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The Starting Point – what does anti-

racist mean?
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Involves understanding and actively identifying and trying to 

dismantle systems that produce inequity.

Requires sustained leadership commitment in everything from  

strategy to everyday decision- making.

Goes beyond simply being opposed to racism by 

actively working to integrate race equity.

Requires leaders to take responsibility for advancing race equity 

within the organisation.

1. Identify systemic inequities

2. Challenge structural barriers

3. Embed race equity in strategy a governance

An anti-racist organisation actively works to:

4. Hold leaders accountable for progress



Recognising Systemic 

Racism
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Patterns start becoming evident:

Operates through organisational norms and processes 

that appear neutral but produce unequal outcomes.

Recruitment and progression inequalities

Inequity can be observed in how individuals are 

recruited and advance within the organisation.

Informal sponsorship networks:

Unequal access to informal networks that support career 

development can perpetuate systemic racism.

Whose voices are heard in decision-making
Disparities in whose perspectives are considered and 

valued in organisational decisions.

Who is perceived as “leadership material”

Biases in the perception of individuals suitable for 

leadership roles.

Systemic racism rarely 

appears as overt 

hostility...



Lessons from the Royal Free 

London NHS Foundation Trust
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Organisations often express a 

strong commitment to equity 

and equality.

Despite this commitment, 

workforce data and staff survey 

insights continue to show 

differing experiences for 

racially minoritised staff 

compared to White staff.

A common organisational paradox



Sharing reflections from the Royal Free London 

journey towards becoming a more anti- racist 

organisation, including lessons learned, 

progress made, and challenges faced.

Royal Free London NHS FT

Focus on moving beyond statements of intent 

to embed race equity into leadership practice, 

organisational systems, and culture.

Freedom from Racism Programme

Race at Work Conference



The Royal Free London Freedom From Racism journey so far
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Since 2022, senior BAME representation (WRES 

1) has increased from (33.5% to 35.5%)

Uplift of over 10% with a spate of 

BAME staff getting promotions

Over 30% of WITHSTAND participants 

promoted within 6 months of graduating

Fewer BAME staff in formal 

disciplinaries with a reduction in 

Collaboration with BRAP:

• Antiracism practitioner training for HR staff

• Introduction to Anti-racism for line managers

• Antiracism for white leaders

• Antiracism for BAME leaders

• WITHSTAND Positive Action Programme

• Antiracism for Middle Managers

• Dealing with Everyday Racism

• Antiracism for Group Executives



Moving Beyond 

Performative Action
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Awareness campaigns

These can raise awareness 

but rarely change systems 

effectively.

Diversity statements

Such statements, while 

important, often do not lead 

to sustainable change on their 

own.

One-off training sessions

Individual training sessions 

tend to be insufficient for 

long- term systemic 

transformation.

Many organisations begin with symbolic actions:



Developing Race-

Conscious Leadership
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Key capabilities include:

Leadership development is 

crucial for creating spaces 

where leaders can engage 

honestly with race issues and 

reflect on their positionality.

Naming racism explicitly

Leaders need the ability to 

directly address and 

articulate instances of racism.

Leading difficult 

conversations

The capacity to facilitate and 

participate in challenging 

discussions about race and 

equity.

Reflecting on power and 

positionality

Understanding one's own 

power and how it influences 

interactions and decisions 

within the organisation.

Leaders play a critical role.



Psychological Safety
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This means creating cultures 
where:

Staff must feel able to share 

their experiences and 

challenge inequities without 

fear of retaliation.

Staff can raise concerns 
safely

An environment where 

employees feel secure in 

expressing issues without 

negative repercussions.

Leaders respond with curiosity rather 
than defensiveness

Leaders are encouraged to 

approach concerns with an 

open mind, seeking to 

understand rather than to 

justify.

Difficult conversations are 
encouraged rather than avoided

Fostering an atmosphere 

where challenging topics are 

addressed proactively.

Progress requires environments where staff can speak openly.



Sustaining Momentum
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This work needs a value driven approach, persistence, with 

progress depending on transparent data, ongoing dialogue, 

and sustained leadership attention.

Key enablers include:01

Availability of clear data to monitor and track progress in racial 

equity.

Transparent workforce data02

Leaders are held responsible for driving and achieving anti- 

racist goals.

Clear leadership accountability03

Collaborating with employee networks to leverage their 

insights and support.

Partnership with staff networks04

Embedding anti- racism as a core component of the overall 

strategic direction of the organisation.

Integration with organisational 

strategy
05

Anti-racist change requires long-term commitment.



What Success Looks Like
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Ongoing scrutiny of 

organisational processes to 

identify and address 

inherent biases.

Employees feel secure in 

raising concerns and 

contributing their insights 

without fear.

The perspectives of a wide 

range of individuals are 

integrated into the decision- 

making process.

Leaders are confident to 

take counter- normative 

actions to ensure equity is 

served immediately.

03 04
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Leaders challenge inequity in 
real time Diverse voices influence 

decisions

Systems are continuously 
examined for bias

Staff feel psychologically safe to 
speak up

A truly anti-racist organisation is one where:



Thank you

Happy to take any questions

09


	Slide 1:   Building a Truly Anti-Racist Organisation  
	Slide 2
	Slide 3
	Slide 4
	Slide 5
	Slide 6
	Slide 7
	Slide 8
	Slide 9
	Slide 10
	Slide 11
	Slide 12
	Slide 13
	Slide 14
	Slide 15
	Slide 16
	Slide 17
	Slide 18
	Slide 19
	Slide 20
	Slide 21

