Anti-racism learning offer – Virtual Soft market test session summary

In line with the workforce Race Equality Action Plan, Camden Council are looking to design and develop an Anti-racism Learning Offer for staff in partnership with external expertise in the field of diversity and inclusion. 

Before commencing a formal tender process, the organisation consulted with a diversity and inclusion training providers to share the approach for the learning offer and gain feedback from the current market.

This session took place on Wednesday 11th November 2020 it was virtually, via Microsoft Teams, by colleagues from Camden Council. 

Introductions

All providers attended the session specialise in equality, diversity and inclusion and wanted to get a broader understanding of Camden’s Anti-racism Learning Offer. There were eighteen attendees in total representing fifteen different organisations.

Background and context

The Race Equality Action Plan has been developed in partnership with Camden staff to tackle the issues faced by individuals from a Black, Asian and Other Ethnic backgrounds in our organisation. It outlines the work that we need to do to become truly inclusive as an organisation and stems from the events that have affected the world over the past year. We as an organisation know that we need to go further to address the inequalities that exist for individuals from different ethnic background. 
The Leader of the council, Cllr Georgia Gould and Camden’s Chief Executive Officer, Jenny Rowlands, have expressed their commitment to this work which has been made an urgent priority. In addition, Camden has recently formed its first Race Equality Task and Finish Group which brings together people from across the organisation to drive forward the equalities work that’s been taking place not just within our workforce but also in our communities and with our residents. 
To reaffirm this commitment, Camden have also recently appointed Hanad Mohamed as Director of Equalities and Disproportionality to not only lead and accelerate the work in this space but also to ensure the dots are joined between the work we do internally, and the work being done externally.
The Race Equality Action Plan sets out 30 actions which we are committed to take, in summary these include: ​
· Conducting an end-to-end review of our recruitment practices​
· Developing clear routes to reporting racism that staff feel comfortable and safe to use​
· Ensuring we offer clear and accessible development opportunities and progression pathways​
· Improving our diversity data and ensuring we are using it to understand disproportionality​
· Enabling all staff to demonstrate active ally-ship and challenge racism in all its forms​
We know that a learning offer alone will not be enough to solve the inequalities that exist within our organisation, however, we also recognise that as part of our commitment to becoming  truly inclusive we need to create an organisation where staff feel safe, able to identify and have the skills and confidence to tackle racism.

The Approach
 
Since the beginning of this work we have been committed to ensuring that we listen to the perspectives, experiences and thoughts of Camden’s staff whilst we developed our approach. 

What has informed our thinking so far: 
· Research conducted by an external provider investigating the barriers to progression and development of staff from Black, Asian and Other ethnic backgrounds
· Staff Inclusion Forums 
· Individual experiences of staff 
· Employee Surveys 
· Camden Black Workers Group
· HR disproportionality data
· Listening box exercises
· Race Equality Task and Finish Group
· Show and tell session

It is our intention to continue to actively seek feedback from staff across the organisation during the development and the delivery of the learning offer. 

Below is a summary of the questions and answers shared during the session. We have added detail to the answers, where we have been able to provide more information. 

Questions and comments from providers

Question: Is the full Action Plan viewable publicly?
Answer: The Race Equality Action plan will be shared as part of the formal tender. 
 
Question: Have there been any external reviews conducted?
Answer: In 2018 and 2019 we commissioned two pieces of research focused on helping us to better understand the experiences of our Black, Asian and Minority Ethnic staff. The first looked at experiences around development and progression, and the second focused more on our people processes, and, recruitment. The findings from both pieces of research have helped to inform, and continue to inform, the inclusion work that followed. 

Question: How will this be integrated into your existing work? 
Answer: Our expectation is that all staff will engage with the learning offer from the outset, as it is a core action identified in the Race Equality Action Plan that staff have helped us to shape through feedback we have gained via focus groups, internal conversations and surveys. We keen to make sure the learning is accessed by new staff arriving in Camden and once the programme has been delivered, we will look to integrate it with our existing on boarding offer. Our intention is that the learning gained from the offer will also feed into other workstreams of the Race Equality Action Plan. For example, the learning could support our existing sponsorship and mentoring scheme, meaning mentors and sponsors will have more knowledge about race and racism and this will benefit their relationship with their mentee/sponsoree, and the ability to create safe and clear routes to reporting racism in the workplace. We also know that this learning opportunity will help inform some of the wider inclusion work taking place across our organisation.
 
Question: Trust is a major issue and there are lots of experiences of trauma linked to the work that you are doing, we need to be honest about what the objectives are. What's in your vision of what the offer could look like in this regard?
Answer: We have thought about how we gain trust as an aspect of this offer and we can draw learning from work already taking place in the organisation. For example, the work with Resilient Families who are looking at their programme now with an anti-racism lens. We know however, that staff will be at different starting points and we are looking to work with the provider on how we further gain trust and keep in mind the different experiences that staff will have had with encountering racism.  
 
Question: Think of trust from perspective from supplier, providers/specialists like me have tried to challenge Camden in the past and have not always been successful. How is it going to be different this time?
Answer: That’s a good and difficult question. It is hard for us to promise that it will be different this time and we are not here to do that. We must instead demonstrate this through our actions. We’re keen not to rush into action for the sake of it and Camden have shown through some of its commitments already that it seems ready to be forthcoming with challenge on this work. For instance, by developing a Race Equality Action Plan in line with feedback from staff, bringing together a Task and Finish Group, appointing our Hanad Mohammed as our Director of Equality and Disproportionality to oversee this work and the commitments made by both our Leader Cllr Gould and Chief Exec Jenny Rowlands. Any ideas you have or thoughts on how we could demonstrate this commitment in a tender document would be helpful. 
 
Comment: It’s good to hear that you have a Director who sits outside of HR to own this work at a senior level and to action and push change. 
[bookmark: _GoBack]Answer: That’s the hope, sometimes the processes and systems that we have in place in HR can seem counter intuitive to what we’re trying to achieve here. We want staff to feel safe to speak up but often that means if they need to involve their line manager if they choose to go down our more formal people processes. 

Question: How do you engage staff who do not have access to IT equipment, video conferencing etc? 
Answer: We have a challenge around that, in the past done a face-to-face versions and multi-language sessions too. We would be looking for suggestions from providers as to how we engage staff who do not have access to IT equipment  
 
Question: How long will this work take?
Answer: At least 6 months. It might be possible that some of the offer is delivered face-to-face, if the situation with Covid-19 has improved by then. 
 
Question: How did you measure impact in the past?
Answer: Like many working in this area, we have been better at measuring attendance than we have at the measuring long-term impact of learning opportunities. That is why we have built evaluation and impact into this tender process, so we are thinking about it from the beginning.
 
Question: You mentioned active bystander training, why was this deemed not to have worked? 
Answer: Although on the whole, the training received a lot of positive feedback there were also elements that were not what we needed at this point. We felt that it did not provide enough detailed answers, or the tools, for staff to actively challenge racism specifically. 
 
Question: How much time are you thinking to allocate to the Reflection sessions? 
Answer:  Don't want to pin this down right now as it is helpful to work on that with the provider. What we will do is make our expectations clearer in the final tender documents and providers can used this as a baseline. The important thing to note is that the learning is ongoing, we do not expect all the learning areas  to be covered in one or two hour session – it needs to be part of a broader collection of work, all these sorts of things are important. If we want transformational change we need to build in time and often those that engage are the ones that need it the least. 
 
Question: What is the anticipated budget for each stage and in total please?
Answer: We need to think about that more carefully. This will be added to the final tender documents. 
 
Comment: Another procurement solution you might want to look into is where you complete a tender process to whittle down the options. Collect a number of preferred suppliers, smaller group and test out, this way you still keep the competitive element. 
 
Question: What steps will be taken to ensure everyone is on board before we start the work? I.e. consultation 
Answer: This needs further work but we have commitment from across the organisation to support this work. We need to ensure staff, at all levels and in all roles, are going into the training with an open mind and a willingness to learn. We cannot guarantee this but will ensure that this is built into our thinking.  


