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ABSTRACT

LO, L.P.  Uncovering White privilege:  How does it affect campus leaders?  A qualitative study. Master of Science in Education-College Student Development and Administration, May, 2007, 86 pp. (N. Nicklaus and M. Taylor)

A variety of factors within our society obstruct the goal of equal opportunity.  We still live in a racialized society where the color of our skin often determines how we are treated.  Many Whites do not recognize that race still significantly impacts lives.  Whites have been taught not to think as racial beings, and this has caused many to deny the privileges that accompany whiteness.  While institutions of higher education have historically been viewed as places of equity and opportunity for everyone, it can be argued that the influence of race-based privilege still impacts these arenas.  As such, this qualitative research investigates a societal context of denial of the importance of race on policy and leadership decision-making at a predominately White university.  This research investigates how knowledge and perception of White privilege on the part of leaders affect campus climate.  It also includes a discussion of the numerous challenges faced in conducting such a study: operationalizing and educating participants about the key concepts of the study, garnering institutional support given the potential discomfort associated with contemplating these concepts, and accepting their ramifications. 
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CHAPTER ONE
INTRODUCTION
“Racism is a sensitive word.  Americans often avoid mentioning it even when it is relevant . . . It is a sensitive word because it exposes so much, institutionally and personally.  It is a Rorschach word, a linguistic inkblot test.  How you define it reveals something important about you, how you see the world and your place in it.”
- Clarence Page, 1996
“Until you talk about power and privilege, you can’t talk about change. 
 It’s hard for White Americans to deal with their own racism.”
- John Tucker, 1997
There are numerous factors within the North American society that obstruct the goal of equal opportunity.  Even though many believe that the United States has made progress in the area of civil rights, we still live in a racialized society where the color of our skin often determines how we are treated.  Many Whites do not recognize that race still significantly impacts lives.  Whites have been taught not to think as racial beings, and, as a result, the privileges that accompany whiteness have been denied.  While institutions of higher education have historically been viewed as places of equity and opportunity for everyone, it can be argued that the influence of race-based privilege still significantly impacts these arenas.  As such, this research investigated a societal context of the denial of the importance of race on policy and leadership decision-making at a predominately white institution (PWI) by examining the viewpoints of campus leaders regarding their own perceptions of race and White privilege.  This qualitative study gathered responses directly from campus leaders in order to gain a better understanding 

of what they know about White privilege and how these factors impact their lives as leaders.
Statement of the Problem
In order to begin to understand how an awareness of White privilege affects local leadership, research needed to be conducted on a campus level.  As a White female, I have long recognized a need for further understanding and appreciation of the unearned privilege given to White students, faculty, staff, and administration on campus.  The target institution’s campus diversification plan states, "Respect for the dignity and worth of all individuals in the campus community will be the primary value that guides all policies, decisions and actions."  It continues with a commitment that the campus “will continually nurture a climate which fosters understanding of diverse cultures and value systems, which promotes excellence and which results in high faculty, staff, and student morale and a strong sense of community."  These are laudable goals and the campus should live up to this commitment.  As a person begins to understand how White privilege is the foundation of institutional racism there is a moral imperative for that person to take action as an active anti-racist in order to be congruent with her/his own morality.  Systems of oppression are perpetuated by keeping White privilege hidden from the conscious minds of Whites.  If a person can recognize her/his part in the equation of systems of privilege and oppression she/he can begin to help dismantle these systems.
Purpose of the Study

The purpose of this study was to understand how knowledge and perception of White privilege on the part of leaders affects campus climate at a mid-sized, Midwestern 
PWI.  Five major questions guided the development of this qualitative research.  

1. Does a lack of understanding and recognition of unearned privilege lead to a lack of desire to create an equitable, diverse atmosphere?

2. How aware are administrators of their unearned privilege?

3. How does this awareness affect their interactions with people who do not share this unearned privilege and thus are conversely exposed to unearned disadvantage?

4. How can unearned privilege be brought to light so that we can work on reducing its effects?

5. Is unearned privilege really that big of a deal?  Do individuals with privilege view it as a topic of some importance?
Importance of the Study

This research investigated a societal context of the denial of the importance of race on policy and leadership decision-making at a PWI by examining the viewpoints of campus leaders regarding their own perceptions of race and White privilege.  The goal of this research was to gain a better understanding of what campus leaders know of White privilege and how these factors impact their lives as leaders.  The five questions previously listed were proposed for study because administrators, faculty, staff, and students question the need for, relevance of, and desirability of diversity education, activity, and even discussion.  When called upon to engage in cultural competence work on campus, some White individuals have lamented, "We don't need or want anymore of this DIVERSITY stuff” or “Why do you keep cramming it down our throats?!"  These are disheartening sentiments because prejudice, racism, and discrimination exist on campus and are witnessed and felt by many.

For many years the U.S. has struggled with issues of equal rights and treatment.  We in higher education have also struggled and we have taken steps in the right direction.  But as long as our nation and campuses continue to create an uneven playing field for all societal participants, equity is still a long way off.
Limitations of the Study
This study acknowledges the following limitations:

1. Subjects for this study were limited to a small number of upper-level administrators at a medium-sized, Midwestern, predominately White institution (PWI).  This limitation restricts generalizing the results to other institutions that may differ based on populations, demographics, and geographic locations.

2. The participants in this study were volunteers.  The fact that they were willing to participate may indicate a level of awareness or knowledge of unearned privilege that may not be present in the wider population.

3. The topic of this study is sensitive in a society where Whites do not like to discuss racial issues.  The majority of leaders invited to participate were White, and persons in leadership positions often are sheltered (or shelter themselves) from discussing issues that may make them feel vulnerable.  This feeling of vulnerability likely prevented some White leaders from participating.         

4. The survey was administered through an online provider that required participants to type out answers to the questions.  This may have led to more cursory answers instead of the depth of analysis that may have been available in face-to-face, oral interviews.  The oral interviews would have provided an opportunity to ask follow-up questions based on initial responses.
Implications of the Study

This qualitative study opens the door for future study of how perceptions of White privilege affect leaders of PWIs.  Only a few studies on the impressions of leadership regarding White privilege have been conducted, but this is a very important area for continued study.  Most past studies on multicultural issues have concentrated on perceptions of Persons of Color.  This study initially intended to interview only White campus leaders, but due to restrictions placed by the Institutional Review Board (IRB) and a subsequent lack of response to the online survey by White leaders, Persons of Color were invited and overwhelmingly responded.  Hopefully future researchers will be allowed to conduct face-to-face, oral interviews.  This will allow respondents to provide longer, well-thought answers as well as an opportunity for the researcher to ask follow-up questions and gain deeper insight into this area.   Further research is needed to help White leaders gain a better understanding of how White privilege affects their own lives.  This increased knowledge of institutional racism and privilege could affect their leadership as they recognize the need to offer further training for administrators, faculty, staff, and students, as we all respond to the uneven playing field that results from unearned White privilege.     

Definition of Terms
Ethnic group.   “A socially defined group based on cultural criteria, such as language, customs, and shared history.” (Tatum, 1997, p. 16)
Institutional racism.   “A system of legalized practices designed to keep the dominant group in power.” (McIntosh, 1988)
Race.  A social construction often defined as a group of people who share biological features; however, it has been used to signify social roles, expectations, and mores.
Racial consciousness.  An awareness that ones racial group membership has an impact on her/his beliefs and perceptions.  (Hitchcock, 2002, p. 124)
Racial identity.  How one perceives herself/himself as a racial being.  (Helms, 1992, p. 23)

Racial identity development.  “The process of defining for oneself the personal significance and social meaning of belonging to a particular racial group.” (Tatum, 1997, p. 16)

Racism.  Racism is prejudice plus power. “Racism is a system in which White people have power to make our racial prejudices impact People of Color.” (Hitchcock, 2002, p. 204)  “Racism consists of culturally acceptable (and unacceptable) ideas, beliefs and attitudes that serve to sustain the racial pecking order.” (Dalton, 1996, p. 93)
White Privilege.  White privilege is a set of “Options, Opportunities, and Opinions that are gained at the expense of People of Color, are unearned and a direct consequence of the accidental biology of color.”  (Akbar, 2004)  
Whiteness.  Whiteness is a socially constructed grouping that has changed over history to include different groups of persons. 
Whites.  “Individuals who exhibit the physical characteristics of White Europeans and have been assimilated and acculturated into White Anglo-Saxon culture as it exists in the United States today.”  (Helms, 1992, p. ii)
CHAPTER TWO
REVIEW OF THE LITERATURE
“Racism . . . is not simply about the attitudes, dislikes, and motivation of individuals or individual acts of bigotry and discrimination.  Instead, racism refers to the way society as a whole is arranged, and how the economic, educational, cultural, and social rewards of that society are distributed.  It is about collective injustice.”
· Project Hip-Hop (Highways into the Past – History, Organizing, & Power), 1997
In order to understand the dynamics of inequity found in our society and at our institutions of higher education, we need to understand how unearned White privilege and racism are intrinsically linked.  

White Privilege
White privilege is evident throughout U.S. history and continues to occur in every day experiences.  Although White privilege predates the foundation of the United States as a nation, we will concentrate on the history, experiences, and culture of the United States.  

The term "White privilege" is fairly new.  It was coined and made famous through the writings of a White female, Dr. Peggy McIntosh, Associate Director of the Wellesley College Center for Research on Women, in a working paper entitled "White Privilege:  Unpacking the Invisible Knapsack" (McIntosh, 1988).  Dr. McIntosh began her investigation by researching male privilege and how unearned privilege affects the daily lives of men and women.  As she examined male privilege she began to recognize a corresponding White privilege.  She identified White privilege as “an invisible package of unearned assets which I can count on cashing in each day, but about which I was meant to remain oblivious” (McIntosh, 1988, p.10).

Although the term is relatively new, the concept of White privilege dates to the beginning of our nation.  U.S. history is fraught with many references to the belief in the superiority of the "White" race.  Popular history books are full of the myths of White superiority.  The U.S. lauds Christopher Columbus for “discovering” America, when his appearance in this hemisphere actually “launched 500 years of racism, oppression, and land theft” (Alaniz, 1999).  The myriad of contributions made by Blacks, Asians, First Nation Peoples and Hispanics to our nation's development are often discounted, ignored, or minimized.  The history books used in U.S. schools also ignore the atrocities of slavery.  White folklore characterized slaves as happy in their servitude.  Whites have accused Native Americans of being untrustworthy, even coining the term "Indian Giver," while the U.S. government repeatedly broke treaty after treaty made with First Nation people.  We have held out the promise to care for the world's "huddled masses" while sending Japanese Americans to internment camps because they were considered "a national security threat."  At the same time, these Japanese families sent their sons and husbands to war in defense of the U.S.  It is hard to ignore the history of unearned privilege that accompanies being White in the U.S.  “There is not a country in the world’s history in which racism has been more important, for so long a time, as in the United States.”  (Zinn, 1980, p. 23)  
As McIntosh (1988) states, "White privilege is like an invisible weightless knapsack of special provisions, maps, passports, codebooks, visas, clothes, tools, and blank checks." 

The concept of White privilege existed much longer than this newly coined term.  Toni Morrison states that Black intellectual W.E.B. Du Bois recognized whiteness as "paying a public and psychological wage" (Mills, 1994).  There was, and continues to be, a “bonus of whiteness.”  It is interesting to note it took a White woman to popularize the recognition of this phenomenon that has long been recognized by Non-White individuals.  McIntosh states that because of her skin color she has enjoyed many privileges that persons from other races do not enjoy (1988).   She had a difficult time even recalling these privileges because they were so much a part of her everyday life.  In order to get a better understanding of how unearned privilege affected her life, she made a list of the common, every day "bonuses" on which she could depend because she was White (Appendix F).  McIntosh began to realize that these unearned privileges with their accompanying sense of belonging also alienated the people without these privileges.  She states, "In proportion as my racial group was being made confident, comfortable, and oblivious, other groups were likely being made unconfident, uncomfortable, and alienated" (McIntosh, 1988).

McIntosh (1988) and Du Bois are not the only people who have recognized unearned privilege. Josephine Butler was an activist in the British feminist movement.  She recognized the violation of women's rights and fought to correct these violations.  As Bicknell (1990) points out, Butler recognized that a violation that assaulted the humanity of one group of women in turn assaulted the humanity of all women.  Butler's notion that oppression of one group is oppression of all is a profound realization.  It leads us to ask the question that McIntosh asks regarding unearned privilege, "Having described it, what will I do to lessen or end it?" (1988).

In order to fully discuss White privilege we need to have a basic understanding of the term “race.”  Race has often been defined as a group of people who share biological features; however, it has been used to signify social roles, expectations and mores.  The biological foundation for the concept of race has often been debated.  Anthony Appiah (Gates, 1986) supports the elimination of the term "White race" by arguing that since there is no biological reality beneath racial distinctions, it is not possible to use “race” without committing a cognitive error.  Appiah states, “The truth is that there are no races: there is nothing in the world that can do all we ask ‘race’ to do for us" (Gates, 1986).  He argues that since the idea of race lacks a biological referent, it is senseless to continue to use the term.  

Despite recognizing the fact that racial distinctions are made real through our social systems not biological reality, we continue to live in a nation that observes these distinctions.  These racial distinctions set persons up for differential treatment.  When people are identified as racially White, they are afforded special privileges that are not available to other Non-White racial groups (MacMullen, 2001).
Using the term “Non-White” may seem counter-productive because it centers Whiteness with the use of such a blatant term.  Yet we need to use this term because we live in a White supremacist society where Whiteness is central whether we acknowledge it or not.  By using this term, we can name our society’s problems of White privilege and White supremacy.  The term “Person of Color” has often been preferred, but upon reflection that designation directly conveys the White supremacy of our society.  What do all “Persons of Color” really have in common?  These diverse individuals with their own rich, beautiful, and various cultures share one thing - they live in a White dominated society and experience the oppression of life as “Non-White.”  
Helms’ White Racial Identity Theory
Helms’ Theories of Racial Identity provide valuable background information in understanding how White privilege impacts U.S. society and institutions of higher education.  Helms assumes that within a race-conscious society, racial identity development is important.  Racial identity development involves figuring out what it means personally and as a member of society to belong to a specific racial group (Tatum, 1997).  Helms developed Racial Identity models for both Blacks and Whites.  She indicates that the goal for Persons of Color in a White dominated society is to resist the negative messages about being a Person of Color and to develop a positive, empowered sense of self.  The goal for Whites is to develop a healthy sense of White identity, not based on a false sense of superiority, but as an active anti-racist.  
The Theory of White Racial Identity is particularly important for understanding this study.  Helms outlines two major developmental phases that Whites must accomplish in developing a positive racial identity.  Phase one is called the “Abandonment of Racism” and phase two the “Development of a Positive Non-Racist Identity.”  Each of these phases consists of three stages.  Stage one is the contact stage.  Whites in this stage are virtually unaware of their whiteness.  They consider themselves “normal” and have not seriously considered how unearned White privilege affects their daily lives.  In stage two, the disintegration stage, individuals start to become aware of racial differences.  Individuals in the disintegration stage often feel a sense of cognitive dissonance and guilt over racial issues.  When a person commits a negative act she/he often gets uncomfortable.  This discomfort is caused by the difference between the action and what we believe about ourselves.  Stage three involves the effort to reduce the cognitive dissonance first felt in the disintegration stage.  Whites in this stage try to rationalize the inequities that they see.  These rationalizations take many forms – from blaming the victim to dehumanization of “other.”  Individuals often remain in phase one because this stage of thinking allows them to deny the impact of White privilege and decrease the cognitive dissonance that racism creates.

Phase two of Helms’ model outlines the Development of a Positive Non-Racist Identity.  Stage four is the Pseudo-Independent stage.  This stage involves a deepening awareness of ones’ own racism and how each fits into a racist society.  Many times individuals in Pseudo-Independence reject other Whites and look to Persons of Color for guidance to help them understand their own racism.  Individuals sometimes progress on to the Immersion/Emersion stage five.  Individuals in this stage begin to understand the need for personal accountability in changing a racist system.  The final stage in Helms’ model is stage six:  Autonomy.  Individuals in this stage recognize racism in their daily lives and are committed to confronting White privilege and systems of oppression. 

Past Studies of Administrators’ Awareness of Privilege

There has been limited research into campus leaders’ awareness of privilege and how this privilege affects their leadership.  The only known directly related study was completed in 2002 at the University of San Francisco.  Willey (2002) conducted the study entitled, Expanding Racial Consciousness: A Participatory Study Exploring White College Administrators’ Understanding of Whiteness and Racism for her doctoral dissertation.  Willey utilized participatory research methodology to facilitate dialogue with six White college student personnel or counseling administrators who had started their work within the last five years.  Her rich findings were centered on five research questions:
1. What does it mean to White college administrators to be White?

2. How do White college administrators perceive themselves as White members of a multicultural society?

3. How do White college administrators understand and acknowledge White privilege?

4. How are White college administrators utilizing their privilege to positively contribute to racial justice on their campuses?

5. How do whiteness and racism function to ensure the racial status quo on college campuses? 

Willey recommended continued study to increase our understanding of how awareness of privilege affects campus climate. 
Chapter THREE
Research Methodology

“You can’t deal with a problem if you don’t name it; once you name it, you can think, talk, and write about it.  You can make sense of it by seeing how it’s connected to other things that explain it and point toward solutions.”
- Dr. Allan G. Johnson

The purpose of this qualitative study was to investigate the level of understanding of White privilege by campus administrators and how this awareness impacts their lives as leaders.  Inequity exists between Persons of Color and Whites on this campus and in our larger community.  We need to recognize the need to further understand and appreciate the impact of unearned privilege bestowed upon White students, faculty, staff, and administrators.  Once we understand and are able to describe unearned privilege, necessary steps can be taken to lessen or end systems of oppression.  This qualitative study will help us understand how our administrators perceive their levels of awareness of White privilege on this campus.  
The objective of qualitative research is to understand a phenomenon rather than to try to find a cause/effect relationship between variables (Maykut and Morehouse, 1994, p. x).  Gaining a better understanding of how an awareness of White privilege affects the vision of upper level administrators in diversity related efforts, goals, programs, and plans can improve equitable access to education.  The main objective of this qualitative research study is to discover what is important to know about the subject of awareness of unearned privilege on leaders in their efforts to improve equity on campus.   
Research Methods

This study utilized the guidelines provided by eight characteristics of qualitative research outlined by Maykut and Morehouse (1994).  The eight characteristics are as follows:  

1. An exploratory and descriptive focus

2. Emergent design

3. Purposive sample

4. Data collection in a natural setting

5. Emphasis on “human-as-instrument”

6. Qualitative methods of data collection

7. Early and ongoing inductive data analysis

8. A case study approach to reporting research outcomes

Since the study began with an exploratory and descriptive focus, the methods were designed to discover as much as possible about administrators’ views toward privilege and diversity efforts.  The emergent design of the study was altered by restrictions placed by the Institutional Review Board (IRB) requiring that a face-to-face oral interview be replaced by an anonymous online survey tool.  A purposive sample was carefully selected based on the desire to gain a deeper understanding of the phenomenon.  The guideline of data collection in as natural a setting as possible was altered on the advice of the IRB, and an online survey instrument was utilized.  This advice was based on the IRB’s belief that participants had limited amounts of time to dedicate to this study, and an online survey would require a shorter time commitment than a face-to-face interview.  The study also took into consideration the human-as-instrument role of the researcher; that role is crucial to the trustworthiness of the research results.  The researcher assumes the role of human-as-instrument, carrying all of her or his experiences and biases with her or him into the research.  The role of the researcher becomes “both the collector of relevant data – data whose relevance changes as the study proceeds – and the culler of meaning from that data” (Maykut and Morehouse, 1994).  Following qualitative methods of data collection, the researcher did not pre-determine what is important to the study but instead concentrated on each participant’s own words to describe her/his experiences.  Using early and ongoing inductive analysis, the researcher uncovered outcomes of the research as the study evolved and themes emerged.  The last component involves the method for presenting outcomes.   A detailed narrative describes the reporting of research outcomes to help the reader of the research study gain a better understanding of the actual data collected.

Details of the methods used in this study are as follows:

1. Sampling strategy

2. Initial focus of inquiry

3. Data collection procedures

4. Data analysis procedures 

5. Outcome reports

The sampling strategy used for this study was purposive and non-emergent.  The sampling strategy is titled Critical Case Sampling (Patton, 1990).  This sampling strategy was used because the target information involves an understanding of a specific group, namely Midwestern State University (MSU)
 administrators.  Pseudonyms were used for people and places; other identifying information has been altered in order to protect the confidentiality of participants.  An IRB evaluation was conducted and guidelines were followed to protect participants.  

The initial focus of inquiry was to gain a better understanding of how the level of awareness of unearned White privilege affects MSU administrators’ views, attitudes, efforts, actions, motivations, and beliefs in relation to promoting multiculturalism on campus.

The data collection procedures followed emergent research design so that the focus of inquiry could be refined as data was collected and analyzed.  It was proposed that in-depth, one-on-one interviews be conducted with the ten top administrators at MSU.  However, the IRB required modifications to both the sample (increased sample size and multiple levels of administration) and the method of gathering data (anonymous, online survey tool).   The interview questions focused directly on the experiences and views of administrators in relation to an awareness of privilege and diversity efforts.  The open-ended questions required contemplative responses.  
As directed by the IRB, the subjects for this study were randomly selected representatives from the top two levels of administrators at a medium-sized midwestern university.  Tier one included upper-level administrators, Deans, and Associate Deans.  Tier two consists of randomly selected academic department chairs and student development department directors.  The rationale for studying these groups and individuals was to examine how leaders’ understanding of privilege affects their decision-making processes in relation to the educational experiences offered at a PWI.  Leadership shapes the institution, so understanding the role that leaders play is important in beginning to understand how an awareness of White privilege affects the lives of students, faculty, and staff within the institution.
An informational meeting was offered to participants to give them full disclosure information about the study and background material on White privilege (see Appendix D).  Participants were given the opportunity to ask necessary questions to help them be fully prepared to participate in the study.  Each participant was asked to complete the survey in its entirety within the designated timeline.  


In March 2006, participants were sent an e-mail seeking participation in a confidential and anonymous online survey.  They were given over three months to complete the survey.  Reminders were sent to all participants one week and again three weeks after the initial invitation.  A final request was mailed prior to taking the survey offline.  This final notice included an opportunity to request additional online time to ensure that each participant had ample opportunity to complete the survey.  A telephone contact was also made to solicit participation and inquire if participants had any questions.  This initial invitation did not yield the needed response, so after consultation with my thesis chairperson a second round of participants were invited to participate.  This second set of participants included Persons of Color and yielded sufficient response for the study.
Study Instrument
The Uncovering White Privilege Survey is a 25-question instrument developed by the researcher.  The questions are open-ended to encourage depth of thought and response from the participants.  Using the guidelines for question development in Maykut and Morehouse (1994) the instrument was designed to invite conversation and generate important insight into participants’ understanding of privilege.  The initial intent for using this instrument including an oral interview would have allowed for follow-up questions or probes.  The wording of the questions encouraged depth of thought, but there was no opportunity to follow-up on responses that were ambiguous or seemed to be obfuscated.  
The instrument was developed over a two-year period; many trusted leaders in the area of White privilege study provided knowledgeable feedback to improve the instrument.  In order to provide depth to the study, different types of questions were designed.  Patton (1990) provides a practical guide to the types of questions that are useful in qualitative research.  He begins with Experience/Behavior Questions.  A number of questions developed in this instrument related to the experiences and behaviors of the questioned administrators.  The first item in the survey was, “Please describe your first experience with race.”  This item was placed first in the instrument in order to gain insight into the participants’ experiences with race and to encourage them talk about these experiences.  Patton also describes Opinion/Values Questions and recommends that this type of question be used to understand the cognitive and interpretive processes of participants in qualitative research.  Question number three in the survey, “What are your thoughts about your racial identity?,” probes the administrators’ thoughts about the issues surrounding racial identity development.  Knowledge Questions were asked to attain a better feel for the level of factual knowledge about privilege.  Question number eleven asks, “What do you think White privilege is?”  Some participants treated this as an Opinion/Value Question while others answered with factual information of how privilege plays out in people’s everyday lives.  Many participants sighted numerous facts and studies regarding actual inequities in order to demonstrate that privilege is a fact in our society – not merely the opinions or perceptions of Persons of Color.  Feeling Questions were also deemed important to this study to achieve a better understanding of the emotional responses privilege evokes.  Discussions regarding unearned privilege are emotionally charged experiences.  Feeling Questions were designed to tap into that emotional, affective dimension of human life.  These questions were particularly important to me as a researcher because I believe that one barrier to overcoming systems of privilege and oppression is our ability as White people to hide from the emotion present in systems of oppression.  Once a White person begins to understand at an emotional, as well as cognitive level, that they are part of a system which grants privileges to them at the expense of others, they can no longer view themselves as moral beings unless they take action to work against this system.  Question number fourteen asks, “How do you feel about White privilege?”   I believe that this question provided some of the deepest responses because it tapped into the affect instead of concentrating on the intellect.  Systems of oppression have often been justified using intellect.  Patton’s final class of questions, Background/Demographic Questions, was deliberately left out in order to protect the small sample group participating in this study.   If future researchers are able to use a larger sample size, adding demographic questions may enhance the research by providing a deeper understanding of the background of the participants.    
Pilot Study
A pilot study was designed to evaluate the survey questions and measure the time to complete the survey.  The survey was sent to seventeen colleagues knowledgeable about White privilege to gain their feedback on the overall survey, individual questions, and time to complete the survey.  This pilot study led to the decision to edit a number of questions and to reduce the estimated time to complete the survey from one hour to thirty minutes.

Confidentiality
Participants were given an Implied Informed Consent form with the initial invitational mailing (see Appendix C).  The Implied Consent form was also the first statement the participants read when taking the online survey.  No signed consent forms were collected to protect participants’ identities.  To further protect identities, surveys were assigned identification numbers for initial data analysis and then data was aggregated and group themes identified.  Participants were also given the opportunity to preview the questions, as well as seek additional information from the principal investigator and other sources before completing the survey (see Appendix D).

Surveys were assigned an initial identification number for the sole purpose of sorting surveys to the appropriate tier.  After initial data analysis, responses were aggregated and group themes identified.  The Implied Consent form also outlines the fact that a pseudonym be used for the institution represented.  Data was aggregated, and group themes identified to keep subjects’ individual identities anonymous.

As with any qualitative research of a sensitive nature, the fear of losing anonymity can be an anticipated risk.  Layers of protection, including the use of a confidential and anonymous online survey tool, identification through a number system, group theme analysis, etc., were in place to protect the participants from this risk.  Other anticipated risks for the participants included an increased awareness of unearned privilege and the discomfort that may accompany this discovery.  The journey toward increased awareness of unearned White privilege may have caused discomfort for some, but this awareness is also an enlightening and empowering realization because the acknowledgement of oppression can lead to solutions for racial inequalities.

The major inconveniences presented to participants include the time required to complete the thirty minute to one hour-long survey and the need for open and honest evaluation of racial issues which may prove difficult for some participants.  The researcher made every effort to ensure that participants felt prepared to respond to the survey questions and that their confidentiality and anonymity were protected.

Data Analysis Procedure

The main goal of this research was to understand campus leaders’ awareness of White privilege from their own words.  In order to process the data preserving these words with minimum interpretation, I used the Constant Comparative Method developed by Glaser and Strauss (1967) and supplemented by Lincoln and Guba (1985).  An Inductive Approach to data analysis was utilized.  Data was collected with no hypothesis determined a priori.  After the data was collected, I set out to describe what I had learned from the participants’ words with minimum interpretation.  
The first step in data analysis was to familiarize myself with the data by reading it many times.  I made copies of the interview transcripts and set aside the originals for safekeeping.  Using the cut and paste method, I sorted each answer by race and gender to discern differences in responses based on the participants’ race and/or gender.  

When I felt that I understood and had a feel for the participants’ words, I identified units of meaning from the interviews.  Then, again using the cut and paste method, I cut units of meaning from the interviews and taped them to note cards to sort and handle the large amount of data.  I then proceeded with the Discovery process.  I reread each note card searching for recurring words, phrases, and topics to identify any emerging themes or patterns.  I then developed Initial Discovery Sheets using large sheets of paper attached to the wall for easy viewing.  On these Initial Discovery Sheets, I wrote all recurring themes, concepts, topics, patterns, and ideas.  I also wrote my original focus of inquiry statement and posted that on the wall alongside the Discovery Sheets for easy reference.  Then I analyzed the units of meaning by comparing them to one another and categorically coding them.  I first used the Initial Discovery Sheets to determine provisional categories.  I listed these provisional categories on a long sheet of blank butcher paper that I also hung on the wall.  I read through each data card to determine if it fit into a provisional category and taped it under that category.  If a data card fit under more than one provisional category, I copied it and included it in each appropriate category.  
With all data cards taped to the wall, I went through the provisional categories again to compare each card to the other cards in that grouping to determine if they “fit” together.  I carefully reread each data card in the provisional categories to determine if there were properties or characteristics that defined each category.  When I had a number of cards that made sense together I made folders for each category.  I then reread the data cards in each folder and wrote a Rule for Inclusion as a propositional statement to convey the meaning of each set of cards.  The Rules for Inclusion used phrases such as, “I am finding out that administrators [think, believe, experience, value, identify, etc] . . .” in order to remain as true to the respondents’ words as possible.  When each folder was identified with a Rule for Inclusion, individual data cards were read again to ensure that each card “fit” into the category.  Individual data cards were then coded with the appropriate category code to organize data without fear of losing the organizational structure during handling.
The final step in the data analysis process was to review the categories for overlap or ambiguity.  This process resulted in the sixteen outcome propositions that will be discussed in the Results section.   
Chapter Four
OUTCOMES
“And as we think, so do we act.”

— Schwartz and Ogilvy
Using the participants’ own words, this chapter will describe the experiences of ten anonymous administrators at a PWI concerning the issues of White privilege at MSU.  A qualitative approach was utilized in this research in order to gain better insight into the awareness and understanding of White privilege on the part of campus leaders.  The questions in the survey instrument (see Appendix E) gave participants the opportunity to critically evaluate their own experiences and understanding of how privilege affected their lives and the world as they understand it.  The experiences and knowledge of White privilege obviously play out differently for Whites and Persons of Color.  This was distinctly evident from the research.  While participants expressed their own individual experiences and understanding of White privilege, there were many common themes that were unmistakable.
This chapter is organized around these common themes.  The first section discusses administrators’ personal racial identity, including their first experiences with race and their racial identity development processes.  There were distinct differences between the responses of Whites and Persons of Color.  We explore how these differences impact administrators’ lives.  Section two discusses racial inequity, including the acknowledgement of White privilege, the importance placed on historical perspective, and “American” myths that perpetuate systems of privilege.  Section three explores White privilege itself, including feelings about privilege, personal definitions of privilege, terms that need to be further explored, and a category that I have entitled, “I know White privilege leads to inequity, but . . .”  Section four discusses the link between White privilege and power, position, and responsibility.  This section identifies commitment levels, personal activities, empowerment issues, the importance placed on education, and a stated desire to change.  Finally, section five discusses why awareness of White privilege is important.  As you will see many respondents believe that an awareness of White privilege and subsequent action based on that knowledge are key steps to ending systems of oppression.  
Personal Racial Identity

To begin to understand how privilege impacts the lives of campus leaders we need to explore the personal racial identity experiences and processes of White and Non-White participants.  The first glimpse into the inequitable experiences of Whites and Persons of Color can be caught by examining their stories about their first experiences with race.  Campus leaders’ first experiences with race vary greatly depending on their racial backgrounds.  
The words from the majority of White administrators describe a mono-racial youth experience.  Most of the time their first identified experience with race was later in life, many describing experiences in high school or college.  
“As a freshman in college there was one African American individual on my floor.  There was some interaction, but not a lot.”  
These experiences were mostly described as either positive or neutral.  
“During my first semester of freshman year I took an Afro-American Studies course and was one of the White students in the class.  I was very excited just to have the opportunity to study a topic related to race.”  
Only one White administrator spoke of multicultural youth experiences.  
“As a young child, I knew people who were African-American, because they went to our church.  My father, who worked at a state university, also brought students from other countries and other races to our home for dinner.” 
The stories from Non-White administrators were distinctly different.  The only Person of Color who felt that race was not a significant life factor from a very young age was born outside the U.S. and stated, 
“Race was not a factor in my life until I came to the U.S. where race is very pervasive as a national ideology.” 
All of the U.S. born Persons of Color expressed similar stories of being aware of race at a very early age.  They also described negative experiences of personal, first-hand, and direct discrimination.  One story is a stark representation of the fact that racial preference and oppression are demonstrated in everyday experiences.   
“I was very, very young and I’m not sure if I remember the actual event or if it was conveyed to me by my siblings or parents;  but a mother grabbed her kid by the arm and said, ‘Don’t play with that Jap kid.’  This occurred in a Sunday School setting no less.”
Evidently, racism is even expressed in places considered to be safe-havens for the development of spirituality.  Other administrators spoke of negative images from the media, memories of repeated church bombings, stories/warnings from parents, and their feelings from direct and continued experiences with racism.  One administrator talked about how his continual experience with racism influences how he raises his child:  
“As a person of color, situational factors often remind me that I am a person of color.  Because race continues to be an issue in America, I often visit the issue of racial identity as I parent my child.”  
The power of these early experiences was profoundly demonstrated by one administrator’s words: 
“I spent most of my adolescent years ashamed and consciously trying to abrogate myself from my racial identity.  It wasn’t until much later in life that I’ve learned to embrace my racial identity with great pride.”  
This development of a sense of personal racial identity is another area where White and Non-White administrators differ.  Personal racial identity development is considered to be critical by leaders who are Persons of Color.  
“Racial identity is an important part of who I am.  In fact, it is a defining feature of my overall identity.  Having a positive racial identity is critical to my mental health.” 

Another administrator wrote, 
“I believe it is a necessity for good psychological well-being to know yourself, and that includes racial identity.  Whites have to realize this as well.”  
 Most White administrators on the other hand do not deem the process of racial identity development as relevant for their lives.  When asked how often they think of their racial identity the answers were in stark contrast to their Non-White colleagues.  
“Almost never.”  
“I rarely think of myself in terms of race.” 
“I honestly don’t think of my racial identity very often.”  
And again, 
“Almost never.”  
A number of White administrators pointed out the only time they think about their own racial identity is when they are in relation to someone who is not White.  For example, 
“I have thought more about my racial identity when I have dated someone from a different race.”  
And, 
“I understand the meaning of being White more when I connect with people of color.  Being White means that I am not aware of the issues of race unless I choose to be.”  
Two White administrators explained other influences that made them consider their racial identities.  
“Because I teach diversity courses, I think about how being White, male, heterosexual, etc. has shaped me far more than the average White male probably does.”  
And, 
“My mother is a genealogist, so I have always been aware from an early age which of my ancestors came from which European countries and that we were White.”
Racial Inequity – Acknowledgement of Privilege
Another crucial area involves how aware administrators are of racial inequity and how systems of privilege lead to these inequities.  It was very interesting to learn from their own words that all administrators acknowledge that racial problems/issues exist both within the campus community and in the broader context of our national experience.  The depth of that understanding varied greatly depending on the degree of privilege or oppression they have experienced in their lives.  These differences in awareness of inequity and the acknowledgement of systems of privilege were not only split along racial lines, with Persons of Color demonstrating a much deeper understanding of existing inequities and the reasons behind these inequities, but also along gender lines, with females being more open to seeing the possibility that there are systems of privilege that lead to inequity.  As I reviewed the responses from administrators I envisioned a pyramid representative of the wealth of knowledge demonstrated by participants about inequity and systems of oppression.   Persons of Color form the base of the pyramid with the greatest depth of knowledge.  The knowledge expressed by White females made up the second level of the pyramid, and White males capped off the pyramid with limited (but acknowledged) depth of understanding.
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Figure 1. Wealth of knowledge demonstrated by participants about inequity and systems of privilege separated by race and gender 
Upon further examination, the different levels of understanding are predictable and reasonable.  Persons of Color were easily able to recall life experiences of direct discrimination and inequity.  Through these personal experiences with racism, Persons of Color have a deep and intimate understanding of systems of privilege.  The words of one administrator tell a sad, but complete story.  
“In my personal and professional life, I see racial disturbances, hatred, and prejudices all the time.  It is so obvious and in some ways very sad.  The looks, stares, and the key area of trying to put this ‘educated Black person’ in his place.  I love it when I have someone wanting to see my ID or making assumptions based solely on my race.  The best one is ‘you don’t talk or act like them.’  It cracks me up but it is also to the point of being really upset with these ignorant comments.”
Another administrator stated, 
“Both personally and professionally I’ve experienced discrimination first hand.”  Other administrators of Color took the opportunity to discuss the hate incidents that students have experienced on campus and in the residence halls. 
“Look at the residence hall situations!!!  Also, how about how students hang out together by racial backgrounds? This campus is a relatively conservative place so I hear the campus buzz about letting ‘these’ students in while ‘my friends’ are not being admitted.  Resentment occurs and it does not encourage true racial understanding.”
Administrators of Color also indicated that they have studied the matter.  
“I have studied the history of this country.  I have learned how race was elevated to a dominant social, economic, and political principle that differentially affected the lives of the citizens.  Race still pervades the lives of the citizens despite civil rights laws.  Indeed it is the tragic flaw of this country.”
For Whites, these personal experiences with blatant discrimination are far less likely to occur.  One White female administrator spoke to the indirect understanding she has sought in order to discover more about racial issues.  
“My experiences have been more second-hand than first-hand:  reading about slavery, race relationships throughout American history, talking to faculty and students of color about their experiences, attending race and ethnicity conferences where speakers have told of their experiences.”  
Another White female administrator spoke of how she learns about racial issues.  
“Some of my friends teach in inner city schools and I receive a greater understanding of this issue through their lives.  Reading about this topic and listening to public radio also influences my opinion on this matter.”  
The second-hand nature of these experiences may call into question the depth of this understanding, but according to their own words it has had a profound effect on some White administrators.  
“I came to a much better understanding of what 'White privilege' is after attending a session on this topic at one of the National Race and Ethnicity Conferences.  The speakers made me much more aware of my own personal role in White privilege.  Although I don't have time to recount everything I learned at that session in this survey, I would say the major things that I learned was how things that I take for granted are not taken for granted by People of Color in America.  White privilege allows me to take for granted that 1) if I want to attend college, I can do so, 2) if I get the necessary degrees, I can get a job worthy of my education, 3) if I apply for a job, I have as good a chance as other qualified individuals to be hired, 4) if I go into a restaurant or store, I will get kind and considerate attention 5) if I'm approached by a policeman, it is because he wants to help me and not to accuse me of something, and so forth.  White privilege is the assumption that I will always be treated as an individual worthy of respect.”
One White male administrator discussed how the Civil Rights movement affected his life.  
“Because I was in college in the 1960s I followed the Civil Rights Movement, the Black Power movement, and have continued to follow the efforts of people of color, women, and others to liberate themselves from social oppression.  My interest in this struggle was what eventually led me to teach diversity courses.”
Another White male administrator summed up a sentiment I have often heard expressed by White males: 
“I am aware that my colleagues of color often express issues related to racial problems.  At the same time it is hard to see the overt signs of racism.”  
Persons living their daily lives enjoying privilege often find it difficult to take the words of those experiencing oppression at face value.  When asked why it is common to use the term ‘under-privileged’ without ever talking about who the ‘over-privileged’ are, one White male administrator summed it up well.  
“By definition, over privileged people don’t connect with this concept.”  
An administrator of Color added: 
“‘Over-privileged’ is not used because it is the over-privileged who run the system – satisfied people don’t talk about hunger.”
Racial Inequity – Historical Perspective

Eight of the ten respondents identified the historical context of the U.S. as important to the discussion of race today.  One administrator wrote,
“Since the founding of this country, White privilege has existed.  It is so much part of the fabric of American society that many people don’t even see it.”  
Another administrator pointed to specific U.S. foundational legislation and how “old” laws provided the basis for systems of privilege and oppression that still affect people today.  

“Look for example, at the Naturalization Act of 1790 which established the criteria for U.S. citizenship.  You had to be ‘free White’ to be an American citizen.  Labor unions then incorporated that principle in their membership criteria and thus went the escalator for White privilege.”
Another administrator observed,

“There has always been a racial problem in this country.  However, the manifestation of racism has changed over time.  Today we see more subtle and abstract forms of racism.  We continue to see differences between racial groups in the economy, home ownership, educational attainment, and incarceration rates.”
One individual contemplated the role of classism in systems of privilege.

“America is based on capitalism and capitalism is based on classism.  Due to this, certain groups will be lower than other groups.  Economically, there is a racial mix within these economic groups but consistently, it does not matter because White privilege overrides classism.  It is a very dominating factor in U.S. society.”
Another administrator lamented the fact that Whites often forget “the historical relevancy of oppression” when discussing current racial issues.  Another believes that 
“The concept of privilege has become so ingrained in society that it can not be wiped out quickly.”  
Another went on to state:  
“White privilege exists because the majority of Americans from the beginning were White, and they made the rules and everyone else had to follow those rules.  This is part of the historical legacy of White supremacy in this country.”
Racial Inequity – ‘American’ Myths that Perpetuate Systems of Privilege

The participants demonstrated recognition that U.S. culture and tradition teaches concepts like ‘meritocracy,’ ‘the American Dream,’ ‘the Protestant Work Ethic,’ ‘hard work = success,’ ‘pull yourself up by your own bootstraps,’ etc.  These core ‘American’ beliefs, while having a seed of truth, are largely myths that are used to ignore inequity and justify the perpetuation of systems of privilege.  The following four quotes demonstrate how these myths are used.
“As a society we don’t talk about the ‘over-privileged’ because of the dominant belief that we live in a ‘meritocratic’ society.  It would be a blatant contradiction to acknowledge privilege when each individual should be judged on his/her individual merits.  In a true meritocracy the position of privileged would not exist.”
“Pull yourself up and prove that you are worthy.  If people of color follow the same train of thought as Whites and just be tough enough to ‘earn’ their way, then there isn’t any racial inequalities.  This is naïve and not a productive way of thinking to improve race relations.  What happens is that people of color become resentful and angry with Whites’ thinking about meritocracy without linking it to the historical relevancy of oppression.”
“In my opinion, the belief in ‘meritocracy’ has contributed to racial inequality by justifying the disparity between groups.  Some would argue that poor people lack the necessary skills and abilities to be successful, while the rich deserve their wealth because of their talents and skills.  This argument assumes that the playing field is level for all individuals.  It denies the existence of ‘privilege’ in America which benefits some.”
“The biggest issue here is that Americans want to believe that the playing field is ‘level’ and that anyone who is willing to work hard can be successful (so we don’t need affirmative action anymore).  I spend time during my diversity class showing how meritocracy is a myth and explaining why people get hired and what determines who gets promoted and how merit has little to do with it.  This makes some students uncomfortable, but not to deal with this is to engage in denial of the reality of discrimination in this society.”
Administrators also point to how a belief in “hard work always equals success” leads many Whites to deny systems of privilege that would otherwise be very obvious.  One administrator stated, 
“Merit based ideas are strongly imbedded in the traditional work ethic.  Discrimination violates the principle that no matter how hard a person of color worked, the benefits did not follow.”  
“The ‘Protestant Work Ethic’ (which I recognize is a racist construct in itself) would tell us that anyone can be successful if they just work hard enough.  It totally disregards the role that generational racism and poverty play in racial inequity.”
“As Americans who buy into the ‘American Dream’ concept that says everyone can attain (and is entitled to attain) the perfect life, it is hard for us to understand the concept of ‘over-privileged.’  It is easier then to talk about the poor ‘under-privileged’ as a group that has failed to attain the power necessary for the perfect life because of factors outside of our own personal responsibility.”
One participant profoundly summed up the importance of these myths in perpetuating systems of privilege.

“It is about power and who controls the language.  I am confident if we were truly to have a discussion about over-privilege that we could really start the discussion about equity and fairness.  We are operating in a deficit thinking model and thus, we proceed to think those folks who are under-privileged have caused their own misfortunes and it is not due to any other factors but their own inadequacies.”
White Privilege

Understanding power and the control of language leads us into the discussion of administrators’ beliefs about White privilege.  One of the main things that I have learned in the seven year process of developing and conducting this research project is that the discussion of White privilege brings up many emotions.  This emotional charge often hinders people from engaging in these conversations.  Most of the Whites’ emotional responses are negative and defensive.  A few of the emotions expressed by White participants include guilt, suspicion, distrust, apathy, inadequacy, fear, avoidance, frustration, discomfort, and sadness.  

“People are willing to discuss oppression, but not the oppressor . . . talking about groups who are ‘under-privileged’ is easier than talking about who the ‘over-privileged’ are because now those in the majority have to talk about themselves and the possible role they play and benefits they receive from the way our society is currently structured.”
“Now that I realize that it exists – I am uncomfortable with its existence.  I wish we could level the playing field.”  
Another White administrator commented on the fact that although conversations about unearned privilege are difficult to engage in, these discussions are vital to open the doors to true progress.
“The biggest pitfall is the combination of naiveté and apathy.  Too many White people don’t see the problems of oppression and privilege, and don’t want to learn about them, often seeing it as threatening instead of opening them up to a wider, and more complex but ultimately more satisfying world.”
The responses from Persons of Color covered a wider spectrum of emotion, ranging from very hopeful (because the conversations have started) to frustrated and aggravated (because the conversations have only just begun).  One administrator stated, 
“I think the most aggravating thing is when people who are the beneficiaries (of White privilege) want to deny it.”  
A number of administrators of Color also referenced witnessing Whites deny White privilege and spoke of the anger and resentment that denial produces.  One administrator stated that White privilege is 
“A constant irritant in my daily life and I have to deal with it.”  
Another summed it up by saying, 
“White privilege is fundamentally wrong.  It is unjust.”
Personal Definitions of Privilege

On a more cognitive level, administrators demonstrated that they recognize and understand that White privilege creates a system that inevitably produces inequity, is founded in U.S. history, is the hallmark of ‘institutional racism,’ and is easily ignored by Whites because so much of it happens at an automatic, sub-conscious, hidden level.  Some recognize this inequity in everyday experiences, while others acknowledge that they need help to recognize their privilege.  However, they understand that historic and current data from housing, employment, education, and the justice system all indicate privilege exists.  When asked if White privilege contributes to racial inequity, all respondents agreed that it does.  Only one respondent qualified his response by stating, “In some cases, yes.”  The other nine respondents emphatically agreed that White privilege contributes to racial inequity.  The following quotes stress this sentiment.
“Of course because it means that White people get to ‘yes’ in situations where people of color are blocked from such positive results.  And that shows up in data on who is hired and promoted, who is jailed and for how long, who gets to live where and what schools they get to attend, and so on.”
“There is research data to suggest that White privilege is real.  Some studies have found that in situations where job candidates are equally qualified, a White candidate is more likely to receive the job offer.  In the criminal justice system, a Black individual is likely to receive a longer sentence than a White individual for committing the same crime.”
“We continue to see differences between racial groups in the economy, home ownership, educational attainment, and incarceration rates.”

“White privilege is the ‘knapsack’ that Peggy McIntosh describes.  It means to have doors opened for you, to see yourself in history and literature books and on television, to have images of yourself as heroic and villainous and all of the roles human beings play (and that means not being stereotyped but perceived as an individual).”
“White privilege is having opportunities and advantages available as a function of one’s race.”

“Yes – I believe the barriers to success are less insurmountable for White citizens.”
“Yes, because it keeps people locked into beliefs about the inherent rights of White people over the rights of people of color.”

“I think any Non-White person has to be a super performer in order to be noticed, to be advanced, to achieve those leadership positions.  A Non-White individual has to be so much better than his/her White counterpart in order to demonstrate that he/she deserves the position.  This sort of standard then serves to maintain the status quo.”
“Of course it does.  It is probably the driving force in regards to racial inequities.”

“Yes, I believe it is the hallmark of ‘institutional racism.’”
These sentiments were not universal, however.  A couple of White participants made statements and used terms that signaled a reluctance to acknowledge the racial experiences of Persons of Color, the importance of race in our society, and/or the full connection between privilege and oppression.  The italicized statements seemed to have deeper, unstated meanings: 
“(I have) worked more to understand and reduce my racism of accommodation.”  
“Now I am more aware of the issues involving the pros and cons of victimology.”  
“My own struggle is to deal with my tendency towards over accommodation.  This is a big problem.”  
“I would like to see the campus take a more dialectical approach to addressing this issue.”
Another statement that needed clarification to determine the participant’s full meaning was, 
“I feel frustrated by what the concept (of privilege) represents.”  
These statements seemed to belie a deeper meaning but because no definitions of terms or explanations were included in their written responses the fullness of the research was not fulfilled.  Unfortunately since I could not follow up and ascertain the true meaning, their words will remain obfuscated.  
Another area that was outlined by these White participants’ remarks signaled a distrust and inability to take the word and guidance of Colleagues of Color unless they had “proven” themselves to be “objective.”  Upon reflection these White administrators will likely recognize that they have had bad experiences with other White colleagues without feeling they had fallen prey to the “White race card,” but because of current racial tensions on campus and in society they are unable to see beyond the race of Colleagues of Color.
“I made a decision and followed a policy that irritated a colleague of color.  In an attempt not to appear racist I reversed the decision only later to learn that I had fallen prey to the race card.  This has made me very cautious.  I only seek consultation from colleagues/supervisors of color that have proven their ability to be objective.”
“Race is an issue that gets used a lot.  It is used in multiple ways, to get what people want, to make people feel guilty or uninformed.”

These two participants also expressed a lack of evidence to convince them that White privilege is real.  
“I don’t think it (privilege) has a lot to do with outward benefits.  I don’t see any overt educational, monetary, career benefits of being White.”  
“There’s not much (evidence of the reality of White privilege) on campus.  I would like to hear about examples of privilege that is based on race.”  
“I am aware that my colleagues of color often express issues related to racial problems.  At the same time it is hard to see the overt signs of racism.”  
“White privilege is difficult to deal with because when it is implemented I get something from it . . . I just see that as fair, I can’t assume, unless I see or hear of a similar situation that it is White privilege.  I guess I shut my eyes some times.”
White Privilege, Power, Position, and Responsibility

Administrators state that their commitment to level the playing field on campus is, and needs to continue to be, personal, active, and evolving.  They also state that a commitment to equity and social justice is crucial in their leadership roles.  Moreover, they recognize the need for continued growth on a personal level: 
“I think it is THE most crucial commitment that an administrator can make.  If we can’t make strides on these issues in HIGHER education, then what hope do we really have as a society?”
“As an administrator, it is crucial that I understand the issues facing the faculty, staff and students and that I play an active role in resolving those issues.  It’s equally important that I continue to grow on a personal level.”
“I could not be a diversity educator and not be committed to racial issues.  That would be sheer hypocrisy.”

“It is important to be committed if this country is to be a better example to others in dealing with issues of race and ethnicity.”

“If you do not believe or strongly commit to racial issues, then I do not feel you can be successful in diversity efforts.”

“As an administrator of a college, I must have a commitment to racial issues if we are ever going to achieve a student body and faculty/staff that truly reflects society.”

Three administrators indicated that they have always felt a commitment to racial and social justice while three others identified stages and turning points in their personal commitment to these issues.  
“As a person of color I have always had a personal commitment to racial and social justice issues.”
“I believe my personal commitment has always been there.  With changes in my role it probably is perceived that my commitment is enhanced but I’m not sure if that’s true or not.  I’m simply more in the public eye now.  I don’t necessarily attend community events and such because it ‘is my job.’  I do so because of my personal commitment.”
“I have always had a passion for social justice and confronting injustice.”

“I have been through several stages.  The first was complete ignorance about race – understandable racism.  The second was a perpetuation of racial stereotypes because of my own lack of power and confidence.  A third stage was recognition of race as a problem and a commitment to contribute to a solution.  This commitment has lasted a long time with various surges of energy, time, and effort.”
“Social Action Theatre was a major learning resource for me and a turning point in my personal commitment to racial issues.  My involvement in recent years has not been as intense as during that time period, but has evolved to more personal small group interactions primarily with faculty and staff.  There is more that I feel that I need to do in this regard.”
“I’m still evolving . . .”

One thing that I have started to learn about fighting systems of privilege and oppression is that one of the privileges of being White is to decide when to fight and when to stop.  Persons of Color do not have the option of “stopping out” for awhile to rest and return recharged.  This sentiment was poignantly expressed by one administrator of Color.  
“(White Privilege) is a constant irritant in my daily life and I have to deal with it.”
Administrators indicated that they are involved in numerous efforts to reduce the impact of White privilege, level the playing field and/or contribute to diversification efforts on campus.  Some are very proactive in their efforts while others spoke of personal, internal work that they need to do for themselves.  
“(I am a) community change agent with clubs and organizations that are status quo and White.  Example:  Rotary Club (engage in) individual discussions with others to have them think about their own privilege.”

“(I) serve on search and screens & ALWAYS make it an issue.  Participate on programming committees.  Sponsorship of programs.  Sponsorship of individual student initiatives.  Attendance at events.  Encourage participation from staff in our unit – holding individuals accountable through performance appraisals.”
“I’ve talked about White privilege in my classes to students, so that they would be aware of what it means and how it can be countered.”

“I meet with every new multi-cultural student from (our college) referred to me with the purpose of getting to know that individual student and personally connecting that student with his/her academic advisor.  I also contact via phone, mail, etc. multi-cultural students that MSU is trying to recruit.”
“I attend as many multi-cultural events on campus and the community as I can in an attempt to network with a variety of individuals who are also trying to diversify the campus.”

“I have participated in diversity events and served as a mentor for students of color.  I haven’t always been successful and I’m sure I could have done more, but I have tried to be consistent in working for equity and social justice in whatever ways I could.”
“My wife and I have had a number of students of color to our home for meals and mentoring.”

“(I have not done) much – but I always try to be respectful of others and to speak up when I feel that something is not right or that someone is being unfairly treated.”

A number of administrators recognize that their leadership role gives them power to affect change.  
“As an administrator, I have an opportunity to help create a campus culture that is supportive of all individuals.”  
Sadly, one White, female administrator did not feel she had much power as a faculty member to make a difference.  

“I have always believed in leveling the playing field; however, as a faculty member I did not feel empowered to do things that made a difference.  As an administrator I have been able to connect with various individuals (Office of Multicultural Student Services, others in the college, program directors, department chairs) to develop strategies/programs, etc. that would enhance our diversity as well as the success of diverse students.”
Administrators indicated a number of things within their power to improve equity on campus, including hiring decisions, providing financial support for various initiatives, and connecting with other offices.  Differing levels of importance placed on these efforts was outlined through the contrasting word choice of an administrator of Color and White administrator, respectively.  
“(I) encourage participation from staff – holding directors accountable through performance appraisals.”  
Another said, 
“(I) encourage others to become involved.”

Almost all administrators expressed the benefits of a more diverse and equitable campus and society.  

“The benefits of diversity are enormous.  The opportunity to learn and grow from interacting with people who have a completely different experience with life than you have had.  The opportunity to become a more complex thinker, to see multiple perspectives, to understand that truth is multi-faceted, which means to have a better understanding of reality.  (The benefits of diversity on campus include) all that and more.”
“(Diversity) is a true ‘win-win’ situation.  We need to increase the diversity on our campus for the benefit of ALL students, staff, & faculty.”

“The world is a diverse one and unless we have created an equally diverse campus for our students to learn from, we have not provided the education that they need to be responsible world citizens.”

Administrators expressed their desire for change: 
“Now that I realize that (privilege) exists – I am uncomfortable with its existence.  I wish we could level the playing field.” 
“How do we remove it?  I believe it is wrong for any race to have a privilege while other racial groups are not offered the same benefits.”  
“It’s gone on far too long.”
Two administrators pointed out the depth of what needs to happen to truly improve equity on campus.  
“We can’t be satisfied with just recruiting a diverse group of students to campus.” 
 “The major challenge of diversity for a college campus is to create a campus climate that is welcoming of diversity.  This requires an examination of all practices, procedures, and policies that might privilege one group over others.”
Importance of White Privilege Awareness
Campus leaders easily identified many benefits to having a “diverse” campus.  
“Diversity is the reality in this society and should therefore be reflected on campus.”
“The world is a diverse one and unless we have created an equally diverse campus for our students to learn from, we have not provided the education that they need to be responsible world citizens.”

“Diversity promotes increased student learning outcomes.  All of our students need to know about the many different cultures, experiences, and individuals on this campus.  Being culturally competent is essential for success in a global economy.  Diversity helps prepare our students to be productive world citizens.”
“(The benefits of diversity include) more tolerance, more understanding of various people, better preparation for a global world.”

“A broader, more unique understanding of everything!”

“Student learning representative of the larger community and the overall workforce.  Educational excellence, human understanding, and awareness of divergent thinking.”

“A diverse group of graduates from MSU means that there will be athletic trainers, physical therapists, occupational therapists, recreation therapists, physician assistants, students going on to medical, dental, and law schools, biologists, computer scientists, physicists, chemists, physical educational teachers, and school health educators who are from diverse backgrounds who will then serve the diverse population of this state.”
Numerous campus leaders believe that “uncovering” White privilege could be a key to addressing oppression and inequity in society and on campus.  They would like to see discussions, training sessions, and curriculum infusion to help faculty, staff, and students more fully understand their roles in systems of privilege and oppression.  

“Race and Privilege are interrelated and until America truly decides to honestly view privilege as being linked to whiteness, we will continue to have point and counterpoint discussions.  Hurricane Katrina and its aftermath offer a wonderful case study of White, Black, SES, and privilege.  Throwing a few dollars or even billions of dollars to fix the foundation and structure is only one way.  Changing the way we think and removing White privilege is another.  To reach that particular goal is for one race to admit that it has privilege and is rewarded for being White.”
“(White privilege) is probably the driving force in regards to racial inequities.”

“I believe it is the hallmark of ‘institutional racism.’”

“I think it would be very beneficial for MSU to hold training sessions with faculty, staff and students on understanding White privilege and its impact on race inequity.”

“How do we introduce the issue of White privilege into the curriculum?”

“Typical diversity efforts are not developmentally based.  We have many ‘one shot’ diversity events that are supposed to generate discussion, values clarification, and hopefully change.  In my opinion, these efforts serve to raise awareness but lack the substance to go beyond the surface.”
“For most people, just becoming aware of what White privilege is would go a long way in changing people’s thinking about race equity.”

“I am confident if we were truly to have a discussion about over-privileged that we could really start the discussion about equity and fairness.”

Chapter FIVE
discussion
“In the end, those of us who are White can’t choose not to get the privileges we are granted, but we can choose how to use them to make personal and systemic changes.  If we choose to live as whole persons, maintaining our head and heart connection and refusing to anesthetize ourselves, our fears fade about being seen as betraying our race, and our determination is strengthened.  To learn about White privilege and not to use that knowledge to bring about changes in our system serves those for whom the structures of oppression were created.”

- Frances Kendall

The purpose of this study was to understand how knowledge and perception of White privilege on the part of leaders affect campus climate at a mid-sized, Midwestern PWI.  Five major questions guided the development of this qualitative research.  

1. Does a lack of understanding and recognition of unearned White privilege lead to a lack of desire to create an equitable campus atmosphere?  

2. How aware are administrators of White Privilege?  

3. How does this awareness affect their interactions with people who do not share this unearned privilege?  

4. How can White privilege be uncovered so that we can reduce its effects?  

5. Is White privilege really a big deal?  Do individuals with privilege consider the topic important?

In order to begin to understand how an awareness, or lack thereof, of White privilege impacts the educational experiences offered at a predominately White college campus, we must first acknowledge the inherent power of leadership.  This qualitative survey examined the viewpoints of leaders at a PWI regarding their own perceptions of race and White privilege in order to gain a better understanding of how these factors impact their leadership.

All ten participants were from the top two tiers of upper level administration at a mid-sized, Midwestern, predominately White college campus.  There were five participants from each tier.  Tier one consisted of upper level administrators, varying from the President/Chancellor-level through Deans and Associate Deans.  Tier two consisted of academic department chairs and student development department directors.  Four of the participants were male Persons of Color.  The other six participants, three females and three males, were White.  The original intent was to interview only White administrators; however, due to lack of response, the sample was widened and administrators of Color were invited and agreed to participate.  No White males from tier one participated.  
Through an anonymous, online survey tool participants responded to the 25 question, researcher-developed survey instrument: Uncovering White Privilege Survey.
This survey allowed participants to share their experiences and insights about race.  The survey was designed using various types of questions to gather multiple perspectives from each participant.  The following question types were included: experience/behavior questions, opinion/value questions, knowledge questions, and feeling questions (Patton, 1990).  In order to protect participant anonymity, no demographic information was requested or collected.

Data was analyzed using the Constant Comparative Method developed by Glasser and Strauss (1967) and supplemented by Lincoln and Guba (1985).  The main goal of the research was to understand campus leaders’ awareness of White privilege from their own words.  The Constant Comparative Method allowed the processing of data with a minimum of interpretation by describing what was learned from each participant’s words.  

Outcomes
There were sixteen outcome propositions identified from the data analysis process.  These sixteen outcomes were easily categorized under five outcome category headings: Personal Racial Identity; Racial Inequity; White Privilege; White Privilege and Power, Position, and Responsibility; and the Importance of Awareness of White Privilege.  The conclusions of the study are presented according to these outcome categories.
Personal Racial Identity

The two outcomes under the category Personal Racial Identity were “First Identified Experience with Race” and the Administrators’ “Own Racial Identity Development.”  There was a distinct difference between the responses of Whites and Persons of Color for both of these outcomes.  The first identified experience with race for Whites was more often later in life and either a positive or neutral life experience.  In contrast, Persons of Color typically identified their first experience with race as occurring very early in their lives and as negative experiences of direct discrimination and racism.  The second outcome demonstrated the different experiences of Whites and Persons of Color in their own racial identity development processes.  Persons of Color considered their personal racial identity development process to be crucial to their lives as emotionally healthy individuals, while Whites indicated they rarely or never think about their own racial identity.  Racial identity development for these White administrators was not deemed important.
These stories clearly indicate the different prices we are paying for living lives as Whites or Non-Whites in the U.S.  The experience with race for both Whites and Persons of Color is buried deeply within a historical context of White supremacy in the US.  We started paying the price or reaping the benefits of the color of our skin from birth.

Racial Inequity

The three outcomes from the Racial Inequity category were “The Acknowledgement of White Privilege,” “The Importance Placed on a Historical Perspective,” and “American Myths that Perpetuate Systems of Privilege.”  All administrators acknowledged that racial problems/issues exist both on their campus and in the broader national U.S. experience.  The depth of that understanding varied greatly depending on the degree of privilege or oppression they had experienced.  This level of understanding was split along both racial and gender lines.  Persons of Color demonstrated the greatest depth of knowledge of inequities and the systems behind these inequities.  Whites also acknowledged the link between systems of oppression and inequity, with White females demonstrating a greater depth of understanding.  These levels of understanding are predictable and reasonable.  Through personal experience with racism, Persons of Color have a deep and intimate understanding of systems of privilege.  Females also have experiences with systems of privilege through sexism; this opens their eyes to other systems that lead to inequity.   For White males, personal experiences with blatant discrimination are far less likely to occur, and thus their knowledge of systems of privilege is often, at best, second-hand in nature.  
Eight of the ten participants identified the historical context of the U.S. as being important to the discussion of race today.  They acknowledged that systems of racism and privilege have a deep history in our nation and that we need to recognize that foundation in order to change these systems.  Participants also recognized the many foundational “myths” that are used to ignore inequity and justify the perpetuation of systems of privilege.  These identified myths included concepts of meritocracy, “the American Dream,” hard work = success, pull yourself up by your own bootstraps, and the Protestant work ethic.  Administrators pointed to how these myths lead many Whites to deny systems of privilege that would otherwise be very obvious.
White Privilege

Category three explores White Privilege itself.  It includes feelings about privilege, personal definitions of privilege, terms that need to be further explored, and a category I have entitled, “I know White privilege leads to inequity, but . . .”  The discussion of White privilege provoked many emotions for the participants.  Most of the emotions mentioned by White participants have negative connotations, including guilt, suspicion, distrust, apathy, inadequacy, fear, avoidance, frustration, discomfort, and sadness.  The emotions mentioned by Persons of Color ranged from very hopeful to extremely frustrated.  Each administrator demonstrated a unique understanding of White privilege.  All these personal definitions included a belief that privilege creates systems that inevitably produce inequity.  Even though all stated this belief, there were a number of words and phrases used by some participants that were unclear and demonstrated a hesitancy to openly state their true opinions.  Some of the statements clearly indicated that a couple of White male administrators were not willing or able to recognize evidence that White privilege is real and has actual consequences.  
White Privilege and Power, Position, and Responsibility

The four outcomes from the White Privilege and Power, Position, and Responsibility category explore commitment levels, empowerment issues, the importance placed on education, and a stated desire for change.  Administrators expressed that their commitment to providing a level playing field for all students, faculty, and staff is, and needs to continue to be, personal, active, and evolving.  This awareness is an important component for change.  By the very nature of their job administrators are social agents; they can maintain the status quo or be agents for change.  If administrators recognize the need to be critically aware of their own commitment to social justice issues, then they can lead others to provide a more equitable and socially just campus.  By actively choosing paths less traveled, instead of maintaining the status quo of inequitable and oppressive systems, they forge new trails for others to follow.  Administrators indicated that they recognize their power to effect change on campus.  Almost all were able to outline the enormous benefits of a more diverse and equitable campus and society.  The benefits of a more diverse and equitable campus for Persons of Color are readily obvious including greater opportunity and access.  The benefits for Whites may be less obvious on the surface, but upon deeper analysis the need to work on issues of oppression is critical for Whites.  Whites (or any other oppressor group) live in a morally incongruent world where the standard is “equal opportunity for all,” but the reality is a system of privilege and oppression.  Living with this lie is damaging to every aspect of human life exacting a toll on the intellectual, emotional, physical, social, and spiritual well-being of those who deny it.  
The Importance of Awareness of White Privilege

The final category consists of only one very important outcome.  Many respondents stated that an awareness of White privilege and subsequent action based on that knowledge are key steps to ending systems of oppression.  As social agents, most administrators want to do what is right, and most agree that continuing a system that privileges one group and oppresses another is wrong.  Even though this seems obvious, the difficulty lies in leveling the playing field.  Understanding privilege and how it affects people’s everyday lives is the key to disrupting these systems of oppression.  

Recognizing these systems is not as easy as it sounds.  It is often difficult to describe something that is such a “natural” part of one’s life.  Consider the analogy of a fish having difficulty recognizing and describing water.  Privilege to White people is in many ways like water to fish.  We are surrounded by it constantly, yet we do not normally recognize it.  In order to change systems of privilege, we need to actively seek to understand how privilege impacts us as individuals, then use that privilege to disrupt the systems that damage both the oppressed and the oppressors.
Recommendations for Further Research

It is recommended that additional research be conducted to further uncover systems of privilege in higher education.  This study could be replicated to examine different levels of campus leadership, including “ground-level” faculty and staff who often have the most direct interaction with students.  This study could also be repeated in a few years to examine changes in campus leadership.  Studies could be conducted to include leaders from multiple campuses to examine geographic or system differences.  The area of further research is basically wide-open to researcher interest.  There have been so few studies of the impact of systems of privilege that much research needs to be done.  One participant in this study concluded his comments with a request for an opportunity to continue the discussion of privilege recommending that future researchers conduct face-to-face interviews to allow for more in-depth discussion of this important topic.
Chapter six
RESEARCHER’S Reflections

"If you hear a voice within you say, 'You are not a painter,’ then by all means paint . . . and that voice will be silenced."
- Vincent Van Gogh
I take courage from these words by Vincent Van Gogh, for I recognize that I am neither sufficiently anti-racist nor skilled enough as a writer to thoroughly uncover White privilege.  Van Gogh’s words remind me that although I am not sufficient, there is work that I need to do to uncover privilege and dismantle systems of oppression.  Since I have begun to recognize my privilege, and thus my part in these systems of oppression, I am compelled as a moral person to actively engage in changing these systems.  I have recognized that my very humanity depends on this struggle.  As Tim Wise points out, “The fight for human liberation is among the things that give life meaning . . . We do the work to save our lives morally and ethically, if not physically.”  (Wise, 2005) 
This research process has significantly furthered my personal journey toward understanding my own White privilege.  I am in the process of understanding that I am responsible for living with my privilege because it is something that I can neither give up nor deny.  I live within a system that grants me privilege; and while I must work to dismantle this system, I cannot deny my privilege as I do this work.  I also recognize that there is a tendency to be apprehensive about doing what is just in an unjust system.  There is a desire to minimize or hide the light that we recognize as justice because it makes us, and others, uncomfortable.  I have recognized two extreme responses to the discomfort of uncovering White privilege: either we stop doing the work or we become self-righteous and look down on others for not doing similar work.  Both of these options are destructive and unacceptable but ever present.  We need to be deliberate about how we live with our own privilege as we work to dismantle systems of oppression.  
There were so many times I recognized my privilege as I engaged in this research.  Because of my last name, I was assumed to be Asian, and potential bias questions followed.  The IRB probed to identify if I had “a personal agenda” or if I was a “biased researcher with something personally to gain.” This eventually demonstrated my privilege.  When I was given the example of the potential bias of a female researcher studying male privilege or a Gay person investigating straight privilege, I was able to indicate that I am White.   Once my Whiteness was uncovered, the conversation changed and my bias was no longer questioned.  This “discovery” that I was White occurred in two conversations – one phone conversation directly with me, and the other, when I was not present, to my faculty advisor in a larger meeting.  The conversation about potential bias changed dramatically once my Whiteness was revealed.  
My White privilege also became more evident to me via my personal thoughts during this research.  There were times I was strong and unafraid of the consequences of stepping outside the paths of least resistance that keep White privilege hidden.  Whites are taught not to discuss these matters; hiding from the truth about systems of privilege is the only way to maintain the status quo.  I recognized the harm that these systems cause and wanted to disrupt them.  Then there were other times when I was weak and deeply fearful, being reminded by a person or an event that talking about privilege carries a certain taboo in our culture.  Many times I had to force myself to continue, realizing that to give in or give up on this struggle is a privilege that I have because I am not a Person of Color.  
I have been given the gift of seeing life through another perspective as my partner is a Person of Color.  I live with daily reminders of the incoherency of our current system of white supremacy/white privilege.  My espoused beliefs of a moral person who lives in a supposed democracy where justice, equal opportunity, and meritocracy and not the color of your skin is supposed to dictate your position and experience in life are shattered on a daily basis as I witness my husband’s lack of privilege.  
This research also demonstrated how deeply these systems are imbedded in our culture.  Many White people discouraged me from doing this research.  I can’t tell you how many laughs and snickers I got as I introduced the fact that I was interested in investigating White privilege.  Early in my research, a colleague indicated that this research was “inflammatory in nature;” he then quickly changed his words to describe it as “contentious.”  I remember the first White person on campus who was actively interested in my topic and how excited I was to finally find a White person who recognized the value of this research.  Along the way I found numerous White allies, but at first it was really difficult to introduce the topic.  This struggle continues still.  Even today I wrestle with my feelings that this research uncovers attitudes about White privilege that somehow betray White colleagues and friends.  In stark contrast, all the views expressed to me by Non-White colleagues and friends were extremely supportive and encouraging.  Many couldn’t wait for the research to be complete and followed-up with me on a regular basis to be sure that I was still on task.  Persons of Color expressed frustration that there was not more research and work being done to uncover systems of privilege.  Persons of Color expressed a readiness for privilege to be uncovered and systems of oppression dismantled, while many Whites are still satisfied with the status quo.    
Did this qualitative study answer the question contained in my title?  I am encouraged to think that the administrators’ answers shed light on how White Privilege affects campus leadership and provide guidance for future practice.  The full answers to the problems of inequity on campuses and in our society can only be found in community.  Many individuals must struggle together to find solutions.  We all have work to do to uncover systems of privilege and provide equitable access to our institutions of higher education.  
White administrators need to choose to be aware of race if they hope to increase faculty, staff, and student diversity and provide for an equitable experience on campus.  Whites need to recognize their power and place in systems of privilege then speak up and tell their own stories about how privilege impacts their lives.  Since Whites designed these systems of privilege, they need to take a leadership role in working to dismantle them.  Administrators also need to seek guidance from people who have expertise in areas outside of their experience.  Whites need to seek and then trust the guidance of people who best understand systems of privilege as a result of their own direct experiences with racism.  This does not mean relying on Persons of Color to do the work associated with creating an equitable campus.  However it does mean that trusting the knowledge-base and using the guidance of Persons of Color are important first steps in dismantling systems of privilege and oppression.  
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APPENDIX A

INVITATION TO BE A PARTICIPANT

February 27, 2006

Name 

Address

Dear Dr. Name:

My name is Lynette Prieur Lo and I am a graduate student in the CSDA program here at Midwestern State University.  To fulfill the requirements for my Masters of Science in Education, I am doing research for my thesis on how an awareness of White privilege affects leadership on campus.  

The outcome of this qualitative ethnographic research study is dependent on the high participation rate of randomly selected key MSU leaders.  Since you have been randomly selected from the top two tiers of administrators (upper level and departmental leaders), I am requesting a minimum of thirty minutes of your time to engage in a confidential and anonymous online survey about your perspectives of how White privilege impacts your work as an administrator.  

On Thursday you will receive an e-mail containing the survey link.  When you are ready to participate, simply open that e-mail and click on the survey link.  This will direct you to the user-friendly online survey.    

There will be no costs to you as a result of participating in this study nor will you receive any compensation for participating.  The anticipated benefits that you will gain from this research will include the opportunity to examine how White privilege impacts your role as a leader and to gain a better understanding of your own racial identity.  

Part of my research will be to write about your perceptions of White privilege.  I will protect your identity by asking for no identifying information (e.g., job titles) and by using a number system to identify your survey.  Your responses will be linked to these identification numbers for initial analysis and then group themes will be gleaned from this raw aggregated data, thus further protecting anonymity and the identification of specific responses.  Research records will be stored in a locked file for the required seven years and then destroyed.

Please note that your participation in this research is voluntary.  You are free to decline to be in this study.  In order to further protect your identity, no signed consent forms will be collected.  Completing the online survey will indicate your implied consent without revealing your identity. 

Attached please find a copy of the interview questions and background materials on the subject of White privilege for your perusal prior to taking the survey.  I am also available to meet with you to answer any questions that you may have about White privilege.  

I appreciate your cooperation in considering participation in this study.  If you have any questions about the project, please feel free to contact me.  My office number is 608.785.8535 and home number is 608.779.4137.  You may also e-mail me at lo.lyne@uwlax.edu.  You may also contact my Thesis Committee Chairperson, Dr. Matthew J. Taylor at his office 608.785.6450 or by e-mail at taylor.matt@uwlax.edu. 
Respectfully,

Lynette Prieur Lo

APPENDIX B

FIRST E-MAIL INVITATION TO BE A PARTICIPANT

Subject:  Your Participation is Key:  Please participate in my Thesis Study by completing the attached survey

Dear Participant [CustomData]:

This e-mail provides the link to the survey that you were invited to participate in through an earlier communication.  

If you are ready to take the survey now, please use the following link:

[SurveyLink]

If you need to take a break during the survey, complete the page you are working on and then feel free to do so.  

As long as you use the same computer, SurveyMonkey will remember which page(s) you have completed and take you to where you left off.

For more detailed information on the study, please continue reading:

My name is Lynette Prieur Lo and I am a graduate student in the College Student Development and Administration (CSDA) program here at Midwestern State University.  To fulfill the requirements for my Masters of Science in education degree, I am doing research for my thesis on how an awareness of White privilege affects leadership here on campus.  

The outcome of this qualitative ethnographic research study is dependent on the high participation rate of randomly selected key Midwestern State University leaders.  Since you have been randomly selected from the top two tiers of administrators (upper level and departmental leaders), I am requesting approximately thirty minutes of your time to engage in a confidential and anonymous survey about your perspectives of how White privilege impacts your work as an administrator.  

There will be no costs to you as a result of participating in this study, nor will you receive any compensation for participating.  The anticipated benefits that you will gain from this research will include the opportunity to examine how White privilege impacts your role as a leader and to gain a better understanding of your own racial identity.  

Part of my research will be to write about your perceptions of White privilege.  I will protect your identity by asking for no identifying information (e.g., job titles) and by using a number system to identify your survey.  Your responses will be linked to these identification numbers for initial analysis and then group themes will be gleaned from this raw aggregated data, thus further protecting anonymity and the identification of specific responses.  Research records will be stored in a locked file for the required seven years and then destroyed.

Please note that your participation in this research is voluntary.  You are free to decline to be in this study.  In order to further protect your identity, no signed consent forms will be collected.  Completing the online survey will indicate your implied consent without revealing your identity. 

Last Monday you should have received a printed copy of the interview questions and background materials on the subject of White privilege with your invitation.  If you need another copy for your perusal prior to taking the survey, please let me know.  I am also available to meet with you to answer any questions that you may have about White privilege or this study.  

I appreciate your participation.  If you have any questions about the project, please feel free to contact me.  My office number is 608.785.8535 and home number is 608.779.4137.  You may also e-mail me at lo.lyne@uwlax.edu.  You may also contact my Thesis Committee Chairperson, Dr. Matthew J. Taylor at his office 608.785.6450 or by e-mail at taylor.matt@uwlax.edu. 
Respectfully,

Lynette Prieur Lo

When you are ready to take the survey, please use the following link:

[Survey Link]

If you need to take a break during the survey, complete the page you are working on and then feel free to do so.  

As long as you use the same computer, SurveyMonkey will remember which page(s) you have completed and take you to where you left off.
Please note: If you do not wish to receive further emails from me, please click the link below, and you will be automatically removed from my mailing list.

[Remove Link]

APPENDIX C

IMPLIED CONSENT FORM

Implied Informed Consent

Title of Project:  
Uncovering White Privilege: How does it affect our campus?  A Qualitative Study

I am aware that my participation in this survey implies my consent.  No signed informed consent forms will be collected in order to protect my identity.

I am aware that my role in participating in this study is to help the MSU community to better understand the impact of White privilege on leadership.  I have been informed that I will respond to an online survey about my perspectives of how White privilege affects my work as a college administrator that will take approximately thirty minutes.  I understand that I have been randomly selected and am being asked to participate in this study because of the important leadership that I provide as a member of the top two tiers of administration at Midwestern State University.  

I understand that there are anticipated risks and/or inconveniences associated with participating in this study.  I may be asked questions that are difficult to answer due to the sensitive nature of the subject.  I understand that I am free to decline to answer any question(s) that I am not comfortable answering.  I understand that, as with any qualitative research of a sensitive nature, there may be a fear of the loss of anonymity.  I understand that my responses will be linked to an identification number and that data will be aggregated and group themes identified to protect my anonymity.  I understand that I will be given a sample of the survey questions and background material so that I can prepare and be comfortable with the topic and format prior to taking the survey.  

The anticipated benefits that I will gain from this research will include the opportunity to examine how White privilege impacts my role as a leader and to gain a better understanding of my own racial identity.  

I have been informed that my responses will be linked to an identification number for initial analysis to protect my identity.  The institution that I represent will be assigned a pseudonym.  The investigator may publish the results of this study but data will be aggregated and group themes identified to protect my personal identity. 

I understand that my participation in this study is entirely voluntary.  Furthermore, I am free to withdraw from the study at any time I choose without embarrassment, difficulty or penalty.  

There will be no costs to me as a result of participating in this study, nor will I receive any compensation for participating.  

Questions regarding study procedures may be directed to Lynette Prieur Lo, Principal Investigator – 109 Wilder Hall (608.785.8535 or 779.4137), or Dr. Matthew J. Taylor, Faculty Thesis Advisor  - 331C Graff Main Hall (608.785.6450).  Questions regarding the protection of human subjects may be addressed to Dr. Bart Van Voorhis, Chair of the UW-La Crosse Institutional Review Board for the Protection of Human Subjects, (608.785-8124).

APPENDIX D

PRE-SURVEY INFORMATION SHEET

Pre-Survey Information Sheet

Websites:

· White Privilege:  Unpacking the Invisible Knapsack by Dr. Peggy McIntosh http://seamonkey.ed.asu.edu/~mcisaac/emc598ge/Unpacking.html
· Defining White Privilege by Kendall Clark http://www.whiteprivilege.com/definition/
Books:

· White Like Me:  Reflections of a Privileged Son by Tim Wise

· A Race is a Nice Thing to Have:  A Guide to Being a White Person by Janet Helms

· Lifting the White Veil by Jeff Hitchcock

· Privilege, Power, and Difference by Allan G. Johnson

· White Privilege:  Essential Readings on the Other Side of Racism by Paula S. Rothenberg

Videos:

· White Privilege 101 – by Dr. Eddie Moore, Jr. – available from the Office of Multicultural Student Services – 785-8225 and the Office of Campus Climate – 785-5092

· The Color of Fear by Lee Mun Wah – available from the Office of Multicultural Student Services – 785-8225

DVDs:

· Unraveling the Knot of Race by Dr. Allan G. Johnson – available from the Office of Multicultural Student Services – 785-8225 and Lynette Prieur Lo, Student Support Services – 785-8535

· Making Whiteness Visible by Dr. Shakti Butler – available from Beth Hartung, Office of Campus Climate - 785-5092
Definition Statements:

I have come to see White privilege as an invisible package of unearned assets that I can count on cashing in each day, but about which I was "meant" to remain oblivious. White privilege is like an invisible weightless knapsack of special provisions, maps, passports, codebooks, visas, clothes, tools, and blank checks.  - Dr. Peggy McIntosh

White privilege, a social relation
 1. a. A right, advantage, or immunity granted to or enjoyed by White persons beyond the common advantage of all others; an exemption in many particular cases from certain burdens or liabilities.  b. A special advantage or benefit of White persons; with reference to divine dispensations, natural advantages, gifts of fortune, genetic endowments, social relations, etc.
 2. A privileged position; the possession of an advantage White persons enjoy over non–White persons.
 3. a. The special right or immunity attaching to White persons as a social relation; prerogative.  b. display of White privilege, a social expression of a White person or persons demanding to be treated as a member or members of the socially privileged class.
 4. a. To invest White persons with a privilege or privileges; to grant to White persons a particular right or immunity; to benefit or favor specially White persons, to invest White persons with special honorable distinctions.  b. To avail oneself of a privilege owing to one as a White person. 
 5. To authorize or license of White person or persons what is forbidden or wrong for non–Whites; to justify, excuse. 
 6. To give to White persons special freedom or immunity from some liability or burden to which non–White persons are subject; to exempt. – Kendall Clark

APPENDIX E

SURVEY QUESTIONS

Survey Questions

1. Please describe your first experience with race.
2. We often look at our students of color based on their racial identity development. How often do you think about your racial identity?
3. What are your thoughts about your racial identity?
4. Do you think there is a racial problem in this country?
· [image: image2.png]


Yes
· No
· Other (please specify)
5. What experiences have informed this opinion?
6. Do you think there are racial problems on our campus?
· [image: image3.png]


Yes
· No
· Other (please specify)
7. What experiences have informed this opinion?
8. Why do you think we use the term "under-privileged" without ever talking about who the "over-privileged" are?
9. How does the U.S. foundational belief in "meritocracy" play a role in racial inequity?
10. What does it mean to be White? (personally or society as a whole)
11. What do you think White privilege is?
12. Why do you think White privilege exists?
13. What evidence have you seen that demonstrates that White privilege is real? 
14. How do you feel about White privilege?
15. Does White privilege contribute to racial inequity?
16. In your position, why do you think a personal commitment to racial issues is important?
17. Please describe the evolution of your personal commitment to racial issues both on campus and in the greater community.
18. What have you as an individual done in the past three years in your professional life to reduce the impact of White privilege, level the playing field and/or contribute to the diversification efforts at Midwestern State University?
19. What have you as an individual done in the past three years in your personal life to reduce the impact of White privilege, level the playing field and/or contribute to the diversification efforts at Midwestern State University?
20. Was there ever a race related issue that you dealt with that threatened your personal reputation or professional career?
21. How willing are you to ask for assistance when it comes to racial related efforts?
22. Who do you consult with regarding the issues that race brings to campus and why?
23. What are the benefits of diversity for a college campus?
24. What are the pitfalls or challenges of diversity for a college campus?
25. Do you have anything else that you would like to add to this conversation on race and privilege?
Appendix F
MCIntosh List of uNEARNED wHITE pRIVILEGES

List of Unearned White Privileges from Dr. Peggy McIntosh

1. I can, if I wish, arrange to be in the company of people of my race most of the time.

2. If I should need to move, I can be pretty sure of renting or purchasing housing in an area which I can afford and in which I would want to live. 

3. I can be pretty sure that my neighbors in such a location will be neutral or pleasant to me.

4. I can go shopping alone most of the time, pretty well assured that I will not be followed or harassed.

5. I can turn on the television or open to the front page of the paper and see people of my race widely represented.

6. When I am told about our national heritage or about "civilization," I am shown that people of my color made it what it is.

7. I can be sure that my children will be given curricular materials that testify to the existence of their race.

8. If I want to, I can be pretty sure of finding a publisher for this piece on White privilege.

9. I can go into a music shop and count on finding the music of my race represented, into a supermarket and find staple foods which fit with my cultural traditions, into a hairdresser's shop and find someone who can cut my hair.

10. Whether I use checks, credit cards or cash, I can count on my skin color not to work against the appearance of financial reliability.

11. I can arrange to protect my children most of the time from people who might not like them.

12. I can swear, dress in second hand clothes or not answer letters, without having people attribute these choices to the bad morals, the poverty or the illiteracy of my race.

13. I can speak in public to a powerful male group without putting my race on trial.

14. I can do well in challenging situations without being called a credit to my race.

15. I am never asked to speak for all the people of my racial group.

16. I can remain oblivious of the language and customs of persons of color who constitute the world's majority without feeling in my culture any penalty for such oblivion.

17. I can criticize our government and talk about how much I fear policies and behavior without being seen as a cultural outsider.

18. I can be pretty sure that if I ask to talk to "the person in charge," I will be facing a person of my race.

19. If a traffic cop pulls me over or if the IRS audits my tax return, I can be sure I haven't been singled out because of my race.

20. I can easily buy posters, postcards, picture books, greeting cards, dolls, toys and children's magazines featuring people of my race.

21. I can go home from most meetings of organizations I belong to feeling somewhat tied in, rather than isolated, out-of-place, outnumbered, unheard, held at a distance or feared.

22. I can take a job with an affirmative action employer without having co-workers on the job suspect that I got it because of my race.

23. I can choose public accommodation without fearing that people of my race cannot get in or will be mistreated in the places I have chosen.

24. I can be sure that if I need legal or medical help, my race will not work against me.

25. If my day, week or year is going badly, I need not ask of each negative episode or situation whether it has racial overtones.

26. I can choose blemish cover or bandages in "flesh" color and have them more or less match my skin.

Appendix G
Allen G. Johnson’s “What Privilege looks like in Everyday Life” 

What Privilege Looks Like in Everyday Life
· Whites are less likely than Blacks to be arrested; once arrested, they are less likely to be convicted and, once convicted, less likely to go to prison, regardless of the crime or circumstances.  Whites, for example, constitute 90 percent of those who use illegal drugs, but less than half of those in prison on drug-use charges are White.

· Although many superstar professional athletes are Black, in general Black players are held to higher standards than Whites.  It is easier for a “good but not great” White player to make a professional team than for a similar Black.

· Whites are more likely than comparable Blacks to have loan applications approved, and less likely to be given poor information or the run around during the application process.

· Whites are charged lower prices for new and used cars than people of color are, and because of residential segregation Whites have access to higher-quality goods of all kinds at cheaper prices.  

· Whites can choose whether to be conscious of their racial identity or to ignore it and regard themselves as simply human beings.  

· Whites are more likely to control conversations and be allowed to get away with it, and to have their ideas and contributions taken seriously, including those that were suggested previously by a person of color and dismissed.

· Whites can usually assume that national heroes, success models and other figures held up for general admiration will be of their race.

· Whites can generally assume that when they go out in public, they won’t be challenged and asked to explain what they’re doing, nor will they be attacked by hate groups simply because of their race.  

· Whites can assume that when they go shopping, they’ll be treated as serious customers, not as potential shoplifters or people without money to make a purchase.  When they try to cash a check or use a credit card, they can assume they won’t be hassled for additional identification and will be given the benefit of the doubt.  

· White representation in government and the ruling circles of corporations, universities, and other organizations is disproportionately high.

· Most Whites are not segregated into communities that isolate them from the best job opportunities, schools and community services.  

· Whites have greater access to quality education and healthcare.  

· Whites are more likely to be given early opportunities to show what they can do at work, to be identified as potential candidates for promotion, to be mentored, to be given a second chance when they fail, and to be allowed to treat failure as a learning experience rather than as an indication of who they are and the shortcomings of their race.

· Whites can assume that race won’t be used to predict whether they will fit in at work or whether teammates will feel comfortable working with them.

· Whites can succeed without other people being surprised.  

· Whites don’t have to deal with an endless and exhausting stream of attention to their race.  They can simply take race for granted as unremarkable to the extent of experiencing themselves as not even having a race.  Unlike some of my African-American students, for example, I don’t have people coming up to me and treating me as if I were some exotic “other” gushing about how “cool” or different I am, wanting to know where I’m “from,” and reaching out to touch my hair. 

· Whites don’t find themselves slotted into occupations identified with their race likes Blacks are slotted into support positions or Asians into engineering, for example.

· Whites aren’t confused with other Whites, as if all Whites look alike.  They’re noticed for their individuality, and they take offense whenever they’re characterized as members of a category (such as “White”) rather than being perceived and treated as individuals.

· Whites can reasonably expect that if they work hard and “play by the rules,” they’ll get what they deserve and they feel justified in complaining if they don’t.  It is something other racial groups cannot realistically expect.
(Johnson, 2001, pp. 27-30)
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