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Agenda

Agenda 

Welcome and introduction
Facilitated by chair
Cherron Inko-Tariah – vice chair, The Seacole Group

Building a fairer Oxleas + Q&A
Dr Ify Okocha – chief executive, Oxleas NHS Foundation Trust
Rachel Clare Evans, director of strategy and people, Oxleas NHS Foundation Trust 

Hyperlocal recruitment in Leeds + Q&A
Laura Smith – director of workforce, organisation development and system development, Leeds Community Healthcare NHS 
Trust and Leeds GP Confederation

We Belong – evaluating pastoral care across the Midlands for internationally recruited nurses and midwives + Q&A
Cavita Chapman – managing director, Inclusive Leadership and Talent  
Tom Warner – clinical workforce equalities manager, NHS England (Midlands)

Panel Q&A

Summary and close 
Facilitated by chair

Close of event
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Housekeeping

Housekeeping

• Please note, this event is being recorded
• Please keep your camera on wherever possible
• If you lose connection, please re-join using the link in your joining instructions or email 

race.equality@nhsproviders.org 
• Please ensure your microphone is muted during presentations to minimise background 

noise
• We will come to questions after each speaker and during the panel Q&A
• Please feel free to use the chat box for questions and sharing examples of what has 

addressed health inequalities for your workforce within your organisation.
• If you would like to ask a question audibly, please use the raise hand function during 

the Q&A sections and we will bring you in
• Any unanswered questions will be taken away and answered after the event
• You will receive a link to an evaluation form at the end of the day, please take the time 

to complete it, we really do appreciate your feedback.
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Building a Fairer Oxleas

Dr Ify Okocha, Chief Executive

Rachel Clare Evans, Director of Strategy and People

Oxleas NHS Foundation Trust



Why did we decide to build a Fairer Oxleas?

The impact of the traumatic events 
in 2020 on our global majority Oxleas 
colleagues was palpable.  

People were frustrated that previous 
well-meaning inclusion initiatives 
had failed to deliver change

We committed to building a 
programme, based on deep listening, 
that would get bigger and bigger 
each year.  

‘Building a Fairer Oxleas’ was born.



What people told us in 2020 after an intense 3-month listening exercise 

We need  fairer 
career 

progression

“We mentor our 
colleagues, only for 

them to be consistently 
promoted above us”

“We get 
praise but no 
progression”

“You often only 
find out about jobs 

when someone 
else is appointed”

“I want my 
children to know 
they can aspire to 

be CEO”

“We need to 
look at why 

people are stuck 
at the same 

band for years”

“People often 
act up for a 

long time, then 
don’t get the 

job”

“Our interview 
panels need to 

be more 
representative”

“It feels as 
though there is 
a glass ceiling at 

Band 7”

Theme #1:  Fairer progression



Theme #2:  Talk more about Race & Culture

We need to talk 
about race, racism 

and culture

“There is a lack of 
understanding about 

different cultures”

“Race, racism 
and culture 
are rarely 

talked about”

“When issues are 
raised, they are 

seen as about the 
individual not the 

system”

“We need 
people to be 

curious and to 
educate 

themselves”

“When you 
raise racism, 

you are seen as 
the problem”

“In order to address 
structural & institutional 
racism, we need people 

to recognise that it 
exists”

“Managers can 
help by putting 

issues about race 
on the agenda”

“Staff need to be 
supported to attend 
network meetings, 

events and 
opportunities”



We set up a new Building a Fairer Oxleas (BAFO) Steering Group. It was chaired by our 
Deputy CEO and involved our Chair, NEDs, senior leaders, managers & BAFO volunteers – a 
real breadth of participation.

Each person had an equal vote in choosing our priorities.   The first year focused on 
priorities 1 and 2.  We then expanded to all protected characteristics.  

In order of priority

1. Improve recruitment and progression processes, so they are fairer and open to everyone.

2. Improve Cultural Competence across Oxleas.

3. Support all managers to have better conversations about inequality and discrimination.

4. Make sure that disciplinary processes are fair and follow ‘Just Culture’ principles.

5. Support staff to break the Band 7 glass ceiling.

6. Develop clearer career pathways for all staff.
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do
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Our BAFO work is now focused on our ‘5 Step Challenge’.

We want to make it easy for staff to overcome discomfort in talking about 
inclusion.   And we want to reach parts of Oxleas we’ve not yet reached.

Those who complete the challenge are widely celebrated and become 
‘BAFO accredited’. They can use this accreditation in email & recruitment.  

We’re also able to identify areas of low take-up & help drive engagement.  

More than 130 teams are now engaged. We want to reach more than 
50% of the Oxleas by April.



Step 1

Get talking: 1hr 

team discussion

Step 2

Check ins.

Step 3

Strike a pose.

Step 4

Personal 

Development Plans.

Step 5

Be Creative.



Business Intelligence 
Systems 

Music 
Therapy Service



An important part of our Building a Fairer Oxleas work is our 

award-winning Shadow Executive

We created the Shadow Executive in 2020 to:

⮚improve experiences of minoritised staff & amplify their 

voices. 

⮚Challenge group think in the organisation – drawing on our 

‘We Listen’ value we want to draw out fresh thinking



What is the Shadow Executive membership? 

• Applications are invited from any staff who feel they can 

bring fresh thinking. We have many more applications 

than spaces. 

• Members are selected to ensure that a wide range of 

roles, professions, locations and backgrounds are 

represented.  The successful candidates broadly reflect 

the diversity of the trust.

• There are 12 members – the chair is on a rotating basis.

• Membership lasts 12 months. We recruit a new group 

every year.



How does Oxleas benefit? 

• In its 3rd year and has made a substantial impact.

• We’re hearing fresh perspectives, understanding more about 

frontline issues and thinking differently about our challenges.  They 

help us to challenge ‘group think’.

• The Shadow Executive played an active role in relation to a range of 

improvements, including sustainability, recruitment, vaccination 

approach, our internal communication approach, how we use 

charitable funds, shaping our restructuring programme, our 

approach to Quality Management, our Oxleas strategy, and more.

• Everyone who meets with the Shadow Executive reports that it was 

an uplifting and energising experience.

• We won a national award in 2022 for the Shadow Exec for 

innovation in equality and inclusion.



How does Building a Fairer Oxleas fit within our wider culture?

• Different elements of cultural work are coming together, a sense of coherence an 

opportunity.

• At its heart, an approach based on ‘listening as learning’ underpins all our cultural work, 

e.g. 

• Our Oxleas values – people had told us they didn’t like our previous values and wanted 

ones that spoke to the heart of Oxleas – ‘We’re kind, we’re fair, we listen, we care’

• Our work to Build a Fairer Oxleas – about inclusion related to race but also all 

protected characteristics.  Whole programme arose from intensive listening sessions 

with staff Our Oxlead programme – helping managers to create inclusive and listening 

cultures in their teams 

• Our Shadow Executive – ensuring Executive decision-making is informed by insight 

from across the richness of our organisation and avoiding group-think





L E E D S  C O M M U N I T Y  H E A L T H C A R E  N H S  T R U S T

Hyper-Local 
Recruitment

Laura Smith

Director of Workforce

11 December 2023



A M B I T I O N

The Trust aimed to adapt 

recruitment processes and 

working patterns to make them 

more accessible for those people 

who were further from the 

labour market to encourage a 

more diverse workforce to apply.

Making connections with third 

sector organisations that have 

strong links with communities 

has been key to removing some 

of those barriers to employment 

in advance. 

 

Improve 
inclusivity

The Trust has a responsibility to 

support the wider health and 

social care strategy across the 

city; with employment being one 

of the wider determinants of 

health, this project was designed 

to focus on areas of socio-

economic deprivation and high 

unemployment rates.

Anchor 
Organisation

At the beginning of this initiative 

in early 2022, the Trust had a 

significant number of vacancies, 

particularly in unregistered roles 

such as Healthcare Assistants 

and Administrators. Some roles 

such as Domestic Caretakers 

were proving exceptionally 

difficult to recruit to.

Fill Hard-to-
Recruit Roles

Reduce barriers

With a commitment to become 

net zero by 2045, this project 

focused on keeping work-related 

travel to a minimum, targeting 

people who lived close to the 

vacancies in our community 

bases and could easily commute 

to work without a car.

Sustainability

Two primary ambitions guide 

the Trust’s approach to 

Equality, Diversity & Inclusion:

- Our workforce will be 

representative of the 

communities we serve.

- Disparity of experience will be 

relentlessly reduced.



O U T C O M E S

local people 
appointed

of people 
appointed are from 
BAME backgrounds

of people were 
unemployed before

apprenticeships 
offered

180

29%

33% 

10

of people live in 
priority 
neighbourhoods

25%

90%
of people recruited 
still in post 12m 
later



R O U T E S  T O  A T T R A C T I O N

heard that the Trust was 
recruiting through local leaflet 
drops or word of mouth

were referred by 
community partners 
including The Prince’s 
Trust and GIPSIL

heard that the Trust was 
recruiting through 
Facebook Community 
Groups

21%

16% 

51%

12%

met LCH at careers events 
beld independently or 
with partners 



O U T C O M E S

Apprentice Clincial Assistant

Safwaan Limbada 

“It was very easy to apply for the role and the 

interview process was smooth. The whole 

recruitment process was perfect, I was really 

happy with the way it went. When I was told I 

had been successful, we talked about where I 

live and thought the Morley Neighbourhood 

Team would be a good option as the commute 

is only ten minutes away, so I’m pleased I was 

offered a role at Morley.”

Head of Clinical 
Portfolio

Kirsty Jones

“We have increased our workforce at 

Wharfedale by about 35% which will 

improve quality of care for patients and call 

bells will be answered in a more timely 

manner. New staff also bring new ideas. It 

has also brought people to work with us 

who would not have considered a job in 

health care before.”

Head of Administrative 
Services

Aaron Wray

”The recruitment process has been really 

good and quite insightful, we have learnt a lot 

throughout the whole process. Recruiting 

traditionally through NHS jobs can create 

more barriers for our candidates. This process 

has been offline and  helped us reach more 

people.”





1 year evaluation of the 
Pastoral Care Award Criteria

“How are we doing?”

Set out to find out 
experiences of IENM’s
(Focus groups, survey)

Benchmarked 
experiences against 

award criteria

Reported gaps/areas to 
be strengthened (four 

main themes)

Stakeholder engagement 
with organisation to 
improve experiences

















Upcoming events

Book now:

Empowering workforce – how to challenge discrimination
Tuesday 20 February 2024 | Virtual event via Zoom
This interactive online event will support leaders to:
• ensure concerns raised about racism are dealt with in a proactive, preventative and 

timely manner
• establish internal data driven accountability that is scrutinised at every level
• demonstrate their understanding of and progress towards race equality.

Scan here to access our
upcoming events
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Evaluation

Tell us what you think

Scan here to access 
our evaluation
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Marketing

Visit our website for further information on the Race 
Equality work:

• Race 2.0 report
• Podcasts
• My journey as a White ally videos
• Blogs
• Previous events and additional resources

Scan here to access our 
website
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Evaluation

Thank you!

Scan here to access 
our evaluation

Slide 36
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