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Programmelimeline

0 In person, Crowne Plaza Hotel East Midlands

O Online, via Microsoft Teams
: Jul25 : Aug 25

Day 1: Programme Launch 08/07/25 :

Day 2: Keynote, Workshop, Project Work

Online Seminar 1: Navigating Bias & Microaggressions

Online Seminar 2: Communicating with Impact

Online Seminar 3: Conflict Resolution & Mediation Skills

Day 3: Keynote, Workshop, Project Work

Online Seminar 4: Overcoming Imposter Syndrome

Online Seminar 5: Building my Leadership Identity

Online Seminar 6: Developing an Inclusive Workplace Culture

Online Seminar 7: Advancing Equity in Policy-Making

Online Seminar 8: Empowering Under-Represented Voices
Online Seminar 9: Financial & Budget Planning

Day 4: Keynote, Workshop, Presentations & Graduation

East Midlands
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:Sept25 : Oct25 : Nov25 : Dec25 : Jan26 : Feb26 : Mar 26 :

© 23/09/25 :

09/10/25
' 13/11/25
27/11/25
' 02/12/25
11/12/25
' 15/01/26
29/01/26
. 12/02/26
26/02/26
' 05/03/26

: 17/03/26



Beyond Barriers

Programme Highlights

-

30 Cohort members
completed a 9
month leadership
journey

Group collaboration
working to
demonstrate learning
experiences to present
U to the region

9 online seminars
focused on leadership
competencies

"

-

~ Workplace mentoring

and reflective 360
assessments

supporting growth

&

4 Face to face events

with workshops and

inspirational keynote
speakers
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ProgrammeHighlights RIAGE®

4 x In Person Events o b oo
Keynote Speakers

A\
Jane Moore Colin Foster Teresa Hills Claire Bale
Chief Executive Officer Chief Executive Officer Directors of Operations Director of Education
Leicestershire County Council Northamptonshire Children’s Trust Luton Borough Council Nottingham City Council

Laurence Mackie-Jones
Strategic Director, Social Care Sarah Nardone Melanie Barnett
& Education Corporate Director for Children Director of Children’s Services
Leicester City Council & Education Services West Northamptonshire Council
Notttingham City Council




ProgrammeHighlights

Pete Chilvers
RIIA Strategic Coordinator
Beyond Barriers Programme
Author & Projects Coordinator

Workshop Leads

Nicci Collins

Strategic Lead for Transformation

and Commissioning

Leicestershire County Council

East Mldla_ds

Regional Improvement and Innovation Alliance

Kate McKenna
RIIA Associate & Workforce Lead

Saj Zafar

Leadership Psychologist
Founder- LeaderHership™

Academy

Chris Murray

CEO, of Young People’s Foundation
Trust & Associate of The Staff College




9 x Online Seminars

ProgrammeHighlights

Online Lead Facilitators

Kul Mahay
Leadership Speaker
Culture and
Diversity

Gayle Hudson
Experienced Coach,
Trainer & Facilitator

East Mldlands

Regional Improvement and Innovation Alliance

Jeffrey Wotherspoon
Accredited Executive &
Leadership Coach

Davina Quinlan & Lara Timms
Service Manager & Assistant
Director Quality & Practice
Northamptonshire Children’s Trust

Professor Ilvan Browne
Formerly Director of
Public Health for
Leicester City

\
xb‘ra

A

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

Rasheed Pendry
Director for Children’s Services
Solihull Council

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

Sukriti Sen
Director of Children’s and
Education Services
Coventry City Council




ProgrammeHighlights

Additional ProgrammeSupport

N

Derbx Citx CounciJ

Suanne Lim Sharon Green

East Midlands Local Authority Mentors

@DERBYSHIRE
County Council

Dr Richard Martin
Bindy Siddhu

Emma Steeples

| €

Special Mentions to :

I‘%a Nottinghamshire
& 1 County Council |

Rachel MillerAmanda

CollinsonPom Bhogal
Claire Sampson

O
H
S

Leicester
City Council

Damian ElcockSophie Maltby

Amy Smith Juliakhoosal

!d Leicestershire
County Council

Jane MooreTim Browne
Sharon CookeNicci Collins
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Lincolnshire:~

COUNTY COUNCIL |

Kirsty Forrester
Laura Bonner

//’:' <4
Northamptonshire I

Davina Quinlan
Ammanda Walsh

West

\“.‘T Northamptonshire
G'\) Council '

StuartTimmiss

Colin Foster
Melanie Barnett

StuartTimmiss
Ben Pearson

Hayley Carter- Mentoring support

Khal

MiaRhiniB4o o g r aMammea g |e r | Jodie Wilson- Project Support




— Agenda

9.00am Registration & Refreshments

d dmvp1 ® ;¥ Welcome Colin Foster

10.00 11.00am Sarah Nardone & Melanie Barnett
MM ®Pv v P Np Break

11.1512.15pm  Workshop Unlocking Interview Success
Nicci Collins

12.1%1.15pm Lunch additional Colleagues to join

1.15245pm t NP2 2SO0 t NBaSyidaluAz2ya
2.45 3.00pm Break

3.00- 4.00pm Certificate Ceremony

4.00-4.15pm Close
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Corporate Director for Children S5ANBOG2NI 2F / KAf RNBY

and Education Services West Northamptonshire Council
Nottingham City Council
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LEADING THROUGH
CHANGE &
ENCOURAGING
INNOVATION

Empowering diverse
leaders to shape the
future




Overview

1. Leading through change with authenticity and courage
2. Encouraging innovation through inclusive leadership

,r(\

\ “ o

3. Strengthening our collective impact



The Reality of Leading Through Change

Change | sObauwdndtoantsome | eaders tF
even more compl ex.

Achall enging structural barriers
Arewriting narratives, and

Acarrying the expectations
Change requires three things:

ACl arity in what we want to tran:
AConfidence in our | eadershinp
ACommunity to stand alongside us



Your ldentity Is a Leadership Advantage

But your identity Is not a barrier, it iIs a strategic strength.
What gives us an edge?

ALived experiences that sharpen empathy

AA global perspective

ACultural intelligence

ADeep resilience developed through navigating adversity
AStrong community-rooted values

Innovation thrives when different perspectives enter the room.



Leading Through Change: Key Principles

1. Lead with Purpose

Anchor every decision in your values and the outcomes you want to
achieve. Purpose creates 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
Couraged o e snme@nthaving no feard it means acting despite it.



Encouraging I nno

Innovation starts with mindset . Innovative cultures thrive when leaders:
Alnvite diverse perspectives

AChall enge fAthe way things have al
ACreate psychological safety

AAllow space for experimentation and failure

AReward curiosity

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

V



The Power of Inclusive Leadership

|l nclusive | eaders donotachwpareist v al
Inclusive Leadership  Behaviours

AListening deeply, especially to underrepresented voices

ASharing opportunities and sponsorship

ACreating environments where people feel seen, heard, and
respected

AConsciously disrupting bias

When inclusion is the norm, innovation becomes the outcome.



Overcoming Barriers

Common barriers:
AUnderrepresentation
AAssumptions about capability
ALimited access to networks

How can we respon
Build strategic a
Seek mentors and

and
| eader s hi

Priowelil el ng
Devel op

18



Driving Innovation Within Your Teams

Encourage your teams to think differently by:

AHol di ng fiinnovation conversati o
AGiving people permission to try, test, and learn

AEmpowering staff to identify solutions they see on the ground
ASpotlighting diverse innovators

AConnecting teams to community voices

Innovation is a culture I not an event.



What is Your Leadership Legacy

Table discussion

20



Summar vy

As you continue leading through change, remembher

v
Your presence is powerful. Your ideas can Your leadership is
transform systems. Innovation in motion.
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Refreshment Break

11.06-11.15am




East Midlands

RIIA @™ ¥

Regional Improvement and Innovation Alliance

Niccl Collins
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Leicestershire County Council

Workshop LeadUnlocking Interview Success


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

Advanced LeadershpWorkshop 3
Unlocking (interview) success:

Generic Leadership Thinking & A
Diversity Perspective

17t March 2026
With Nicci Collins

Strategic Lead
CES Senior Management EDI Ally



INTERVIEW TIPS

S
O

1. Be prepared

Research the role, the
team and organisation

2. Connect with your
panel

Who are they, their roles
e.g. finance officer

3. Show relevant
initiative

A fresh perspective,
provide challenge

e.g.“Have you thought
about...”




PREPARATION TIPS
FOR SENIOR ROLE
APPLICATIONS

€ show Your Commitment

Demonstrate genuine interest
by preparing thoroughly

@) Read Key Documents

Even if you don't know the exact
answer, reading shows effort and
ability to infer information

9 €) Think Yourself Into the Role

Understand the difference between
your current role and the senior role
(e.g., Team Manager vs Service
Manager)

) Review Departmental Plans
& SEF (e.g. Ofsted Findings)
This shows knowledge and gives
you an opportunity to explain
what you can offer — but hold
that thought...

AN N
b







Know yourself
selling your

authentic self &
taking control

VHICH 1S YOoUuR
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You make things happen .
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External locus
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Things happen Yo you.



What you
believe may be
Impacting how

you behave on
the journey?

MINDSET MATTERS
vs

6 People are difficult

All people come to work
to make a difference

People aren't interested
People need me, | can

I'm not sure | can do be the difference

the job | love my work and
There is nothing | can the people | work with
do to change things

Work is necessary to pay
the bills, I'd rather not be
doing this



Impact of the
Imposter and

systemic
barriersg a
WNEB I t Q

REPEATED APPLICATIONS
WITHOUT SUCCESS:
IS BIAS AT PLAY?

Exploring the experience of N applying for a senior role

ATTEMPT 1 ATTEMPT 2 ATTEMPT 3 ATTEMPT 4

i8-8 8- S

Not Not Not Not
Shortlisted Shortlisted Shortlisted Shortlisted

O

Provided cover Knows how  Sought mentor
for the role to do job advice before
multiple times last application




N sought senior
management EDI ally advice

Ally listened to N's worries
and asked what outcome
she was looking for

N wanted to know if she
was just not good enough
for a more senior role




CONSTRUCTIVE FEEDBACK
AND NEXT STEPS

N Ally asked N to share
J D the job description and
her last application form

Ally reviewed the content
and concluded she would
not shortlist based on
the application

Ally shared this insight
with N and offered to
work with her, setting
2 improvement tasks




About me... Leicesershi

Senior Practitioner Youth Offending
Youth Worker - Youth Crime Prevention
Prevention Manager

President of the
Students’ Union

Head of Early Help Assistant Director,
and Safer Education and
Communities Early Help

Deputy Head of Head of Youth
YOS Offending Service

Director of
Children and 4 Chief Executive
Family Services

Ability to
influence &
effect change
more widely

Children and Justice and Relationships Beliefin

families in supporting E?::ltt;::d and mutual people and

Leicestershire vulnerable respect valuing others




Your Chief Executive

Openness
and

collaboration

Focus on the
people of

Honesty and
transparency

Strong

leadership Clear vision

Leicestershire

Our organisation

Focus on
performance
and financial
management

Focus on
learning and
reflection

Leadership
and
management

Impact for

residents

Leicestershire
County Council

High
expectations,
challenge and

support

Attention to
detail, and big
picture

Best
possible
services

Ownership
and grip

Drive Think Feel Connect Inspire



Task 2: Rewrite the application using this knowledge 4

| LILIE AOFGA2Y n SEGNI OGY G2KAfAald L R2yQi
eager to pursue training opportunities in management. | would like to hlgfthlght that |
regularly attend senior management meetings and disseminate information and use

Ieamin%sjn POD meeting tQ develgp practice, and so in this way demonstrate
f SFRSNEKALI 0SKI A 2 dzNE Pé

L LILIE A OF G A 2Y pexpdriencédlartd passioaafgualifidd Sbeial Worker

with extensive (15 years) experience in child protection, policy, procedures and laws.
| amhard working and dedicateit working directly with children and families with
excellent communication and team working sKilisn currently employed as a

Senior Practitioners in a busy Child Protection Team.

L Y | YOAUAZ2dza YR RSUSNNAYSR (2 adz00S

Now demonstrating VALUES, KNOWLEDGE AND SKILLS



And preparation
for interview Is
Inherent to the

application
process; Values,
Knowledge and
Skills

Core Professional Values

Commitment, integrity, and leadership
ensure ethical practices and build trust in
professional settings.

Child Protection Knowledge

Understanding child protection frameworks
and legislation enables effective and
informed social work interventions.

Critical Skills for Success

Advanced communication, teamwork, and
strategic thinking drive operational
excellence and long-term goals.



And preparatioRr

for interview is

Inherent to the
application

process;
Extensive Social
Work Experience

Diverse Social Work Expertise

Over 15 years of experience in child
protection, policy interpretation, and
leqgislative compliance ensure informed
decision-making.

Senior Practitioner Role

Managing complex cases and mentoring
colleagues within a busy child protection
tfeam highlights leadership skills.

Commitment to Advocacy

Passion for continuous learning and
advocacy supports vulnerable populations
and promotes ethical practice.



Personal Strengths and Professional
Qualities

Dedication and Resilience

Unwavering dedication ensures guality outcomes for children and families
even under pressure. Resilience supports persistence in challenging

environments.

And preparation

.fOI' Interview Is Communication and Empathy
Inherent to the

: : Excellent communication skills enable empathetic and clear interactions
appllcatlon with stakeholders, fostering trust and understanding.

process; WITH
EXAMPLES
(THINK IMPACT

Teamwork and Collaboration

Strong teamwork promotes cooperation and shared success, essential for
effective social work practice and leadership.

Ambition and Integrity

Ambition drives continuous improvement and career growth, while integrity
and accountability ensure ethical practice and solution-focused
approaches.



SUCCESSFUL
JOB APPLICATION

N applied for the
next vacancy at
a senior level

N was shortlisted
and successful

N later asked the ally
how she knew how

to write an application
form, how she knew
how to present herself
in interviews




OPPORTUNITIES:
ALLY vs N

OPPORTUNITY ALLY “

V writing in life
Nature of bias Cskills tat gchool Hadgzess No gess
and systemic
discrimination? Support in writing Q Q
university entrane application Received Did not receive

X

Management training
Completed No opportunity

Senior mentors and coaching

X

Had mentors No mentors




So where does this leave you?

2

Summary Your opportunity
Know yourself, prepare for questions,
and practice comments and
(selling yourself takes discussions

a special kind of
humility)

Humility

Thinking more of
yourselt creating
self-awareness,
acknowledging

strengths &

weaknesses, and
finding ways of
valuing others.



o4
L.unch
12.15 13.15pm

Beyond Barriers’rogramme

@ Cohort feedback
Final evaluation

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

e
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Presentations
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Groups

Designing a
diversity
recruitment
strategy

Objective

|dentify 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

Objective

Designing a structure to
nurture diverse talent into
leadership roles

Participants

Sonia Burton
Liz White
Temitope Peter
Sandra Kamchira
Candice Montague York

Measuring EDI

impact

Objective

Investigate EDI
metrics to evaluate
and report progress

effectively

Participants

Jacquie Thomas
Roxanne Njopa-Kaba
Jeena Chauhan
Ella Mackie
Tendai Holloway

Advocacy for

EDI in
leadership

Objective

Explore techniques
for creating
champions of equity
and inclusion

Participants

Jasraj Sanghera
Priscilla Gono
Yateen Makwana
Paulette Wright
Leena Warden

East Midlands

RIIA#® & ®




BeyondBarriersLeadership DevelopmerRrogramme

Designing a diversity

recruitment strategy

Group Members

Idah Marange
Tinashe Zirereza
Natasha Mann
Sam Merry
Phillipa Michael



Recruitingin Colour

Developin@ninclusiverecruitmentstrategyfor the globalmajority




Recruiting in Colour

Global Majority Recruitment Recommendations

6. Representation

Ensure recruitment
panel representation
is not tokenistic.
Create a pipeline of
trained interviewers
from culturally rich

5. Quality Assure

Embed processes

4. Reach Out to quality assure backgrounds.
recruitment, from
LIWESJ in community- application to interview
= e ased recruitment. and through to outcome.
3.Tra ining Use targeted strategies ©
1. Facts 2. Protected to welcome and
— Ensure training for .

Analyse the data Chara cteristics recruitment panels nurtgredwerse
available to you with Applicants from GM is inclusive of topics applicants.
regards to GM employees backgrounds who meet such as anti-racism,
and understand all essential criteria shades of bias and
the diversity of the will be guaranteed an cultural awareness.

communities you serve. interview.



1 Facts

o P P Do Do

To

o

An inclusive recruitment strategy must be grounded ifacts, empathy,
and understanding .

Organisations should work withEDI teams to understand culture and
experiences ofGlobal Majority (GM) staff.

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

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

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

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

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




2 Protected
Characteristics

Proposal around shortlisting

mWEnniJl W] ~wWHe UT RTI ¢qldWe WNe ¢l
gualifications, and experience are demonstrated in the
application.

mlW9 YUt RI Ul ¢qRYUWqVY WHIWe WGI 1
ability is demonstrated in the interview if the service or

team is not reflective of the community.
MWNYUWUHIJWRUqUJUgqRYUc GWRUWIJIULt 2|
considerate of the lack of representation and being
purposeful to bridge that gap.

mwWeUt 2 JWgdécqqllgl c RURUDWCcI Ya Ul
a mandatory requirement for all officers involved in

recruitment. QA process to ensure the fairness of the

interview process.




3 Training

A All interviewers must completemandatory
Interviewer Skills Training f_ocusmlg on cultural and
rell(?lous awareness, antiracism, allyship, and
understanding structural inequalities.

A Training should include awareness of local issues
and intersectionality, with annual refreshers and
preparation for children involved as panel members.

A Recruiters should reflect on their own bias using
tools such asShades of Bias, applying _
anti-oppressive approaches and clear, accessible
communication.

A Training, mentorship, shadowing, and diverse panels
help remove systemic barriers and develop culturally
safe, anti-discriminatory interview practices.




4 Reach Out

A The concept around this is not to wait for the GM to come
to us but rather go into communities to encourage diverse
applications.

A Offer recruitment drop-ins, role-play interview
techniques.

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

A Sessions will be advertised locally and via community
organisations and partnerships.

A Internal progression- Explore talent spotting and
secondment opportunities through an anttracist lens.




5 Quality Assure

A?21I021I00YGWe WA W AS6WJI edJWs 6 RAG WRUHATC Y #1J1
mandatory panel training, and observations of interviews to
standardise the quality of experience and outcomes.

A Consider the diversity of the panel to include at least one
GIGHUI Ws 6§ YIHEUNGRY 6 WRY Uk qligqd IR LW

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

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

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



6 Representation

A Include at least one panel member whose first
language is not English. This broadens perspectives,
Introduces cultural insight and reduces bias.

A Avoid Tokenism. Rotate panel members regularly and
Involve multiple individuals from underrepresentéd
groups.

A Create a pipeline of trained employees from diverse
backgrounds.

A Provide structured training on cultural competence.

A Mentorship & Shadowing. Pair experienced
Interviewers with new panel members from diverse
backgrounds to build confidence and consistency.

A QA and debrief to ensure ongoing improvement and
accountabillity.




5 Thank you!

Let's dismantle racism in recruitment together o
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Improving community

engagement

Group Members

Shareen Bashir
Sameer Patel
Mo Bham
Sabina Talib



WHAT IS COMMUNITY ENGAGEMENT

Community engagement Is the process ofollaborating with
community members, organizations, and stakeholders tdouild
relationships and work together on issues affecting their weltbeing,
alming forshared decision -making and positive, sustainable change
that improves the community's quality of life. It's astrategic, two -way
dialogue, moving beyond topdown approaches toinvolve diverse
groups In shaping their future throughparticipation, 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 if 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 T Sustainable 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:
. Communication
. Inclusion
. Support
. Planning
. Working Together
. Methods

. Impact




