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Introduction 
Meeting with stakeholders of Magic Me. 

 

Over the course of 9 days, I had the pleasure of meeting with and speaking to the 

Magic Me core staff team, participants, Board members, and freelancers/artists. The 

remit of my discussions centred around: 

 Their knowledge of anti-racist action already being conducted at Magic Me;  

 Their training needs around equality , diversity, and anti-racism; 

 Dealing with or witnessing racist incidents, and how to raise this as a complaint; 

 Improvements that could be made to increase the ethnic diversity and 

representation of staff, freelancers and artists, and raising the cultural 

competence and racial literacy of established staff. 

I also read various policies and the staff handbook to get a sense of what is currently 

being done at Magic Me and identify gaps to fully realising the anti-racist commitments 

shared on its website. 

 

The report is divided into short and longer-term recommendations and the key 

message within this report is: anti-racism has no end point – we must be constantly 

vigilant as racism changes and shifts with prevailing norms. Therefore, this report is the 

start of a long and difficult journey, but one that must be done to develop and 

strengthen the skills – as well as promote the life chances - of all.  

 

Dr Nadena Doharty 
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RECRUITMENT 
Key message: You cannot change what you do not know 

 

Short term 

Very positive steps have been made with recruitment so far in terms of targeted language inviting 

more diverse groups to apply for posts and advertising such roles across different fora. 

In the short term, consider the language use for posts – particularly Board-level and Senior 

Management-level – drawing instead on the skills required and turn them into questions. For 

example, ‘Could you meet with colleagues monthly to decide on plans for setting up a new project?’ 

instead of inaccessible language surrounding competencies, and job descriptions that might gate-keep 

talent out, such as ‘Board-level vacancy – please apply’. This is particularly important for racial 

minorities who are often not in Board-level roles, and do not ‘see’ themselves reflected currently. 

Drawing on skills and asking direct questions within the job description would allow under-

represented groups to understand explicitly what is being asked of them rather than putting the 

burden of responsibility on them to implicitly know. 

 

Interview questions – send them out in advance to everyone and include a question on race equity in 

their life/practice/work. Sending out interview questions out in advance has several benefits: to make 

the best use of time on the day; parity of knowledge on the questions will enable the best quality 

conversation between all; it breaks down ableist assumptions of knowledge and ‘thinking on one’s 

feet’, thereby respecting that diverse modes of expression, taking time to think and prepare and 

different forms of knowledge can be brought into the space. 

 

An interview question must include asking candidates to demonstrate how they have embedded a 

commitment to social justice and race equality in their practice. This is to demonstrate that at all 

levels of working with Magic Me; you are asserting race equality as a priority. Either candidates have 

the same ethos or they do not. 

 

Interview panel – continue to score using a grading criteria, ensure diverse representation on the 

panel and that all have completed unconscious bias training. 

 

Target job postings to more diverse media such as The Voice Newspaper, which is overwhelmingly 

read by African-Caribbean communities and actively reach out to religious establishments such as 

mosques, synagogues (Black Jews exist!), predominantly Black churches and ask them to post and 

advertise positions with Magic Me. The mode of communication often used with racial minorities is 
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voice, story telling and word-of-mouth where historically their languages and cultures have been 

forcibly removed from them. Do not underestimate that it is in these spaces of congregation and 

gathering, as well as more diverse media sources, that Magic Me may find more success getting in 

contact with these groups. 

 

Long term 
Positive Action - some companies/organisations/institutions use Positive Action, which IS legal to 

redress, for example, their recruitment and promotion processes. The key point, however, is you need 

at least 12 months of data showing there is a need to recruit more diverse groups. The Equality and 

Human Rights Commission have published a lot of very helpful advice and guidance on how to embed 

this within organisations – see here: https://www.equalityhumanrights.com/en/employers-using-

positive-action-address-workplace-disadvantage  

Magic Me must start collecting, storing and reflecting on this data along protected characteristics. 

 

Have an induction process that is structured for Board members and provide ED&I training annually as 

standard. This induction process is vital as your current offering relies far too heavily on the generosity 

of colleagues finding the time to explain a role, or for individuals to learn-on-the-job, or to rely on past 

experience in similar posts. This could be made much more robust, especially for racial minorities who 

do not usually have access to Board-level posts, to support their learning and development. Advertise 

the support on offer, as well as ED&I training on job posts and at interview. 

 

Collect demographic data on the Board along protected characteristics and annually review. Any 

advertisements can then be intersectional in nature rather than one-dimensional i.e. involving an 

advert for Black disabled women to join the team, for example. 

 

POLICIES 
Key message: Anti-racist commitments and actions must feed through all policies 

rather than as a stand-alone commitment. 

 

Short term 

You should define a racist incident as a serious incident in your complaint’s procedure. There may be 

questions around ‘what if it isn’t that serious?’ or ‘shouldn’t it depend on the incident?’ and it is not 

for dominant groups who do not experience racism to determine the severity of racism. The key point 

here is that Magic Me needs to *see* racism as a problem in the first instance. Going through your 

proper complaint’s procedure will then identify the right course of action, but as a starting point, you 

need to write this into your policy – both safeguarding and complaints. 

https://www.equalityhumanrights.com/en/employers-using-positive-action-address-workplace-disadvantage
https://www.equalityhumanrights.com/en/employers-using-positive-action-address-workplace-disadvantage
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Collect demographic data/monitoring information along protected characteristics for freelancers, 

artists and participants explaining on the form why you are doing this (stressing your commitment to 

diverse representation and race equity. 

 

Long term 
With guidance from an Equalities Officer, you should strengthen your complaints procedure, and 

develop one that is robust for dealing with racist incidents that freelancers/artists and participants are 

aware of and have access to if they need to use it.  

 

Far too many inconsistencies remain in the training offering and induction process of freelancers and 

artists. If Magic Me wants to ensure that race equality is a priority across and throughout its charity, it 

might be worthwhile providing an online (condensed) race equality and broader ED&I training as part 

of its terms for working with it. In terms of organically embedding race equality, this might mean 

white freelancers get in touch with or reach out to artists that are more diverse because they 

recognise their cultural limitations on a particular project. 

 

SUPPORTING STAFF IN THEIR RACIAL LITERACY 
Key message: Only the wearer knows where the shoe pinches 

 

Short term 

Review, update and strength ED&I training at Magic Me. This training must be provided at induction 

and annually as mandatory training. ED&I training must include CPD on racial literacy and a portion of 

staff funding should be used towards external racial literacy training, or Magic Me should ring-fence 

monies for this on an annual basis. 

 

It is only by developing the cultural and racial literacy confidence of staff that they will be clearer 

about identifying racist incidents, and how to report and support individuals. There is far too much 

trepidation and uncertainty at present and this places an unfair burden on staff to ‘get it right’. 

 

The ARTWORKS project seems to be a fantastic way to support race equality and representation. The 

arts sector as a whole is very white and middle class; it is unrealistic to require racial minorities – 

many of whom come from very deprived areas of London – to work on a voluntary basis without pay. 

Additionally, the arts and by extension, Magic Me, must do much more to ‘sell’ the transferrable skills 

that one might develop from a career in the arts sector. It is the reality that education to many racial 

and immigrant communities is seen as a route out of poverty, and these communities will not 

instantly make the links between the arts and a career out of deprivation. Of course, not all racial 

minorities live in poverty, but Tower Hamlets’ Bangladeshi communities are facing very acute 
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challenges along race and class lines – see: https://classonline.org.uk/docs/Race_and_Class_Post-

Brexit_Perspectives_report_v5.pdf  

Therefore, what structured support and programmes such as ARTWORKS could Magic Me offer to sell 

the skills, real-life experience, and compensation to these groups in order to attract and retain more 

of them? 

 

From the successes made with ARTWORKS, set up profile stories and case-studies on your website and 

send out in e-newsletters to schools, religious organisations and participants.  

 

Long term 

The Senior Management Team and Board must have the annual monitoring and reflections on 

monitoring information as a standing item. They must use this data to align to Magic Me’s anti-racist 

commitments on its website and ED&I strategy to ensure coherence and momentum. What are you 

going to do about a negligible increase in ethnic representation at SMT-level for the next year, for 

example? Account for this and explain your steps in your annual report. 

 

There should be a standing item using the data to stir conversations and action on race equality at 

Board meetings. The Chair should be responsible for keeping this on the agenda at meetings. 

 

ANTI-RACIST COMMITMENTS ON MAGIC ME’S WEBSITE 
Key message: Go beyond the statements and do the doing 

 

Short term 
To challenge the deficit view that only minority ethnic names need to be spelt phonetically, add this to 

all of your names on the website, and avoid normalising English names as ‘normal’ or ‘easy to 

pronounce’.  

Add your pronouns to the website, too. 

Have a calendar of all religious dates and send out good wishes to all via social media and the website. 

In so doing, Magic Me is demonstrating its commitment to seeing and recognising the vast array of 

religious communities, it encounters. 

 

Long term 

Track the life-cycle of racial minorities through Magic Me. What grade do they start at? How long do 

they stay at that grade? With the organisation? What percentage do they make up of the entire 

charity? Identify some of the barriers to progression. 

https://classonline.org.uk/docs/Race_and_Class_Post-Brexit_Perspectives_report_v5.pdf
https://classonline.org.uk/docs/Race_and_Class_Post-Brexit_Perspectives_report_v5.pdf
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Magic Me is small and has been identified by many as a very nice and liberal charity. Consider how 

you listen to racial minorities who may want to challenge certain aspects or practices with an 

organisation that views itself as ‘nice’. What avenues of challenge do you offer for these groups? 

 

Develop a BAME staff network for race champions and a designated ‘white ally’ (must be within SMT) 

to champion listening and race equality through Magic Me. The BAME network will naturally intersect 

with social class, disability, religion and gender, and it is from these safer spaces for BAME groups, can 

authentic discussions be had around the arts sector, working practices and race equality. The network 

and designated white ally will be responsible for assessing the annual data and driving this agenda 

forward. 

 

 

LANGUAGE USE 
BAME, BME, PoC, Black – there are many conflicting messages around appropriate language use. 

There is no consensus. One of the questions I asked all contributors to this report was ‘how would you 

define your ethnic identity?’ I did this to recognise that identity is fluid, self-defining and deeply 

personal. It is important Magic Me also recognise this and lead with vulnerability and an open-mind. 

To be on the safe side: ask! 

Equality vs. Equity language use 

 

Equality vs equity - is an approach which pays attention to processes whereas equity pays attention 

to outcomes and therefore seeks a fairer distribution of resources. With equality, you can have 

seemingly fair processes, but they are still (inadvertently) racist in outcome as evidenced by no 

significant changes in diversifying your charity. To treat everyone as the same (the version of equality 

most recognised across organisations) could mean that processes ignore differences between people 

because of, for example, structural disadvantages particular groups have faced i.e. historic direct and 

indirect discrimination faced by Bangladeshi communities.  

 

Whilst we have an Equality Act (2010), in reality this can ignore wider context where different groups 

along those protected characteristics have had different experiences and outcomes. Equity, however, 

acknowledges no two groups are the same and therefore a targeted, evidence-led approach is needed 

in order to bring some groups up to par. With any approach that advances or is underpinned 

by equity, there is recognition that some groups at some points need to be treated differently in order 

to ensure that equality is practised. Positive Action, as I explained above and the other 

recommendations are examples of how you embed equity so that equality can be realised. 

 

Safe space or brave space – Racial literacy for Magic Me is a journey; the reading groups and the 

Board anti-racism discussion groups are an excellent space for white staff to unpack many of the 
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tough issues pertaining to race equality. However, this is not a safe space for racial minorities who 

have to live a reality of racial oppression and carry the burden of untangling white discomfort, 

learning and unlearning. See these spaces, instead, as brave spaces where vulnerability and 

uncertainty lead which will get out of some of the hesitancy and stalling of ‘getting it wrong’. Consider 

working with a race equality consultant or other external partner to provide guided conversations 

centred on generating and sustaining momentum. For racial minorities, consider recognising ‘racial 

trauma’ as grounds for extra well-being/mental health days off work. Additionally, allow racial 

minorities to use some of their CPD budget for race-affirming/well-being opportunities.   

 


