
1. The role of Social Justice in your course teaching & research  

Social Justice plays a pertinent role in our programme at Salomons and forms the backdrop to our  
commitment to Equality, Diversity and Inclusion (EDI) in general, including that with respect to  

teaching and research. As such, we aim to be anti-discriminatory in our ethos and approaches. Much of 

the models in our teaching are informed by understandings of social dimensions to human  

functioning. We understand Social Justice to be a central tenet in the undertaking of informed,  

meaningful, valid and reliable research and, in the provision of course teaching that is also informed  

and meaningful and, sets out to provide an experience that enables the trainees to qualify as confident  

and competent critical and reflective clinical psychologists who are able to consider and hold a  
multitude of perspectives simultaneously in order to best meet the needs of their clients and their  

families.   

2. How you have addressed issues of Equality, Diversity & Inclusion  

Our widening access work on the programme has been established for almost two decades (further  
details below) and the relatively recent appointment of our Equality, Diversity and Inclusion (EDI) Lead  

enables us to build upon this work. This EDI and Principal Lecturer post is permanent in our team and 

is at a senior level, facilitating high level experience, skill and capability, thus enabling efficiency and 

power to make positive change in a timely way. As such, the post holder reports to the Programme  
Director. In order to support the maintenance of the work, the post-holder is supported by an  

experienced ethnically minoritized consultant external to the programme who is of a differing age and  

gender to the post holder, enabling a broader perspective on the EDI strands to be held. The post  
holder also accesses peer support with colleagues (external to the programme), but in similar roles  

across the Clinical Psychology community and partnership.   

It is a part-time role at 0.6 full-time-equivalent (3 days per week) with core responsibilities associated  

with the Principal Lecturer role and that related to EDI. This post holds responsibility for all strands of  
EDI, as identified in the Social GGRRAAACCEEEESS model of Burnham (2012) e.g. Gender, Race, Ability,   

Class and Sexuality. In addition, it pertains to all aspects of the course programme; assessment and  

management, placements and supervision, course curriculum, research and audit (operationally and in  

support of trainees as part of their training), staff recruitment and training, experts-by-experience,  

policy and procedure, programme handbooks and documents, dissemination of findings, reporting on  

progress and responses to enquiries about the same. We appointed to this post in November (2021)  

and initiated our pathway plan by creating a framework to structure the work ahead (please see fig.1  
below).   

In order to facilitate a coordinated approach to the process, our EDI Lead is in the process of  

establishing an EDI committee to become a formal part of our programme management infrastructure.  

This will give EDI an equal level of priority to the existing core elements of the programme. The  current 

plan is that staff team members will hold leadership responsibilities for the various differing  EDI 
strands (currently Ethnicity, Accent & Culture, Physical Health & Sensory Needs, Gender, Class &  Caste, 

Ability & Age, Mental Health, Spirituality & Religion), alongside trainee representatives, working  

collaboratively in our endeavors to ensure that all aspects of identity can be attended to in an  
equitable way. From this, smaller ‘working groups’ may be formed to enable closer project focus on  

each EDI strand; facilitated by its identified staff EDI strand leads. Whilst the EDI Lead will also lead on  

some of the EDI strands personally, it will be a core part of the EDI role to hold overarching  

responsibility for the strands more broadly, supporting colleagues and trainees with their respective  
EDI or identity strands accordingly. The committee will have a range of stakeholders as members,  

including trainees, experts by experience, newly qualified alumni, Trust colleagues as well as  
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programme staff. This committee will plan and, commission work necessary to build on the EDI work  



already in place.   

There are a number of projects and initiatives underway in service of our plan including the following:  

Internal Staff Development  

Staff development, supervisor training, and extra-curriculum opportunities for trainees have included  

Trans Cultural Therapy training from the African Therapy Centre, as well as funding opportunities for  
other specialist workshops for both staff and supervisors (E.g. Anti-racist group work training at the  

IGA (Institute of Group Analysis)). Annual CPD for staff and supervisors now includes workshops  

relating to anti-discriminatory approaches to practice, including gender, class and race as well as  

disability. We have also developed a workshop on anti-racist management for our staff team and have  

a date scheduled to deliver this.   

Trainee Selection  

We have been using the Protected Characteristics of Ethnicity, Disability and Gender under the  

Equality Act when applicants are tied during our selection processes for several years. Contextual  

admissions for entry to the programme is being piloted and planned to be in place for the next  

selection process. We are also in the process of having discussions with colleagues across the courses  

in order to better understand some of the changes and processes that they have in place and to share  

our good practice.   

Placements and Supervision  

In supporting trainees with disabilities, the programme has in place a plan to facilitate placement 

based teams to understand the key issues of particular conditions before trainees join them. In cases  
where the needs of trainees may be particularly atypical and not yet well understood by the  

programme community (e.g. regarding hearing or visual needs), the programme has already provided  

and is committed to providing training for placement-based teams, programme staff and trainee  

colleagues.   

Placement allocation takes account of a trainee’s racial background, so that we aim to send trainees to  

placements in areas where they feel safest (e.g. we do not send a Black trainee to a White rural area  

for placement).   

Supervisor Training & Development  

We have developed a workshop around anti-racist supervision for placement supervisors. This training  
has been delivered for the past two years and this year we were able to incorporate the outcomes  

from the survey that we asked our current trainees to complete. Specifically, it asked them about their  
experiences of supervision in the context of ethnically minoritized trainees and clients and, what  

trainees thought supervisors needed to know and learn, in order to support their learning and  

development whilst on a placement. We were also able to create video interviews and blog articles  

with trainees, sharing their thoughts, and experiences of the same for use in both this and the training  
for our staff team. We are in the process of exploring how these resources may be shared with the  

wider supervisory community, taking account of the potential consequences and implications for those  

involved.  
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As a result of concern expressed by workshop attendees about the lack of access to ethnically and  

culturally informed ‘supervision for supervision’ and, in response to concern expressed by our trainees  



about their experiences, we plan to offer some consultation spaces. One of these is a regular group  

consultation space to supervisors grappling with providing ethnically and culturally informed and  
sensitive supervision. In addition, a 3-way, time-limited consultation space is to be made available by  

request of the trainee and/or the supervisor where their joined attempts at attending to ethnicity and  

culture in their supervisory relationship is feeling unhelpful or not to be meeting the needs of the  

trainee.   

Extra Curricular and Needs-based Opportunities for Trainees  

In support of our trainees who self-identify as having unmet needs related to gender identity, we have  

commissioned an organization called Gendered Intelligence to provide confidential support sessions.  

This support is for any trainee who would welcome a thinking space around their gender identity and  

is accessed directly via the organization itself to preserve anonymity, where preferred by the trainee.   

As referenced at the beginning of this document, we developed a programme for Widening Access to  
CP training over 10 years ago. This has regular meetings with two key members of staff and trainees,  
designed to allow and encourage development of new ideas and networks as well as discussing  
experiences of getting on to training, being a ‘under-represented’/minority trainee and thinking about  
‘during training’ issues and support. This group has:   

• Made a podcast for Discursive of Tunbridge Wells (Salomons’ blog) about experiences of being  

a BAME / male / disabled trainee. (Ethnicity, gender and disability are the three protected  

characteristics that are under-represented in our trainee cohorts).  

• Contributed to the London-wide schools project: setting up schools database, offering career  

talks by trainees (“Schools Champions”) to schools that identify themselves as having under 

represented (class, race, male, disability) students, some of which have included doing  

additional teaching re Clinical Psychology topics to A level students. Evaluation of this is sent  

to Kat Alcock for central processing. Also did trainee talks to undergrads but this stopped to  

focus on further ‘upstream’ i.e. earlier stages such as schools.  

• Contributed to ‘Valued Voices’ London-wide mentoring network, running reflective practice  

workshops for aspiring BAME psychologists.  

• Contributed to London-wide, evaluated annual event for BAME aspiring psychologists (“Is  

Clinical Psychology for Me?”), taking turn to organise whole event and presenting at events  

organised by other London   

programmes.  

The Widening Access group has been run in lunchtime slots, taken personal time from staff and  
trainees to engage with, and generally run without a budget for its activities. Future plans include a  

programme newsletter and trainee representatives leading on particular projects and initiatives.   

The above work stands as an example of the work that may be undertaken by the ‘working groups’  

that are to be established as part of the EDI committee. Under the direction of our EDI Lead, we plan  

to support the development of all of the strands of EDI in a similar way over time, taking account of  

and incorporating elements of intersectionality as deemed appropriate.   

3.What steps you have taken to decolonise the curriculum? (pPlease include any University-wide  

policies, documents or initiatives.) 
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Generally, our programme aims to provide a training experience that educates on and raises  
awareness of the discriminatory practices that are known to exist and enables trainees to notice and  
then speak up and out in the face of said discriminatory practices, in order to contribute towards  



systemic change within Clinical Psychology practice and the NHS. We will provide this experience by  
use of various methods to include video, articles, direct teaching and most importantly, the voices of  
ethnically minoritized Experts by Experience. This learning is relevant both in individual (being aware  
of own capacity for entering a racist or prejudiced state of mind), multi-disciplinary team, wider  
network/partnerships (being able to recognise institutional racism) and operational (being able to  
recognise systemic racism) and, then actively challenge this. In so doing, we set out to engender the  
Allyship (Kivel (2022), Reynolds (2011)) and Anti-racist approaches to practice in our trainees. We  
regularly collate feedback from trainees about their experiences of teaching and adaptations and  
changes are made for the following year in accordance with this. In so doing, our trainees (white and  
ethnically minoritized) will be contributing to the NHS workforce in a way that stands alongside the  
ethnically minoritized voices of colleagues, users of services and their families and carers to make  
‘lighter work’ of the work and journey towards anti-racism and a decolonised NHS healthcare. Having  
spent the initial time in post learning about the programme and taking up leadership around the  
initiatives and projects that are already in place, this is one area that our EDI Lead is looking to attend  
to more closely in the future.   

One initiative that was introduced in the previous academic year (2020-2021) was a reflective group  

space specifically for the purposes of attending to matters of ethnicity and culture in clinical practice.  

This space exists in addition to our existing reflective group spaces (8 sessions for each year group), for  

all trainees and is entitled ‘Thinking Space for Racism’. In order to create a space where trainees of  

colour are less likely to feel a pressure or burden to ‘rescue’, or ‘educate’ white peers and increase the  

likelihood of being able to attend to their own learning needs, these spaces are facilitated according to  

self-identified groupings of those ethnically minoritized and not. This was established in collaboration  

with current trainees. The thinking spaces are regularly facilitated by individuals with expertise in the  

field and provide a dedicated space for all to learn, develop and grow in the context of antiracist  

practice. These groups have grown from our stablished ‘Difference, Diversity and Social Inequalities’  

teaching unit. This teaching unit, runs across all three years of the the Clinical Psychology training and  

aims to equip students with the following primary competencies:   

• To develop clinical, professional and research skills appropriate for working with people  
from ethnic and cultural backgrounds different to their own  

• To be able to practice in a way that sits in alignment with and, attends to wider policy  
agendas such as that identified within the ‘Action Plan to Improve Equity of Access and  
Inclusion for Black, Asian and Minority Ethnic Entrants to Clinical Psychology Training’  
document and attends to the associated implications for clinical practice and the importance  
of allyship within the NHS  

• To have a thorough understanding of the influence of power, its role in relational  
differences and to practice in ways which empower the client and their family/carers as  
appropriate.   

Speakers and Lecturers  

We provide direction for all speakers/lecturers (internal and external to the programme) to attend to  

matters of ethnicity and culture in teaching and ask for feedback from trainees on the extent and  

quality of this. Recent feedback to our EDI Lead suggests that this is an area that requires further  

development and plans are underway to consider how we might attend to this element in a way that  

means that the teaching can be experienced as rich and authentic across the curriculum. Thus far, we  

have identified the speakers who have received particularly positive feedback around this and our EDI  
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Lead is in the process of planning a way forward for another initiative to enable those approaches and  
ideas to be collated and shared with those who feel less competent in incorporating this into their  

teaching.   



Teaching   

Our long-standing teaching unit on Diversity, Difference and Social Inequalities continues to evolve and  

develop in response to feedback from our trainees and lecturers and indeed the wider societal  
landscape. This is a unit that has (generally) received positive feedback historically and continues to  do 

so. In response to concerns expressed by our trainees with regard to Gender Identity, future plans  

include our EDI Lead looking more closely at the teaching in and around Gender, Sex and Sexuality.  

The rationale is to review trainee practice-based learning needs in relation to these aspects of identity  
and the differing ways in which the programme may attend to this.   

Wider University  

Canterbury Christ Church University (CCCU) pertains to “value diversity and believe that everyone  
deserves an equal opportunity to succeed. Equality, diversity and inclusion are central to our ethos and  
underpin everything that we do.” As part of this ethos, a ‘Closing Our Gap’ campaign has been  
established to work to ‘reduce the attainment gap between white students and Black, Asian, Mixed  
Heritage and Minority Ethnic students through our inclusive curriculum, academic research and the  
engagement opportunities that are available to students, staff and our wider academic community.’  
CCCU is engaged in an initiative to support Black, African and Asian undergraduates to ‘Close The Gap’  

(the name of the initiative) between the profile of grades they achieve and those that their white  
fellow students achieve. See more here: https://www.canterbury.ac.uk/black-history-365/closing our-
gap   

We would like to offer funding to undergraduate psychology students from disadvantaged  
backgrounds (e.g. BAME, low SES, students with caring responsibilities) to pay them to assist us on the  
DClinPsychol programme with some of our teaching endeavours. We will identify the workshops that  
it is appropriate for these undergrads to assist with, and could offer paid hours that give them some  
insight into the training experience and the language and nomenclature that is common in the  
discussion training groups. A review of this initiative is required due to changes in our funding stream.   

Our overall plan to decolonise the curriculum will be guided by our EDI committee and by the SOAS  
Toolkit (2018), including looking at our assessment practices. The process will be informed by a  
‘Decolonising our Curriculum Health Check’ which can be seen here:  
https://www.canterbury.ac.uk/asset-library/BH365-and-bridging-the-gap/Decolonising-the 

curriculum-a-health-check.pdf which was created by our university ‘Closing the Gap’ group. This is a  
tool to help course teams explore the diversity of their course/module(s) and to embed inclusivity 
and  decolonise the content to enrich the student experience. We have also employed used the 
School of  Oriental and African SOAS Decolonisation of Curriculum guide. We continue this essential 
work being  mindful that timetables and examination processes are in place and, change cannot 
happen quickly  due to regulatory procedures and due process. With this, the planning and intentions 
need  consultation and proper interrogation before change can be proposed in detail. The 
employment of  our EDI Lead has been an important step in getting the structures in place so that 
systemic change can  take place, which is a priority for us. The EDI committee will support the 
development of measures  to monitor change and improvements. Our EDI Lead will be leading on 

this.   

4. Any other steps/commitments you’ve taken to ensure the inclusivity of your course 
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We continue to meet, consult and liaise regularly with trainees within their cohorts, in our programme  

committee meetings, meetings with managers and separately, our EDI Lead to hear the experiences,  

views and perspectives of trainees on our programme to enable positive changes to be made, in  
accordance with the principles and guidance set by the wider university, Health Education England and  



the British Psychological Society.   

We are also in the process of having discussions with colleagues and partners across the clinical  
psychology training community network in and around all aspects of EDI. The rationale for this is  

multi-faceted in that it enables us to better understand some of the changes and processes that others  

have in place, to develop an awareness of the effectiveness and validity of such changes and ensure  

that we are open to ideas for development that may not have been generated within our team. In so  
doing, we create an opportunity to share our good practice with others and work jointly on projects of  

shared interest in order to improve efficiency and best utilize the funds available to us all. All of this is  

in service of the broader shared responsibility that we all have towards improving EDI within clinical  

psychology.   

Our programme for EDI needs annual review to ensure it is staying relevant and responsive, to needs  
in services, to changes in profile of trainee cohorts, to developments and changes in pedagogical  
approaches, and to national developments in the NHS and the training community.  
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