Addressing Anti-Black Racism in an Academic Preterm Birth Initiative: Perspectives from a Mixed Methods Case Study

Table 1. PTBi anti-racism goals, examples of anti-racism activities, and case study domains
	PTBi anti-racism goals
	Example anti-racism activities
	Domain

	Continue to be constantly aware of the trauma our Black colleagues and community members face on a daily basis
	· Hosted in-depth bi-monthly racial equity trainings
· Facilitated leadership racial equity assessments
	Trainings and competencies

	Ensuring our whole staff recognize the great power that each one of us hold in inspiring and creating change for good
	· Provided support through racial affinity group training sessions
	· 

	Developing more ways to support and hold space for our Black colleagues, community advisory board members and partners
	· Created protocol for community research summaries and inclusion of community members as co-authors on academic publications
	Organizational commitment

	Continue elevating strength, resilience, and an asset-based framework
	· Launched community-designed public awareness campaign with strengths-based focus on Black and POC birth
· Funded evaluation of anti-racism activities
	· 

	Tightening our focus on Black-led and Black-focused birth research
	· Recruited more Black postdoctoral fellows
· Focused funding on Black community
	· 

	Continue hiring more Black staff and faculty
	· Recruited more Black postdoctoral fellows also supporting a faculty pipeline
· Hired Black Associate Director
	Practices

	Continue elevating and championing the voices and work of Black team members, researchers, providers, and advocates at UCSF and at-large
	· Transitioned more community-based staff from contract to career positions
· Allocated professional development funds for all staff
	· 

	Continue calling out racist systems and educating non-Black researchers and academics on how they can begin to dismantle racism within their research programs and organizations
	· Created a value statement about commitment to racial equity
· Shared lessons learned about anti-racism practices with partners
· Supported community-led research symposia and events
	External partnerships and communications

	Continue developing our community workforce and capacity building programs and hiring from the communities we invest in whenever we can
	· Contracted with primarily POC-led businesses
· Hired former community-partner as Executive Director
	· 


PTBi, California Preterm Birth Initiative; POC, People of color; UCSF, University of California, San Francisco 

Table 2. PTBi anti-racism case study domains, topics, and illustrative quotes 
	Domain
	Topic
	Illustrative quotes

	Trainings and competencies 
	Trainings
	It could be re-traumatizing sometimes going through those things, and I don't know that necessarily the White colleagues understand that to the same kind of depth or level. [POC]

	
	Competencies 
	[White colleagues are] all for [anti-racism] in the moment of the racial equity training, but it maybe doesn't come to fruition in practice when dealing with staff or community or other colleagues. [POC]

	Organizational commitment
	Leadership
	We have to be willing to turn the mirror on ourselves and say, “Well, where is it that we are participating in White supremacist structures?” [POC]

	
	Strategy and committed resources
	Things just aren't transparent all the time. They're getting better, but in terms of the budget, the staff was kind of not aware of how much different teams are spending... I think, sometimes there's an assumption that the staff knows what's going on. [POC]

	
	Inclusive environment
	I am figuring out where I fit in terms of anti-Blackness as someone who is racially ambiguous, and how people treat me because of that. And figuring out when I should speak up on behalf of some of the Black people or help them elevate their voices or am I going to take a step back. [POC]

	Practices 
	Recruitment and hiring 
	The staff was really disappointed [about PTBi’s search for Black faculty]. Because it was like, “We're looking for someone,” and then we never hired anyone, and the staff never really got an update about that at all… So, people were like, “Are we still committed to [hiring Black faculty]?” [POC]

	
	Professional development 
	It would be nice to have time to really think about, “What do I want to do next and how can PTBi help with that?” Whether that's doing some trainings or whatever… Figuring out [university] pathways or in other places. [POC]

	
	Integrating racial equity strategies 
	[PTBi] does a great job at calling things out such as racism and needs more work to operationalize how the initiative will be focusing on aligning current research projects and goals, and allocation of resources to align with its new mission. [POC]

	External partnerships and communications 
	External communications
	[We need to] articulate why we are focusing on anti-Blackness and not other forms of anti-racism. I agree with this approach, but I do not believe that it has been strongly articulated. [POC]

	
	Partnerships 
	We looked at what percentage of our funds go towards community partnership [efforts], and it was 5%, which really doesn't sound very good. [PWP]


PTBi, California Preterm Birth Initiative; POC, Person of color; PWP, Person with White privilege 

Table 3. PTBi anti-racism survey indicators in descending agreement: Competencies and Organizational commitment domains (N=27)
	
	Agree
	Disagree
	Not sure

	Competencies
	n (%)
	n (%)
	n (%)

	I understand America’s legacy of racial inequity and anti-Blackness and its link to health outcomes.
	26 (96)
	0 (0)
	1 (4)

	I know how to recognize anti-Blackness and racism in my workplace.
	25 (93)
	1 (4)
	1 (4)

	I believe that PTBi faculty and staff have a basic understanding of racial equity, including anti-Black racism.
	25 (93)
	1 (4)
	1 (4)

	I know what to do when I see anti-Blackness and racism playing out at work. 
	25 (93)
	1 (4)
	1 (4)

	It is my responsibility to advance racial equity and address anti-Blackness in my work.
	22 (81)
	4 (15)
	1 (4)

	I feel capable of discussing anti-Blackness and racism at work with my colleagues.
	14 (52)
	5 (19)
	8 (30)

	Organizational commitment
	n (%)
	n (%)
	n (%)

	PTBi leadership has demonstrated a commitment to advancing racial equity and addressing anti-Blackness.
	25 (93)
	2 (7)
	0 (0)

	PTBi leadership is equipped to participate in internal and external conversations around racial equity and anti-Blackness.
	21 (78)
	4 (15)
	2 (7)

	PTBi fosters an environment in which the full identities of individuals, different cultures, racial, ethnic, and educational backgrounds, as well as different sexual orientations, ages, and genders are valued and respected.
	21 (78)
	4 (15)
	2 (7)

	PTBi prioritizes funding to support Black-led community-based research.a
	12 (46)
	8 (31)
	6 (23)

	PTBi has monitoring and evaluation plans, including indicators of progress, to measure its impact on advancing racial equity and addressing anti-Blackness internally.a
	10 (38)
	9 (35)
	7 (27)

	[bookmark: _Hlk94939915][bookmark: _Hlk94939950]PTBi has strategies in place to advance racial equity and address anti-Blackness with clear actions, roles, and responsibilities.a
	9 (35)
	11 (42)
	6 (23)

	[bookmark: _Hlk94939974]PTBi has committed sufficient allocation of resources, including staff time, to advancing racial equity and addressing anti-Blackness.a 
	8 (31)
	12 (46)
	6 (23)


PTBi, California Preterm Birth Initiative
a N=26; one survey response missing 

Table 4. PTBi anti-racism survey indicators in descending agreement: Practices and External partnerships and communications domains (N=27)
	
	Agree
	Disagree
	Not sure

	Practices
	n (%)
	n (%)
	n (%)

	I understand my role in advancing racial equity and addressing anti-Blackness within the PTBi.
	22 (81)
	4 (15)
	1 (4)

	I am familiar with the ways the PTBi is implementing its commitments to advancing racial equity and addressing anti-Blackness.a
	15 (60)
	6 (24)
	4 (15)

	There are opportunities within the PTBi for individuals from underrepresented racial groups to hold positions of leadership and decision-making.
	23 (85)
	3 (11)
	1 (4)

	PTBi prioritizes the recruitment and hiring of Black-identified individuals, including for all funded studies and projects.
	16 (59)
	4 (15)
	7 (26)

	There are opportunities within the PTBi for individuals from underrepresented racial groups to receive mentorship, coaching, and support.
	13 (48)
	6 (22)
	8 (30)

	PTBi incorporates racial equity knowledge, skills, and practices into performance objectives (such as job descriptions and work plans), and evaluations for staff and faculty.
	7 (26)
	14 (52)
	6 (22)

	External partnerships and communications
	n (%)
	n (%)
	n (%)

	I believe that PTBi’s funded partners have a basic understanding of racial equity, including anti-Black racism.
	25 (93)
	0 (0)
	2 (7)

	I can articulate PTBi’s commitment to advancing racial equity and addressing anti-Blackness to external partners.a 
	21 (84)
	2 (8)
	2 (8)

	PTBi makes deliberate efforts to build the leadership capacity of community-based partners to advocate for issues related to racial equity and anti-Blackness.
	14 (52)
	5 (19)
	8 (30)

	PTBi dedicates sufficient resources to external communications focused on advancing racial equity and addressing anti-Blackness.b
	12 (46)
	8 (31)
	6 (23)


PTBi, California Preterm Birth Initiative
a N=25; two survey responses missing
b N=26; one survey response missing

