusing on
recruiting more students of color is only the front
end of this process. Equal if not more consideration
should focus on retention, which requires ensuring
mentorship and supportive systems are in place.

2

STUDENT QUOTE DURING TOWN HALL

DIVERSIFY THE FACULTY
Students suggested the department work
diligently to increase representation of faculty
of color in the department

3

4

"To be explicitly anti-racist, the
department must deliberately name its
commitment. Anti-racism goes beyond
representation of faculty and/or syllabi,
it is intentional practice to unpack
dominant assumptions."

5

UPDATE THE DEPARTMENT'S
CURRICULA
All core courses should include racial analysis.
New courses that use critical race theory as the
main framework should be developed, and
existing courses should incorporate critical race
theory. The histories of colonialism, violence,
and white supremacy that contextualize today's
use of punitive policies or "race-neutral" policies
are needed to foster greater critical discussion
among all of us.

DIVERSIFY THE STUDENT BODY
Students suggested the department work
diligently to increase representation of students
of color in the department, with a short-term and
long-term plan. Budget challenges may be
alleviated by working or consulting with other
CUNY programs on this.

ACCOUNTABILITY & TRANSPARENCY
The department's commitment to anti-racism
should include ongoing communication that
includes the greater UPP community. This
should also explicitly address the relationship
between the department and the NYPD.

6

NOT ENOUGH
The department's culture is not enough "to live
up to its progressive ideals." Resources to
support the department's work to become antiracist should mirror the department's
commitment to racism.
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STUDENT RECOMMENDATIONS

QUESTIONNAIRE RESPONSES

HOW CAN THE DEPARTMENT BE ANTI-RACIST?
1

2

PREPARE FACULTY TO TALK ABOUT RACE

Well over half of students mentioned how their professors seem
uncomfortable or unprepared for class discussions that involve race.
Students felt professors did not respect or support intellectual
contributions relative to race in the classroom and were unresponsive to
voices that attempted to include race in the discussion. Students also
described how faculty often do not contextualize the racial impact of a
given policy. Students recommended faculty learn to facilitate discussions
around race and learn to address classroom situations when prejudiced
comments come up in class. Students also recommended that faculty
incorporate critical race theory and racial analysis in their syllabi,
incorporate structural systems of oppression, and examine pedagogy and
their teaching philosophy through an anti-racist lens.
RECRUIT AND SUPPORT STUDENTS OF COLOR

Students suggested investing more resources for student recruitment to
increase racial diversity. However, this comes hand in hand with a
departmental infrastructure to mentor and support students of color in the
program. Students described experiences in which faculty consistently
elevate certain voices and/or experiences over others, use narrow
definitions of achievement, and use a condescending tone and language
with students of color.
UPDATE THE DEPARTMENT'S CURRICULA

3

4

5

Over half of students suggested integrating anti-racist materials
and practices across all courses, not relegated to a single course
if the department is serious about its commitment to anti-racism.
Students suggested faculty go deeper in their racial analysis
throughout the course, rather than dedicate one session to the
topic.

6

ACCOUNTABILITY & TRANSPARENCY

As the department commits to anti-racism, it should do so in a
way that is transparent and accountable to the UPP community.
This would involve ongoing communication about initiatives,
activities, and progress. Designing a system to audit syllabi and
courses along values of racial equity would also facilitate
reporting progress to stakeholders. Lastly, all MSUPL students
and all but one MUP student recommended the department
clarify its affiliation with the NYPD.
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SPACES EXIST, BUT NOT ENOUGH

There are faculty who create a safe learning environment and
incorporate racial justice, but more is needed to establish this
as the department culture. Students mentioned Professor
Louie, Professor Moreno, and Professor Shipp as examples.
18
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DIVERSIFY THE FACULTY

Students suggested the department
work diligently to increase
representation of faculty of color in the
department. Even though budget
challenges represent serious hurdles,
recommendations distinguish between
short- and long-term plans to promote
racial diversity within the department.
LEARN FROM OTHERS

It is possible to consult with other
CUNY schools or departments that
have taken on the challenge of antiracism to learn how they increased
racial representation as well as
established principles of anti-racism in
their departments.
HONOR STUDENT ORGANIZING

Students who organized the initial open
letter in June expressed disappointment
that their labor was not recognized by the
department leadership.

TOWN HALL FEEDBACK (DETAILED)
CURRENT STUDENTS
Specific suggestions to de-center whiteness in the classroom and
throughout the curriculum

To be explicitly anti-racist, the department must deliberately name its commitment to
anti-racism. Anti-racism must go beyond diverse representation (in faculty or syllabi)
to include intentional practices that shift and unpack dominant assumptions
Update the curriculum to include critical race analysis across all core courses, add
courses that directly engage with critical race theory, and develop a system to audit
syllabi for accountability and assessment purposes
Acknowledge how histories of colonialism, racial and ethnic violence, white
supremacy have created systemic systems of oppression that are perpetuated
through “race-neutral” policies, and that silence is being complicit with those
oppressive systems
All faculty should engage in anti-racism training so that they are capable of
facilitating difficult conversations that include race
Faculty can integrate anti-racism practices into course design and content so that
racial analysis is not omitted
Department leadership should take seriously the observations and experiences of
students of color in the department, and take concrete action in response
Resources should mirror the department’s commitment to anti-racism
The department needs more professors of color
Curriculum should engage with the world beyond the United States
There should be a more critical discussion of planners’ roles as they relate to
inequality and/or disenfranchised groups
Transparency is lacking on the department’s relationship with the NYPD
The department should ensure that ongoing anti-racism activities include
accountability measures to assess collaboratively with its stakeholders
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SPOTLIGHT: POLICE IN THE
CLASSROOM
In both the town hall and online questionnaire, concerns were frequently voiced
about the enrollment of police officers in the department’s graduate programs,
warranting a more detailed review of the feedback and questions gathered on this
issue.
TOWN HALL FEEDBACK
Many students requested clarification about the nature of the department’s
relationship with the NYPD, echoing a similar request expressed in the online
questionnaire (see next page). All three student breakout groups at the town hall
strongly encouraged the department to take a hard look at this relationship: "If the
department is serious about anti-racism, it needs to interrogate its relationship with
the NYPD and how this relationship is inherently antithetical to anti-racism."
There was consensus among students that classroom dynamics are impacted by
the presence of students from the NYPD. Students described a tense learning
environment due to unacknowledged power dynamics, even if students from the
NYPD are off-duty. Across all three breakout groups, students shared examples of
NYPD peers acting disrespectfully when the class attempted to discuss law
enforcement budgets, funding of police compared to other public institutions, and
issues related to accountability, among other topics.
Students described instances in the classroom in which students from the NYPD
discounted the concerns of communities of color, including by denying and/or
minimizing police violence. As a result, students of color felt alienated and less
motivated to participate and engage in class, especially if they had already
experienced faculty limitations in addressing instances of racism in the classroom.
Students expressed concerns that, because of the NYPD presence, conversations
in the classroom are constrained. This is especially troubling because it is not
possible to study urban inequality without acknowledging the role of law
enforcement.
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SPOTLIGHT: POLICE IN THE
CLASSROOM
ONLINE QUESTIONNAIRE FEEDBACK

Seventy-six percent (76%) of respondents to the online questionnaire wrote critically
of the NYPD. Students requested that the UPP department be more transparent about
the nature of any relationship with the NYPD.
Students characterized having classmates from the NYPD as a source of tension,
confusion, discomfort and distrust. This affected classroom dynamics at the expense
of engaging other students.
Most importantly, however, student responses urged faculty to set the class's tone and
expectations from day one, as well as to seek proper preparation on facilitating
difficult conversations. This recommendation was also voiced by students and alums
at the November 20th town hall event (see previous page).

NYPD and UPP: Clarifying the Relationship
One of the most consistent questions raised at the town hall and in the online
questionnaire concerned the nature of the relationship between the NYPD and
Hunter UPP. UPP's relationship with the NYPD is limited to having one of the many
graduate programs (MS in Urban Policy and Leadership [MSUPL]) that police officers
can apply to and receive support for through the NYPD's own scholarship program.
Police officers in the NYPD scholarship program can receive a year of paid leave to
pursue a graduate degree. The NYPD scholarship program supports up to 4 NYPD
officers in the MSUPL program each year as it does for program participants at other
public and private universities. UPP plays no role in managing the NYPD scholarship
program. NYPD scholarship program participants need to apply to the MSUPL
program just like any other applicant. They do not receive any preferential treatment
in the admissions process, and seats in the program are not reserved for them.
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ALUM RECOMMENDATIONS

TOWN HALL RESPONSES

HOW CAN THE DEPARTMENT BE ANTI-RACIST?
WHAT RESOURCES WOULD IT NEED TO DO SO?

1

PREPARE FACULTY TO TALK ABOUT RACE

Alums recommended that faculty teaching should balance critical thinking and critical
planning skills in tandem with interrogating existing oppressive structures. Alums
expressed that faculty should be much more deliberate in its inclusion of
underrepresented groups in class content, so long as the faculty are prepared to do so.
Alums described instances in which professors used terminology inappropriately, or
used terms like "minority," "black," and "person of color" interchangeably in the
classroom. Furthermore, alums mentioned instances in which faculty assumed racial
backgrounds are universal, which perpetuates sharing of misleading information that
could be easily remedied through more preparation on behalf of the faculty and an
environment that is conducive to and encouraging of collaborative discussion.
DIVERSIFY THE STUDENT BODY

2

3

4

The most concerning issue, alums shared, is that this department exists to serve many
who have been traditionally excluded from a graduate education, and yet upon
beginning the program, they were alarmed at the student composition. Alums
expressed expectations of a more diverse program. Alums recommended involving
more faculty of color in the department's decision-making as a possible solution.
MORE INCLUSIVE DEPARTMENT LEADERSHIP

Alums recommended department leadership weight perspectives from faculty of color
in decision-making as a means to grow the representation of students of color.
MORE INCLUSIVE COURSE CONTENT

If the commitment to anti-racism is serious, then class examples of leadership should
offer some examples that are not white men. Course reading lists should reflect
diversity, and course content can critically engage with current events.
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TOWN HALL FEEDBACK (DETAILED)
ALUMS

FACULTY

As a public planning and policy program
in NYC, the department should be
accessible to students who have been
historically excluded from graduate
education. The student body looked very
different from what was expected, it
should be more diverse.
The department needs to live up to its
progressive ideals and remain critically
engaged with the present moment.
For the policy and leadership program in
particular, it is important to offer
examples of leaders other than white
men.
There should be continuous
consideration of the balance between
teaching hard skills (which can be done
in a way that reifies oppressive
structures) and teaching critical thinking
and critical planning.
Professors should be more deliberate in
the terminology they use to describe
both the students and the subjects of
course materials. Some faculty use
'person of color,' 'black,' 'minority,'
interchangeably, and sometimes use
them inappropriately in the classroom.
Professors should not assume that all
students of a certain racial background
relate to universal racialized experiences,
especially in class discussions.
Department leadership should include
BIPOC faculty.
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The faculty value the department's
historical commitment to social
justice, the diversity among students,
and appreciate being part of a public
institution. Faculty members noted
that they did not always have the
tools to facilitate difficult
conversations or race talk in the
classroom. Several suggestions for
action were raised:
Training to better understand race
and how to implement anti-racist
practices into course planning
and teaching
Create safe spaces for difficult
conversations
Facilitate ongoing conversations
about race among the faculty and
wider community
Secure resources from Hunter to
meet the needs of all students
Find ways to integrate storytelling
and lived experience as part of
teaching and learning

RESOURCES AND CITATIONS
MORE RESOURCES (hyperlinks)
Evaluating Equity
Race Talk
In Real Time: From Theory to Practice in a Critical Race Pedagogy Classroom
When White Women Cry: How White Women's Tears Oppress Women of Color
Tip Sheet: Racial Equity Tools
VIDEOS (hyperlinks)
Kimberle Crenshaw: The Urgency of Intersectionality TED Talk
Why are white people so bad at talking about race? Dr. Robin Diangelo
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