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1948: HMT Empire Windrush arrives

1965: Birmingham local suffering from racist abuse are visited by 
Malcolm X, 9 days before his assassination

1971: Bill imposes greater restrictions on immigration to Britain

1975: Black Parents Movement formed in response to arrest of a 
black youth outside his school

1981: Brixton riots due to racial tensions

1993: Black teenager Stephen Lawrence is murdered in racist attack in Eltham

2017: Grenfell Tower Fire

2018: Windrush scandal

2020: Breonna Taylor, Ahmaud Arbery and George Floyd killed in the US

Between 1981 and 2017, there have been approximately 589 
recommendations from different reports that were proposed to address racial 
inequality

My 
grandmother

Yes, it’s cute 
me
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When you look at me, who do you see? I am Tania; I have worked in local government for just over 25 years. I also have multiple characteristics relevant to our discussion today: I ama Black woman, Jewish, disabled, from a working-class background and experienced the care system. But this intersectionality is also my superpower.Those who came before me, and I have experienced many years where racism and discrimination have been a consistent feature of our lives. I am tired. So far, even though it should have broken us, we are still here. However, it is now past the time of noting this situation without a revolutionary change happening.



“Race” is a construct but 
profound change is 
always possible

Presenter Notes
Presentation Notes
I tend to reject the word, “race.” It is a construct that was created.Race, as a construct, was rooted in systems – legal, social, political and economic - to categorise, dehumanise and keep people like me out of social and economic places where we were likely to thrive. Much of these are still intact. In the context of what we are talking about in this workshop, tt affects who you see in leadership positions. So, if “Race” is a construct, and a result of causes and conditions placed by others, this means that profound change is possible and within our reach. Our greatest strength lies is our ties to each other, connected to our authentic selves and genuine power. We must level up equity, diversity and inclusion in the senior leadership for the children’s sector.



If not now, 
when?

The way to get started is 
quit talking and begin 
doing.

 - Walt Disney
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It is time to re-dedicate or transform ourselves.Allyship is out of the window. What is required now are accomplices for real changeAs Deja Jones articulated: Being an accomplice is the step that comes after being an ally. This is where you’re tasked to respond and act on this new awareness. It’s one thing to know and understand or try to understand, but it’s another thing to be out there on the ground or doing your part in actually changing the structures.When you’re an accomplice to the fight for racial and social justice, that means you’re in the room with us, strategizing and planning. And you’re also out there in the field acting and changing the infrastructure of things.



A revolution is 
like a great 
white shark…
…unless it moves forward, 
it dies.

The same is true of 
achieving equity, diversity 
and inclusion in the 
children’s sector.
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A revolution is like a great white  shark: Unless it moves forward, it dies. The same actually is true of achieving true meaningful equity, diversity and inclusion.



From poor to fair, fair to 
good and good to great 

Every improvement and 
transformation journey is a revolution 
that requires 

• Strong, intentional leadership

• psychological shift on what needs 
to be

• momentum

• Plan for change: do what counts - 
focus on goals, focus on action. 

• Measure what matters: not one 
and done - keep doing them, 
check that they’re being done, and 
keep on it.
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Going from adequate to good, from good to outstanding requires an improvement journey with strong leadership. This is not new to the children’s sector. However, it is also a crucial component to making meaningful sustainable change to equity, diversity and inclusion.Imagining a different future and committing to it via a strategy is great; However, change – sustainable change – that the people it affects can feel and experience uses a different skillset.Last year, John Pearce, the ADCS President, and I were on a SOLACE leadership programme, my energy kept coming back to the connection of public service leadership to address societal challenges to revolutions. Here is why.Revolutions thrive on the symbolic and the strategic. But symbolic action won't work unless you have a very strong strategic sense of where you can actually change up the systems that have existed for a long time.Revolutions require a fundamental transformation at all levels of society in order to be successful - this is only possible if enough people buy into a new way of doing things.The outcomes of revolutions are forged in the process of revolution itself.It is shown that successful revolutions require both visionary and organizational leadership. The outcomes of revolutions are many and varied, and appear on different timescales. For revolutions to be successful they therefore require a profound psychological shift in a significant group, as well as sufficient momentum to overcome potential barriers to this. We must be brave enough, courageous enough, innovative enough, to do something different that can allow us to have greater societal and deep level change.



Change, not tweak, the systems from the inside 
to address…

…the talent that comes, the talent that stays, the talent that leads.
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“It’s not because of a lack of talent, so it must be something that we’re doing wrong. I think what we have to do to fix this, is we have to try 
something different. If we keep doing what we’ve always done, we’ll just get what we’ve always got.”
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Hiring and promotion policies determine an organisation’s makeup. However, if we keep doing this the same way albeit with general tweaks (believe me, have a diverse recruitment panel is not your fundamental change option), of course, we will keep getting what we’ve always got. And from the two main children’s sub-sectors, the snowy peaks could be set to remain if we continue as we are.Your talent pipelineWho is coming up behind you? What are you, what is the sector doing, to prepare them? What are the opportunity development projects are you allocating to them to assist with their growth? How psychologically safe is your department or organisation for them? Because once they are in senior positions, if the organisation or department is psychologically unsafe, well, that is good for your statistics on diverse leadership, but you may also be causing harm to the individual.Operational leadership i.e., AD/Director-level is quite different to being a strategic/corporate leader i.e., Executive or Corporate Director. The relationships, spaces, breadth and depth, particularly with members, are different. I sometimes hear a rumour that candidates are hard to find. “Hard to find” qualified Black candidates is an awkward trope and can be a “reason” for those who are struggling to add enough racial and ethnic diversity to their leadership ranks. In a recent podcast, Centrica’s CEO said, “it’s quite interesting, because when you’re doing external hires, sometimes you’ll have a head-hunter that’ll come back and say here’s the longlist, we can’t find a suitable woman. That’s fine, we’ll just find a suitable head-hunter. And they ask for time, and they go back, and all of a sudden, there’s at least one suitable woman on there.”Which brings me to recruitment. Again, if you keep doing what you’ve always done, you will get what you’ve always got. A few thoughts here:“Most qualified” or similar is actually hard to quantify, and several ‘rules’ used in hiring and promotion are highly subjective. This can lead to false narratives that repeat stereotypes or even affirm biasesMeritocracy – be honest, does it truly exist or is networking and who you/the recruitment agency chooses to know the critical elementEquality is a myth – if you are from a global majority background, a commonly held belief is you have to work twice or three times as hard to manage your career strategically and prove greater competence. One, that is a lot of energy. Two, the statistics indicate that doesn’t seem to be panning out well. Something isn’t quite right.There is an inconsistent level of scrutiny on the hiring and promotion process  - the lack of an inclusive, equitable hiring and promotion process creates an additional burden for those with protected characteristics such as ethnicity/cultural, disability or even being care-experienced. From a distance, the methods that are used, for example interviews, are set up in ways to exclude and “test” rather than include. If you keep asking why do we do it this way, followed by “why, why, why,” the answer may reveal a lot to you. Think about how someone who is neurodivergent experiences every stage of your recruitment process. Actually, ask them including what would bring the best out of them in a recruitment process. You may even redesign an inclusive process that works for all. 



Are you ready to make it happen?

1948: HMT Empire Windrush
1965: Birmingham locals suffering from racist abuse
1971: Greater restrictions on immigration to Britain
1975: Black Parents Movement formed in response 
to arrest of a black youth outside his school

1981: Brixton riots due to racial tensions
1993: Black teenager Stephen Lawrence is murdered
2017: Grenfell Tower Fire
2018: Windrush scandal
2020: Breonna, Ahmaud and George Floyd killed in the US
2022: Child Q
Approximately 589 recommendations to address racial 
inequality A different future?
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True investment in creating a diverse and inclusive culture and leadership requires drastic changes. The same way you would respond to a bad inspection report. The same way you responded to Covid. Do not be afraid of growing. Now is no longer the time for that. Be afraid of standing still.Because, if not now, when? This is systems-level work, and it is forever work so that it finally happens – for him, my son.Thank you.
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