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Welcome to the Final Event
Beyond Barriers ςLeadership 

Development Programme 



Programme Timeline



Diversity in Childrenôs Services Leadership Teams 

Beyond Barriers
Leadership Development Programme
Programme Highlights 

30 Cohort members 
completed a 9-

month leadership 
journey 

Workplace mentoring 
and reflective 360 

assessments 
supporting growth 

4 Face to face events 
with workshops and 
inspirational keynote 

speakers 

9 online seminars 
focused on leadership 

competencies 

Group collaboration 
working to 

demonstrate learning 
experiences to present 

to the region



ProgrammeHighlights 

Keynote Speakers

Jane Moore
Chief Executive Officer 

Leicestershire County Council 

Colin Foster
Chief Executive Officer

bƻǊǘƘŀƳǇǘƻƴǎƘƛǊŜ /ƘƛƭŘǊŜƴΩǎ ¢Ǌǳǎǘ

Teresa Hills
Directors of Operations
Luton Borough Council 

Claire Bale 
Director of Education

Nottingham City Council  

Laurence Mackie-Jones
Strategic Director, Social Care 

& Education
Leicester City Council 

Sarah Nardone
Corporate Director for Children 

& Education Services 
Notttingham City Council 

Melanie Barnett
5ƛǊŜŎǘƻǊ ƻŦ /ƘƛƭŘǊŜƴΩǎ {ŜǊǾƛŎŜǎ 

West Northamptonshire Council 



ProgrammeHighlights 

Workshop Leads 

Pete Chilvers
RIIA Strategic Coordinator 

Beyond Barriers Programme
Author & Projects Coordinator 

Chris Murray
/9hΣ ƻŦ ¸ƻǳƴƎ tŜƻǇƭŜΩǎ CƻǳƴŘŀǘƛƻƴ 

Trust & Associate of The Staff College

Nicci Collins
Strategic Lead for Transformation 

and Commissioning 
Leicestershire County Council 

Kate McKenna
RIIA Associate & Workforce Lead

Saj Zafar
Leadership Psychologist

Founder- LeaderHership
Academy



ProgrammeHighlights 

Online Lead Facilitators 

Kul Mahay
Leadership Speaker 

Culture and 
Diversity 

Gayle Hudson
Experienced Coach, 
Trainer & Facilitator 

Jeffrey Wotherspoon
Accredited Executive & 

Leadership Coach

Davina Quinlan & Lara Timms
Service Manager & Assistant 
Director Quality & Practice 

bƻǊǘƘŀƳǇǘƻƴǎƘƛǊŜ /ƘƛƭŘǊŜƴΩǎ ¢Ǌǳǎǘ 

Professor Ivan Browne
Formerly Director of 

Public Health for 
Leicester City 

Rachna Vyas
Chief Operating Officer for the 
LLR and ICB and Deputy Chief 

Executive 

Rasheed Pendry 
5ƛǊŜŎǘƻǊ ŦƻǊ /ƘƛƭŘǊŜƴΩǎ {ŜǊǾƛŎŜǎ 

Solihull Council

Sukriti Sen
5ƛǊŜŎǘƻǊ ƻŦ /ƘƛƭŘǊŜƴΩǎ ŀƴŘ 

Education Services
Coventry City Council 

Andy Smith &  Alison Parkin
Strategic Director for People 
services & Director of Finance

Derby City Council 



Additional ProgrammeSupport 

East Midlands Local Authority Mentors 

Hayley Carter- Mentoring support Khalid Mahmood ïRIIA ProgrammeManager Jodie Wilson- Project Support 

ProgrammeHighlights 

Suanne Lim - Sharon Green-
Dr Richard Martin-

Bindy Siddhu 
Emma Steeples 

Damian Elcock- Sophie Maltby-
Amy Smith- Julia Khoosal

Jane Moore- Tim Browne-
Sharon Cooke- Nicci Collins

Kirsty Forrester-
Laura Bonner 

{ŀǊŀƘ ²ǊƛƎƘǘπ
9ƭŀȅƴŜ ²ŀƭƪŜǊ

Rachel Miller- Amanda 
Collinson- Pom Bhogal-

Claire Sampson

Davina Quinlan-
Ammanda Walsh

Stuart Timmiss-
Colin Foster

Melanie Barnett 

Stuart Timmiss-
Ben Pearson

Special Mentions to :



Agenda

9.00am 

фΦпрπмлΦллŀƳ 

10.00- 11.00am 

12.15ς1.15pm

1.15- 2.45pm 

2.45- 3.00pm 

Registration & Refreshments

Welcome- Colin Foster  

BreakммΦллπммΦмрŀƳ

11.15-12.15pm

Sarah Nardone & Melanie Barnett

Lunch- additional Colleagues to join 

Close4.00- 4.15pm 

Break

3.00- 4.00pm 

tǊƻƧŜŎǘ tǊŜǎŜƴǘŀǘƛƻƴǎ ϧ aŀǊƪŜǘ tƭŀŎŜ

Certificate Ceremony

Workshop- Unlocking Interview Success
Nicci Collins 

Agenda



Sarah Nardone

Guest Keynote Speakers- Leading through change and encouraging innovation 

Corporate Director for Children 
and Education Services
Nottingham City Council 

aŜƭŀƴƛŜ .ŀǊƴŜǘǘ 
5ƛǊŜŎǘƻǊ ƻŦ /ƘƛƭŘǊŜƴΩǎ {ŜǊǾƛŎŜǎ

West Northamptonshire Council 



LEADING THROUGH 
CHANGE & 
ENCOURAGING 
INNOVATION
Empowering diverse 
leaders to shape the 
future



1. Leading through change with authenticity and courage

2. Encouraging innovation through inclusive leadership

3. Strengthening our collective impact 

Overview

12



13

The Reality of Leading Through Change

Change is constantðbut for some leaders the landscape can feel 
even more complex.

Åchallenging structural barriers, 

Årewriting narratives, and 

Åcarrying the expectations 

Change requires three things:

ÅClarity in what we want to transform

ÅConfidence in our leadership

ÅCommunity to stand alongside us



Your Identity Is a Leadership Advantage

14

But your identity is not a barrier, it is a strategic strength.

What gives us an edge?

ÅLived experiences that sharpen empathy

ÅA global perspective

ÅCultural intelligence

ÅDeep resilience developed through navigating adversity

ÅStrong community-rooted values

Innovation thrives when different perspectives enter the room.



1. Lead with Purpose

Anchor every decision in your values and the outcomes you want to
achieve. Purposecreates stability in uncertain times.

2. Communicate with Transparency

Clear and honest communication builds trust especially when guiding
teams through ambiguity.

3. Stay Adaptive

Change demands flexibility. Leaders who learn, unlearn, and relearn stay
ahead.

4. Model Courage

Couragedoesnôtmean having no fearðit means acting despite it.

Leading Through Change: Key Principles

15
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Encouraging Innovation

Innovation starts with mindset . Innovative cultures thrive when leaders:

ÅInvite diverse perspectives

ÅChallenge ñthe way things have always beenò

ÅCreate psychological safety

ÅAllow space for experimentation and failure

ÅReward curiosity

Your cultural lens gives you unique ideas about how services, systems or 
communities can operate better. Use it. Celebrate it. Trust it.



The Power of Inclusive Leadership

17

Inclusive leaders donôt just value difference, they activate it.

Inclusive Leadership Behaviours :

ÅListening deeply, especially to underrepresented voices

ÅSharing opportunities and sponsorship

ÅCreating environments where people feel seen, heard, and 
respected

ÅConsciously disrupting bias

When inclusion is the norm, innovation becomes the outcome.



Common barriers:

ÅUnderrepresentation

ÅAssumptions about capability

ÅLimited access to networks

Overcoming Barriers

18

How can we respond:
Build strategic alliances
Seek mentors and sponsors
Prioritisewellbeing and boundaries
Develop leadership resilience
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Driving Innovation Within Your Teams

Encourage your teams to think differently by:

ÅHolding ñinnovation conversationsò asking ñWhat ifé?ò

ÅGiving people permission to try, test, and learn

ÅEmpowering staff to identify solutions they see on the ground

ÅSpotlighting diverse innovators

ÅConnecting teams to community voices

Innovation is a culture ïnot an event. 



What is Your Leadership Legacy

What is Your Leadership Legacy

20

Table discussion



As you continue leading through change, remember:

Summary

21

Your leadership is 
innovation in motion.

Your ideas can
transform systems.

Your presence is powerful.



Refreshment Break  

11.00- 11.15am



Nicci Collins 
{ǘǊŀǘŜƎƛŎ [ŜŀŘ ŦƻǊ ¢ǊŀƴǎŦƻǊƳŀǘƛƻƴ ŀƴŘ /ƻƳƳƛǎǎƛƻƴƛƴƎ 

Workshop Lead- Unlocking Interview Success

https://prezi.com/view/DInHegC6deOlbOvrWwVZ/?referral_token=jZF0uLlnB3FN

Leicestershire County Council 

https://prezi.com/view/DInHegC6deOlbOvrWwVZ/?referral_token=jZF0uLlnB3FN


Advanced Leadership  - Workshop 3
Unlocking (interview) success:
Generic Leadership Thinking & A 
Diversity Perspective

17th March 2026

With Nicci Collins

Strategic Lead

CFS Senior Management EDI Ally







Χ

DO YOU KNOW YOURSELF 
WELL ENOUGH TO DO THIS?

!w9 ¸h¦ /hbCL59b¢ 
9bh¦DI ¢h 5h ¢IL{Κ



Know yourself ς
selling your 

authentic self & 
taking control



What you 
believe may be 
impacting how 
you behave on 
the journey?



Impact of the 
Imposter and 

systemic 
barriers ςa 
ΨǊŜŀƭΩ ŜȄŀƳǇƭŜ











Task 2: Rewrite the application using this knowledge 4

!ǇǇƭƛŎŀǘƛƻƴ п ŜȄǘǊŀŎǘΥ ά²Ƙƛƭǎǘ L ŘƻƴΩǘ ƘŀǾŜ ǎǇŜŎƛŦƛŎ ƳŀƴŀƎŜƳŜƴǘ ǘǊŀƛƴƛƴƎΣ L ǿƻǳƭŘ ōŜ 
eager to pursue training opportunities in management. I would like to highlight that I 
regularly attend senior management meetings and disseminate information and use 
learnings in POD meeting to develop practice, and so in this way demonstrate 
ƭŜŀŘŜǊǎƘƛǇ ōŜƘŀǾƛƻǳǊǎΦέ

!ǇǇƭƛŎŀǘƛƻƴ р ŜȄǘǊŀŎǘΥ άL ŀƳ ŀƴ experienced and passionate Qualified Social Worker 
with extensive (15 years) experience in child protection, policy, procedures and laws. 
I am hard working and dedicated to working directly with children and families with 
excellent communication and team working skills I am currently employed as a 
Senior Practitioners in a busy Child Protection Team. 

L ŀƳ ŀƳōƛǘƛƻǳǎ ŀƴŘ ŘŜǘŜǊƳƛƴŜŘ ǘƻ ǎǳŎŎŜŜŘΧ ά

Now demonstrating VALUES, KNOWLEDGE AND SKILLS



And preparation 
for interview is 
inherent to the 

application 
process ςValues, 
Knowledge and 

Skills



And preparation 
for interview is 
inherent to the 

application 
process ς

Extensive Social 
Work Experience 
ςWITH 

EXAMPLES



And preparation 
for interview is 
inherent to the 

application 
process ςWITH 

EXAMPLES 
(THINK IMPACT)





Nature of bias 
and systemic 

discrimination?



Humility

Thinking more of 
yourself - creating 

self-awareness, 
acknowledging 
strengths & 

weaknesses, and 
finding ways of 
valuing others.



Lunch
12.15- 13.15pm

Beyond Barriers Programme
Cohort feedback-
Final evaluation 

Please scan the QR codes on your tables and take 10 minutes to 
complete the final evaluation summary 



Project 
Presentations 

& 
Market Place 



Groups

Designing a 

diversity 

recruitment 

strategy

Objective

Identify barriers and 

design strategies to 

attract and retain under-

represented talent 

Participants

Idah Marange

Tinashe Zirereza

Natasha Mann 

Sam Merry

Phillipa Michael

Improving 

community 

engagement

Objective

Identify Opportunities 

for sustained 

engagement that 

supports diverse 

communities and builds 

long-term trust 

Participants

Shareen Bashir

Sameer Patel

Mo Bham

Sabina Talib

Promoting 

inclusive 

leadership 

practices 

Objective

Investigate leadership 

behaviours that create 

psychologically -safe 

teams where all voices 

contribute

Participants

Shaheen Parekh

Sam Singh

Rochelle Wallace

Aneeta Hulait

Oladuti Akinyose

Creating a 

mentoring or 

sponsorship 

programme

Measuring EDI 

impact

Advocacy for 

EDI in 

leadership

Objective

Designing a structure to 
nurture diverse talent into 

leadership roles

Participants 
Sonia Burton 

Liz White

Temitope Peter

Sandra Kamchira

Candice Montague York

Objective

Investigate EDI 
metrics to evaluate 
and report progress 

effectively

Participants 

Jacquie Thomas

Roxanne Njopa-Kaba 

Jeena Chauhan 

Ella Mackie 

Tendai Holloway 

Objective

Explore techniques 
for creating 

champions of equity 
and inclusion

Participants 

Jasraj Sanghera

Priscilla Gono

Yateen Makwana

Paulette Wright 

Leena Warden



Designing a diversity 
recruitment strategy

BeyondBarriersLeadership Development Programme

Group Members

Idah Marange
Tinashe Zirereza
Natasha Mann 
Sam Merry
Phillipa Michael



Recruiting in Colour
Developing an inclusive recruitment strategy for the global majority

Recruiting in Colour
Developinganinclusiverecruitment strategyfor theglobalmajority



Recruiting in Colour
Global Majority Recruitment Recommendations



1 Facts  
Å An inclusive recruitment strategy must be grounded in facts, empathy, 

and understanding . 

Å Organisations should work with EDI teams to understand culture and 
experiences of Global Majority (GM) staff. 

Å Analyse key data: workforce makeup, recruitment, retention, 
appraisals, aspirations, and progression of GM staff. 

Å Identify barriers - disproportionate performance management or 
potential ethnicity pay gaps. Develop plans to address them. 

Å Ensure strong understanding of local community diversity through 
up-to-date needs assessments and profiles. 

Å The aim is to remove structural barriers and improve equity of 
opportunity for GM staff. 

Å Project focuses on race, religion, and belief (selected from the nine 
protected characteristics) to align with the Beyond Barriers course. 



2 Protected 
Characteristics  
Proposal around shortlisting 
иШ§ŉŉĲƖШ]~ШĦċŰĬŔĬċƣĲШċШŊƨċƖċŰƣĲĲĬШŔŰƣĲƖƻŔĲƽШŔŉШƚťŔũũƚЯШ
qualifications, and experience are demonstrated in the 
application. 
иШ9ŸŰƚŔĬĲƖċƣŔŸŰШƣŸШĤĲШċШƓƖĲŉĲƖƖĲĬШĦċŰĬŔĬċƣĲШƽőĲŰШ
ability is demonstrated in the interview if the service or 
team is not reflective of the community. 
иШÑŸШĤĲШŔŰƣĲŰƣŔŸŰċũШŔŰШĲŰƚƨƖŔŰŊШƣőċƣШƣőĲШƚĲƖƻŔĦĲШŔƚШ
considerate of the lack of representation and being 
purposeful to bridge that gap. 
иШEŰƚƨƖĲШƣőċƣШƣƖċŔŰŔŰŊШċƖŸƨŰĬШĬŔƻĲƖƚŔƣǃШċŰĬШŔŰĦũƨƚŔŸŰШŔƚШ
a mandatory requirement for all officers involved in 
recruitment. QA process to ensure the fairness of the 
interview process.



3 Training 
ÅAll interviewers must complete mandatory 

Interviewer Skills Training , focusing on cultural and 
religious awareness, anti-racism, allyship, and 
understanding structural inequalities. 
ÅTraining should include awareness of local issues 

and intersectionality, with annual refreshers and 
preparation for children involved as panel members. 
ÅRecruiters should reflect on their own bias using 

tools such as Shades of Bias, applying 
anti-oppressive approaches and clear, accessible 
communication. 
ÅTraining, mentorship, shadowing, and diverse panels 

help remove systemic barriers and develop culturally 
safe, anti-discriminatory interview practices. 



4 Reach Out 
ÅThe concept around this is not to wait for the GM to come 

to us but rather go into communities to encourage diverse 
applications.

ÅOffer recruitment drop-ins, role-play interview 
techniques. 

ÅInterest from GM candidates will be encouraged to draw 
upon their culture and the impact of working in 
communities to build and strengthen relationships. 

ÅSessions will be advertised locally and via community 
organisations and partnerships. 

ÅInternal progression - Explore talent spotting and 
secondment opportunities through an anti-racist lens.



5 Quality Assure 

Å?ĲƻĲũŸƓШċШÄ ШƚĦőĲĬƨũĲШƽőŔĦőШŔŰĦũƨĬĲƚШƖĲƻŔĲƽШŸŉШƓƖŸĦĲƚƚќЯШ
mandatory panel training, and observations of interviews to 
standardise the quality of experience and outcomes. 

ÅConsider the diversity of the panel to include at least one 
ůĲůĤĲƖШƽőŸШEŰŊũŔƚőШŔƚŰќƣШƣőĲŔƖШŉŔƖƚƣШũċŰŊƨċŊĲЮШ

ÅDevelop feedback mechanisms to evaluate process and 
experience of candidates to enable you to continually reflect 
and improve the service. 

ÅProvide questions in advance and / have the questions 
available to view at interview. Consider the languages these are 
offered in for accessibility. 

ÅConsider peer / cross organisational QA to learn from other 
departments and standardise innovative recruitment practices. 



6 Representation 
ÅInclude at least one panel member whose first 

language is not English. This broadens perspectives, 
introduces cultural insight and reduces bias.  
ÅAvoid Tokenism. Rotate panel members regularly and 

involve multiple individuals from underrepresented 
groups. 
ÅCreate a pipeline of trained employees from diverse 

backgrounds. 
ÅProvide structured training on cultural competence.
ÅMentorship & Shadowing. Pair experienced 

interviewers with new panel members from diverse 
backgrounds to build confidence and consistency. 
ÅQA and debrief to ensure ongoing improvement and 

accountability.



Thank you!

Let's dismantle racism in recruitment together  



Improving community 
engagement

BeyondBarriersLeadership Development Programme

Group Members

Shareen Bashir
Sameer Patel
Mo Bham
Sabina Talib



WHAT IS COMMUNITY ENGAGEMENT? 

Community engagement is the process of collaborating with 
community members, organizations, and stakeholders to build 
relationships and work together on issues affecting their well-being, 
aiming for shared decision -making and positive, sustainable change 
that improves the community's quality of life. It's a strategic, two -way 
dialogue, moving beyond top-down approaches to involve diverse 
groups in shaping their future through participation, consultation, 
and empowerment.



WHY IS IT IMPORTANT?

- Enhanced wellbeing and increased levels of satisfaction through local people being genuinely 
involved in decisions. 

- Increase local ownership and enhanced civic pride тif people feel valued and included, they 
are more likely to participate and own the outcome.

- Increased dialogue and communication between local people and organisations. Working in 
partnership will allow better relationships and trust to develop between policy makers and 
local people. 

- Increased openness and accessibility. 
- Promotion of social inclusion. 
- Increased sustainability тSustainable change can only happen if communities are involved 

from the start. 
- Develop solutions that meets local needs.



WHAT DOES GOOD 
COMMUNITY 
ENGAGEMENT 
LOOK LIKE? 

7 National Standards:

1. Communication 

2. Inclusion 

3. Support

4. Planning

5. Working Together 

6. Methods

7. Impact 


