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Aarushi- Sanskrit Language
Meaning- First Ray of the sun

Our Purpose: We want ELHT to

become an intentionally anti-racist
organisation

We see anti-racism as

» Compassionate and inclusive
behaviours in action

» Commitment to zero-tolerance to
racism in everything we do

» Positively Influencing local

communities besides patients and
staff

ANTI-RACISM " ™

FIGHTRACISM
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lptunote&advocne
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anti-racist
| recognise racism is a present
& current problem | sit with my discomfort
| seek out questions that
make me uncomfortable ,
| deny racismis a | speakout when | see
problem | understand my own racism inaction

| avoid hard

privilege in ignoring racism
questions

Fear Zone Learning Zone Growth Zone

| strive to be
comfortable | educate myself about race

: | educate my peers
& structural racism
about how racism
| talk to others who i ism
look & think likeme ! M vulnerable about my ns our profession

own biases & knowledge .. ;

S I don't let mistakes deter
| listen to others who think & e o el bester
look differently than me I yield posi of power

others who think & look ~ Mareinalised

differently than me

This diagram is an adaptation of an original model by Dr Andrew Abrahim.



Aarushi Project: Key themed outcomes envisioned

Positively Influencing leadership and Culture | Enhancing Equity in Recruitment/ Progression

OUR VISION
Positively transform ELHT into a
Proactive, Visible and Intentional
antiracist organisation

Enhancing Equity in staff lived experience | Enhancing Equity in patient experience/ outcomes

Dr Uma Krishnamoorthy, AMD, On Behalf of Aarushi team, Driving Positive Culture Change



ELHT Ethnicity Demographics
Y srap Background to Project Aarushi NHS!

: East Lancashire Hospitals
ELHT Workforce: N= 10,538 National context

A University Teaching Trust
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Background to Project Aarushi-continued R HS
NHS Staff Survey -National context Fast Lancashire Hospitals

% of staff saying they experienced discrimination on each basis, from those
who reported personally experiencing discrimination at work in the last 12

50% - months (q15c¢)
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Ethnic background continues to be the most common reason cited and was mentioned by
48.2% of staff who claimed to have experienced discrimination at work.
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Background to Project Aarushi-continued
ELHT WRES Data — Indicator 2

*

S Progress from
METRIC NUMBER AND DESCRIPTION 2021 2022 2023 (Colours are i
Risk Key)

Metric 1: BME representation in the workforce by pay band
BAME representation in the workforce overall 19% 21% 22% A
Metric 2: likelihood of appointment from shortlisting
Disparity ratio, likelihood of White staff being appointed 2.03 1.85 2.26  /
compared to BAME people
Metric 3: likelihood of entering formal disciplinary
Disparity ratio, likelihood of BAME staff entering formal 1.10 0.80 1.15 1.14 A
disciplinary process
Metric 4: likelihood of undertaking non-mandatory training
Disparity ratio, likelihood of BAME staff accessing non- 1.62 2.39 1.84 1.00 A
mandatory training
Metric 9: BME representation on the board

BAME 21.1% 28.8% 33.3% 23.53%

\ 4
White 78.9% 72.2% 66.7% 76.47%
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Backgro
EL

2021

und to Project Aarushi-continued
HT WRES Data — Indicator 8

2023
(Colours are Risk Key)

Progress from

2022 e

Metric 5: Perc

entage of staff experiencing

harassment, bullying or abuse from patients, relatives or the public in the last 12 months

BME 24.0% 23% v
White 21.0% 23% 24%
Metric 6: Percentage of staff experiencing harassment, bullying or abuse from staff in last 12 months
BME 21.0% 23% 24%
White 18.0% 19% v
Metric 7: Percentage of staff believing that the organisation provides equal opportunities for career progression or promotion
BME 50.0% 50%

A
White 64.1% 66% 65%

Metric 8: Percentage of staff experiencing discrimination at work from manager / team leader or other colleagues in the last 12 months

BME
White

14.0%

14%

A

5.0%

6% %

]
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NHS

ospitals
NHS Trust
A University Teaching Trust

Inequitable patient experience in 8/22 key areas with less positive
experience for Asian patients as percentages

ground to Project Aarushi-Friends and Family Test Maternjty .
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Data Source: Power Bl March 2024 ,Nazir Makda , EDI Corporate Lead
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idwifery, Obs & Gynae Staffing Data

Ethnicity by Pay Band 0 = @
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Data Source: Power Bl , Chloe Beaumont

Ethnicity by Pay Band
Headcount

Pay
Grade

Non
AfC

BME
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20

2
0

0
20

White

64
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54

27

Ethnicity

@ BME @ White

2023/24: Band 7 x2 BAME staffin
Gynaecology

Zero BAME midwives

BAME midwifes 9.4% overall



Aarushi Project: Key themed outcomes envisioned
and Interventions

Positively Influencing leadership and Culture

Board interview, Board development, AR Position Statement and Charter
developed & launched ,AR communications campaign, AR added as a
strategic priority for the coming year, Dedicated panel Teams brief, AR
summit, L&D package of AR and Allyship resources

Enhancing Equity in Recruitment/ Progression
FC as focus, Empathy interviews with staff, Implementing the Inclusive
recruitment tool kit, BAME Band7 MW t’s x2 appointed making history,
WRES Dashboard for Divisions and Build an accountability framework

CEO as Exec sponsor , Chair actively involved OUR VISION

Positively transform ELHT into a
Proactive, Visible and Intentional

antiracist organisation

Enabling Equitable staff experience

Questionnaire survey, Environmental mapping, NHS staff survey results,
Empathy interviews, Co creation of Anti-Racism behavioural expectations,
Anti-Racisma nd Allyship learning and education package with experts, AR

and Allyship framework,

Enhancing Equity in patient experience/ outcomes
Evaluation of FFT outcomes by ethnicity to reduce inequities, focussed
work with midwifery team, Birth without bias training launched,
exploring collaborative opportunities with UCLAN and community
partners, working closely with PPP members

Dr Uma Krishnamoorthy, AMD, On Behalf of Aarushi team, Driving Positive Culture Change




Aarushi Project Charter

Primary Driver (What)

Aim Statement

Become an
intentional,
active and

visible, Anti-racist
organisation by
the end of 2024

Dr Uma Krishnamoorthy, AMD, On Behalf of Aarushi team, Driving Positive Cult

Secondary Driver (Where /When)

Ideas (How- Interventions)

Positively Influencing Leadership

and Culture: To become an organization
that is demonstrably visible in its
intentional and proactive commitment to
Anti-Racism. Improving intentional active
and visible leadership commitment to anti-
racism for positive culture change.

Increase Visibility of Trust leadership
commitment to becoming an active,
intentional and visible antiracist

organisation by 20% by end of 2024

Intentional AR Statement, Charter, Strategy, policies
Visible signs of commitment all sites including websites

Reducing inequities within
recruitment: Enhancing Equitable

staff recruitment and progression

Improving Trust compliance with WRES
—Standards

Increase BAME representation among
Midwifes across band 6 and above
and especially band 7 by at least 4%
by end of 2024. Implement, an early
EDI dashboard for robust governance
through developing an accountability
and assurance framework in maternity
firstly and then scale up Trust wide

Evaluate Commitment demonstrated by Board to anti
racism on Board papers review, environmental mapping
and leader interviews/questionnaire surveys, Board
development session to raise awareness

/|

Evaluate staff perception on Trust commitment ,visibility,
barriers, resource needs etc through questionnaire
survey, focus groups, work with Health Alliance partners

Empathy interviews with MW leaders and managers and
BAME staff questionnaire surveys. Scope extended to
medics-Feb 24 CEO approved

ﬁkeducing Inequities within Staff
lived experience: Enhance
Equitable Staff Well being and

belonging to enable them to be their
best version

Reducing inequities within
patient experience: Enhance
Equitable Patient outcomes and

Patient/Public experience of being
cared for by a Compassionate and Inclusive
Anti-Racist organization

Increase staff wellbeing and belonging
by end of 2024 through a 2%
reduction in staff experiencing
bullying and harassment based on
ethnicity from patient/public,
manager, Colleagues in NHS staff

survey.

Implement the Best Practice evidence based NHSE
recommended Inclusive Recruitment Toolkit .

Increase median scores of
patient/public perception of ELHT
being an intentional anti-racist
organisation by 10% positive shift
towards commitment by end of 2024
Enhance patient experience and
positive FFT feedback equitably by

ethnicity by 10% by end of 2024

ure Chang

/X

Enable, sponsorship/support for eligible BAME

candidates. For application/interview and talent
progression

Tmplement WRES dashboard first starting with power Bl
figures on representation at different bandings in
maternity , and then scale up to Trust wide level across
Divisions to build accountability and assurance framework

Comparative evaluation of NHS Staff Survey on key
guestions related to this metric

Evaluate ethnic breakdown of Friends and Family test-
FFT to evaluate scope for improvement accordingly

Empathy interviews with patient and family/friends

Evaluate patient/public perception on Trust
commitment ,visibility, barriers, resource needs etc,
focus groups &work with Health Alliance partners




Anti Racist Framework
The 5 anti-racist principles - Reflection questi&&"ssembl. NHSEngland

©

©

3
£ L J o @
PRIORITISE UNDERSTAND GROW ACTTO REVIEW
ANTI-RACISM LIVED INCLUSIVE TACKLE PROGRESS
EXPERIENCE LEADERS INEQUALITIES REGULARLY

How much of my time

have | actually spent on Whose voice and What does the diversity What actions have | taken How has my organisation

anti-racism work in the expernence is not present, of my organisation look towards addressing racal built antiracism into their

last month? what have | done to like and how have | inequalities and what EDI1 targets and how is
address this, and how created opportunities for impact has been made? progress being measured?
have | supported others colleagues from ethnic
to share their lived minority backgrounds to
experience? grow and be included?
Strategic priority Board Interviews, Board AR framework and Allyship Health Inequalities committee EDI dashboards for Trust and
Development sessions training Divisional level
Communications strategy Empathy interviews with Board Development sessions , Inclusive recruitment toolkit Assurance framework — EDI
midwives and staff Train the trainers training/launch Dashboard launched, Ongoing QI
metrics

AR charter, position statement, Listening events Surveys Compassionate conversations and  Psychological safety workshops, Annual Review and Summit Panel
website page, pledge page online Trust wide Leadership development Inclusion scale introduced with experts

Our ongoing reflective journey: What work is happening locally? What are the opportunities to work as a system on this topic? Is there appetite to build on the
anti-racist framework outside of the NHS? What can we work on collectively, as system leaders?

Dr Uma Krishnamoorthy, AMD, On Behalf of Aarushi team, Driving Positive Culture Change



Organisational Survey

Visibility of intentional commitment.

How committed were we being a Visible, intentional, and Active anti-racist organisation until Sep 2023?

East Lancashire Hospitals

Breakdown of responses by Ethnicity profile (PERCENTAGE BY COLUMN)

Black, Asian & Minority White Caucasian -

East Lancashi

== .

NHS Trust

BAME/White/Other

Ethnic (BAME) Non BAME Mixed Ethnicity
Very committed 5.00% 30.56% 60.00%
Somewhat committed 40.00% 44.44% 20.00%
Neither committed nor
uncommitted 10.00% 11.11% 0.00%
Somewhat uncommitted 10.00% 8.33% 0.00%
Very uncommitted 35.00% 5.56% 20.00%




Organisational Survey

East Lancashire Hospitals

East Lancashi

A Universaty Te

Value focus on anti-racism by managers, leaders,

Cultural visibility of intentional commitment. ¢4

Visibility of intentional commitment to Anti-Racism. iy g o How many visible signs, symbols, statements, pledge/charter, posters, billboards, |, many times have you heard leaders/managers/staff at all levels talk

photos, paintings, website page, media and/ or other such visual displays showing
our commitment as an Anti-Racist organisation, did you see in our hospital while
working here or visiting as patient/public until September 2023?

Organisational environmental mapping audit for visibility of commitment to Anti Racism

Bl

[}
<

Royal Blackburn Burnley General Clitheroe Community Pendle Community

[
=

Number of responses
— —
= o

Board papers over months preceding Aarushi have been reviewed for evidence of demonstrable commitment to Anti 0
Racism at Board level. Will be compared with demonstrable evidence of this since Aarushi was launched with
planning phase commencing end of 2023

None

44.40%

None

13 3

Number of signs stated by respondent,

1-3 3+

34.9% 9.52%

Other Response

Other

Response

7.93%

about our commitment to becoming an anti-racist organisation until
September 2023? What did they say and how?

* Asthiswasa
gualitative data set, it

made more sense to

turn it quantitative

because of the nature

of the question. The

ranges were

determined by the

response to the

guestion, therefore

comments stat stated

'few, not many and

somewhat' made up .

the 1-3 range, .
3+

comments that stated None 1-3
"agood amount,
everywhere and lots'
were included in the
3+ range.

Number of Responses
[— — D o (9% w
w o w [=1 wu (=] w

(=)

Other response

Number of times anti-racism has been discussed.

None 1-3 3+ Other

Response
53.22% 31.45% 6.45% 8.87%



What leaders pay attention to, talk about and model in their own behaviour
tells those in the organization what it is they should value- M West

Anti-Racism Statement and Charter Anti-Racist Charter Pledges
Allyship Framework and Training ANTI-RACIST STATEMENT 1. Zerotolerance to Racism and all forms of

discrimination, bullying and harassment.

We can no longer simply be NOT RACIST 2. We will include Anti-Racism subject as part of
regular Board agenda

3. Executive Sponsor at CEO/Chair and Board level

4, Capture ethnicity data and enable Trust wide
transparent reporting through an EDI Dashboard

5. Take action to equitably support ethnic minority
recruitment and career and talent progression

We will Actively, Visibly, and Intentionally
be Anti-Racist

Foreword

Our aim at East Lancashire Hospitals NHS Trust is to be an outstanding place to work, so that our people will be able
to provide the best care for our patients across our diverse communities.

Our ambition is to be a truly inclusive organisation, one that is equitable, free from discrimination, where everyone
can bring their best selves to work, and be truly valued.

6. Encourage and support white allies aspiring to
commit to Intentional anti-racism

We want all colleagues to have opportunity to develop their talents and progress their careers to fulfil their potential. Martin Hodgson 7. Effective implementation of BAME assembly
Greater diversity of leaders and teams brings greater diversity of thinking which when supported through cultures of Chief Executive. anti-racism framework
collaborative leadership and psychological safety, will foster the innovation needed to transform services and Chalr of the BAME staff
i . - . " Network, Exec Sponsor for 8. Advocate for racial justice and equity and
address the social determinants of health. This is needed to make progress to reduce health inequalities and -Raci i : *
prog E the Ani-Racism QI Project improved equitable health provision

improve health outcomes for East Lancashire and beyond.

9. Supportthe BAME staff network in their positive
culture change quality improvement initiative

The Trust is committed to acting as an anchor institution within the community, providing employment, investment
in the local area and addressing health and social inequalities. We want to create a culture where all our people feel
ownership and shared responsibility for improving equality, diversity and inclusion. We know that racism has a
massive impact on public health as well as colleague and patient experience. This must be addressed and our

ELHT Anti-Racism Statement and
Charter :: East Lancashire Hospitals
PETOTH RIS N HS Trust

-10.Re-launching the reverse mentoring progr

East Lancashire Hospitals

intention to be a visible and proactive anti-racist organisation is of vital importance.

Keyto this vision is the development of allyship so that we continually learn and educate ourselvesin subjects that
are uncomfortable but critical if we are to turn the dial. Our Board is completely behind this allyship framework
which will support leaders and managers and caregivers to take positive steps to tackling all forms of discrimination ELHT Chair and

including racism. Chair of the
Inclusion Group.

Shazad Sarwar

We are
stronger together

ELHT. Because that's who we are

Dr Uma Krishnamoorthy, AMD, On Behalf of Aarushi team,
Driving Positive Culture Change



Developed as a co-created resource by Joanne
mwm“gﬁg ANTI'RACISM & AI_I_YSHIP Hargreaves and Nadiya Youssouf as a result of NHS'|

BEHAVIOUR EXPECTATIONS Empathy Interviews with staff and listening East Lancashire Hospitals
events through Project Aarushi. Embedded as A Universite T g“s ?”5:
“Anti-Racism is a commitment to dismantle racism wherever we find it, including in ourselves, through part of Trust Behavioural Framework riversiy Teaching fres

compassionate and inclusive behaviours in action”

KEEPING IT SIMPLE

Use inclusive language that reflects the diversity of your audience, avoiding stereotypes
and generalisations.

Adapt your communication style to communicate with diverse audiences, to meet the
needs of different cultural groups.

Promote clear and open communication - including creating a safe space for people to
share their experiences and perspectives without judgement.

Simplify systems and processes - removing barriers that disproportionately affect
marginalised communities.

Use the Inclusive Recruitment toolkit when attracting, recruiting and assessing to ensure
equity for applicants from all ethnicities. and cultural backgrounds.

== I OIS

marginalised groups.
+ Support diversity and inclusion initiatives - participate

in training or serve as an ally. Ally Continuum

« Contribute to, and foster a culture of inclusivity and
belonging. where everyone feels valued, respected.

L £ N £ N £

. apatnctic I awere [ acove [NV
diverse perspectives and ideas.

Challenge Race Inequality and strive for equity in service delivery.

. . ts and O No Knows basic Well-informed, Committed to
oro':pmm:aam ":,'.';,?W..q i That's how we do undgrstanding of coqcepts. not shari.ng and routinely and
= s = it around here the issues active on behalf seeking diversity proactively
omamﬁo:up;amm%muﬁogém of self or others when championing
culturally appropriate care. asked/prompted inclusion

H TG UOTI LCUT,) DV T UJItive CUituUn © Sl g e



1. Facilitated Learning:

Introduction to Anti-Racism Allyship .. ..

Health Inequalities development .

Privilege and Power

Emotional Intelligence

Inclusive Recruitment

Compassionate conversations .

Developing cultural competency

Support Contacts via EDI Email:

* Nazir Makda - Equalities and Anti-Racism
*  Emma Dawkins - OD and Allyship

 Beth Waller - Leadership and Management
Plus:

*  Well Team - wellteam@elht.nhs.uk

2. Self-directed learning and reflection:

staff network

Inclusion Calendar
Big ELHT Get Together

Project M

The mighty pen

Coaching and Mentoring

Review and commit to the anti-
racism charter and behaviours

Coming soon .... on the Learning Hub:

O Insight and Impact sessions

Join the waiting

The Links:

Structural Racism: The inequalities within our
society

Institutional Racism: The inequalities within our
systems

Interpersonal Racism: The expression of racism
between 2 people

Personal Racism: Private beliefs and prejudices
and internalization of racist stereotypes

3. Programmes of enhancement to:

NN ENEEEREREY NN N

Reflect on your leadership and impact

Develop inclusion, wellbeing and psychological
safety within the team

Understand the lived experience of others where
you have identified blind spots

SPE+ Leadership Core Pathway

SPE+ Management Pathway

SPE++ Leadership and Management Modules
Action Centred Leadership

Wider leadership development

NHS Leaders Wellbeing Programme

HR development and key skills

EDI| Masterclasses

Mutual Mentoring



https://elht-learninghub.co.uk/course/view.php?id=3248
mailto:leadershipandmanagement@elht.nhs.uk
https://elht-learninghub.co.uk/enrol/index.php?id=3126
https://elht-learninghub.co.uk/course/view.php?id=3252
https://www.hee.nhs.uk/our-work/population-health/our-resources-hub/health-inequalities
https://elht-learninghub.co.uk/enrol/index.php?id=2315
mailto:leadershipandmanagement@elht.nhs.uk
https://elhtnhsuk.sharepoint.com/sites/Inclusion/SitePages/Staff%20Networks.aspx?csf=1&web=1&e=Oda6Oz
https://elhtnhsuk.sharepoint.com/sites/Inclusion/SitePages/Home.aspx?csf=1&web=1&e=ZKuovv
https://elhtnhsuk.sharepoint.com/sites/Inclusion/SitePages/The-Big-ELHT-Get-Together.aspx
https://www.lscwellservice.co.uk/projectm/
https://elhtnhsuk.sharepoint.com/sites/Inclusion/ELHTBookClub?CT=1698921469996&OR=OWA-NT&CID=90059307-d607-34c2-3e96-57127a37c7db&WSL=1
https://elht-learninghub.co.uk/totara/dashboard/index.php?id=39
https://elhtnhsuk.sharepoint.com/sites/Inclusion/SitePages/Anti-Racism%20and%20Allyship.aspx?csf=1&web=1&e=mgUh1F
https://elhtnhsuk.sharepoint.com/sites/Inclusion/SitePages/Anti-Racism%20and%20Allyship.aspx?csf=1&web=1&e=mgUh1F
mailto:elht-diversityandequality@elht.nhs.uk
mailto:elht-diversityandequality@elht.nhs.uk
https://elht-learninghub.co.uk/course/view.php?id=3230
https://elht-learninghub.co.uk/totara/dashboard/index.php?id=54#:~:text=Our%20modular%20programme
https://elht-learninghub.co.uk/login/index.php
https://nw.leadershipacademy.nhs.uk/
https://elht-learninghub.co.uk/enrol/index.php?id=3124
https://elhtnhsuk.sharepoint.com/sites/PeopleCulture
mailto:elht-diversityandequality@elht.nhs.uk
mailto:elht-diversityandequality@elht.nhs.uk
mailto:elht-diversityandequality@elht.nhs.uk
https://elhtnhsuk.sharepoint.com/sites/Inclusion/SitePages/Home.aspx?csf=1&web=1&e=ZKuovv
https://elhtnhsuk.sharepoint.com/sites/TransformationODandInclusion2
https://elht-learninghub.co.uk/login/index.php
mailto:wellteam@elht.nhs.uk

Resources to Grow Inclusion Launched

-~
W 5
e oo .
2 Contributor ~ Innovation
P b Safety Threshold
’&9&
| >
o Learner
& Safety
I
%
e
Inclusion .;>°°
Safety &
% °
e <
7
. Inclusion
Exclusion - : ;
Threshold
_’
Permission

The four stages of psychological safety
by Timothy R Clarke —Workshops launched

Appreciation: You value and leverage these people’s
differences. You seek out and are curious to learn
more about their unigue experiences and perspectives.

Acceptance: You recognise and acknowledge your
similarities and differences. When you choose and like
to be around them you focus on the things you have
in common.

Tolerance: You're slightly uncomfortable with these
people’s differences. You think they should be treated
respectfully, but you'd rather not interact with them.

Avoidance: You feel very uncomfortable around
people with these differences. You try to avoid them
and do not want to work with them.

Repulsion: You strongly believe that these people
are different in ways that are not normal, and they do
not belong in your workplace

The Inclusion scale for practising intentional inclusion
by Korn Ferry team implemented at ELHT

Dr Uma Krishnamoorthy, AMD, On Behalf of Aarushi team, Driving Positive Culture Change
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anti-racist and
do not discriminate

At ELHT, everyone deserves to feel safe, respected, and valued.
We're committed to a workplace where all can thrive -
free from racism and discrimination in any form.

It's up to all of us to stand against racism.
Together we can make a difference.
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We are
stronger together
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Communication Strategy Launched
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Antiracist : "Not Racist”

Awareness

 of your own
eges, and how
fit from white
supremacy

Colorblindness

Saying things such as

white, or purple”

Listening

Leaning in and listening

Proximity
Making comments like,
"My husband/ kids/ uncle

Anrir‘acist brother/ friend/

roommate is Black, so |

can't be racist!"
‘Not racist”

= Avoidance

Avoiding conversations
about rac
and asserting that
talking about racism
perpetuates it

Education *—— @

Educating yourself on

educators (not expecting
free education)

Activism

Speaking out in your
s, professional
ial media, and
calling people out/in as
needed

Silence

Staying silent when others

Dr Uma Krishnamoorthy & Emma Dawkins on behalf of Team £
and discussed at forums:

*  People& Culture Committee Feb 24

*  Family Care team meeting 16.4.2024

*  Health Inequalities Committee 16.04.2024

* Joint Local Negotiating Committee on 2.5.2024

* Joint Clinical Leadership Forum: 5.6.2024

* Divisional Management Board (DMB)— SAS: Jun 2024

*  Board development session: July 2024

*  Allyship train the trainer steering group: 11.7.2024

* Divisional Management Board — CIC: Sep 2024

*  Divisional Management Board — FCD: Sep 2024

*  Going for Gold: Anti-Racism Summit —Sep 2024

* Divisional Management Board- DCS- Oct 2024

*  NHS Employers National Conference with GMC chair- Nov 2024

NHS

England

North West

OF RECOGNITION

THIS CERTIFICATE IS PRESENTED TO

East Lancashire Hospitals NHS Trust

IN RECOGNITION OF YOUR COMMITMENT TO ANTI-RACISM

Your time, effort, and dedication have been instrumental in making a
positive impact, and we are proud to recognise your accomplishments

6&\1 /.

Evelyn Asante Mensah OBE
Black Asian and Co-chair, North West Black Asian and
bly Minority Ethnic Assembly
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Richard Barker

Co-chair, North West
Minority Ethnic Asser

NORTH WEST

. Black, Asian and Minority
Ethnic Assembly

28 June 2024

Date:

We are
stronger together

ELHT. Because that's who we are



Baseline data 2023/24: Band 7 x2
BAME staff in Gynaecology

Zero BAME midwives

BAME midwifes 9.4% overall

Aarushi Ql Interventions

* |Inclusive recruitment tool kit launch

* Thematic evaluation of the empathy
interviews

e Co-Created Anti-Racism Behavioural
framework expectations

* Regular meetings of Aarushi lead
with Div Dr of Midwifery and MW/FC

Data Source: Power Bl , Chloe Beaumont

idwifery, Obs & Gynae Staffing Data

NHS

East Lancashire Hospitals
NHS Trust
A University Teaching Trust

2024/25: Two band 7 midwives of
BAME ethnicity appointed through
competitive selection and interview
process- Band 7 BAME midwives for
the very first time- ELHT History



Going for Gold Anti-Racism Summit ‘

INHS

East Lancashire Hospltals

saylng no to racism U
and all forms of dlscrlmmatlon

A Urramuty watng T

B We are A
anti-racist and do not discriminate

We value Shd reSpett everyone equallyind expect you to do the same.

I Safe | Personal | Effective l ELHT, Becasse that Y who we /8

ELHT. Becanse that's who we are

Any Questions...
Just Ask!

Dr Uma Krishnamoorthy on behalf of Team Aarushi at ELHT “i i\'
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