ANTIRACISM
_STRAQTEGY




We are committed to
purposefully identifying,
discussing and challenging
racism; the impact it has
on our organisation, its
systems and our people.




PURPOSE@

This strategy serves as a blueprint to transform The Big Life Group, by addressing
racial inequity and embedding antiracist practice. It details the internal and external
activity, wellbeing support, training, and awareness raising we will undertake to:

e Support staff on their journey to understand race and racism

e Consider the impact of race and racism on our work and its daily impact
on staff and the people we work with

e Apply tools to dismantle structures and behaviours to become antiracist.

We will review this strategy annually, documenting our progress and setting
targets for the future year.

Big Life will work towards addressing racial inequity and
embedding antiracist practice in the organisation.

We have already taken steps to embed antiracist concepts and behaviours into our
organisation, however we still have work to do. Collectively, and individually, we
need to unlearn and challenge the current dominant culture and subsequent beliefs
and behaviours that exist. Becoming antiracist will not be a linear process and will
require us to continually learn, reflect and adapt.

We will focus on improving our knowledge of antiracist practice and supporting our
staff on their journey.



BQCKGrOUND

Over the past 7 years, The Big Life Group has been working to
actively address racial inequity within the organisation.
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In 2017, a succession planning exercise identified a lack
of racial diversity at middle management level within the
organisation. In 2019, The Big Life Group conducted its
first Ethnicity Pay review, which showed a 10.3% pay gap
between staff who are racialised and White employees.

In 2019 we launched a Career Development Programme
for staff from racialised communities and offered three,
paid, year-long internships to young people from racialised
communities.

In 2021, an antiracism statement was launched, stating Big
Life's commitment to understanding and redressing racial
inequity, and work began to develop an antiracism strategy
for the group.

In 2022, an Antiracism Working Group was created to
help inform and shape the strategy. Consisting of staff
from across Big Life and sponsored by the CEO, the
working group developed a programme of activity which
is now embedded in our organisational development
strategy, supporting our ambition to become an antiracist
organisation.

In 2023, our antiracism strategy and antiracism training was
launched to all staff.
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THE STRATERY

This strategy addresses the big question,
‘How do we deliver transformational change
across the organisation to create race equity?’.

Our strategy is based on four themes that will support The Big Life Group and its
staff to embed antiracist practice within the organisation. It is important that we
consider these themes as part of a whole system and not in isolation, in isolation
they are performative actions that will not illicit transformational, or systems
change.

INFOIrmM

SUPPORU

ADVOCQTE
SYSTEMiC CHANEE

LiSTEN, COLLQBORATE
AND iNFLUENCE



INFOIrmM

To ensure antiracist practice, we will improve
our knowledge of when and why racism is used.
We will continue to create opportunities for staff
to become racially literate and improve their
cultural consciousness.

OUR PROGRESS

Cultural Consciousness - To deepen staff’s knowledge and understanding of different cultures, we celebrate
national commemorative awareness dates and cultural celebrations within our staff communications, inviting
people with lived experience to share their experiences with colleagues. In the last year this has included Eid,
Ramadan, Islamophobia Awareness, Black History Month, South Asian Heritage Month, Hannukah, Easter,
Passover, Gypsy Roma and traveller history month, Roshanah, and a post focused on ‘Strong Black Women'.

In 2024, we launched Courageous Conversations; monthly sessions which support staff to have conversations
about racism, think differently, and develop cultural consciousness. Six courageous conversation session have
taken place attended by over 95 people.

Culture and antiracist practice training - In 2022, the Big Life Group Antiracism training course was
developed. The course was piloted with 16 members of staff who attended online training. Feedback from

the pilot helped to identify gaps in the training and the need for external expertise to help develop it further.
Working with an Anti-Oppression Consultant, the training was developed and launched in March 2023. In
2024/25 we continued to develop our programme of anti-discriminatory training working with external experts
and staff with lived experience to create two further courses: antisemitism and Islamophobia. The training is
mandatory for all staff and compliance is monitored and reported to the group’s Quality Committee. Alongside
this we have updated our Confident Manager course to include and antiracism module which has been
delivered to 20 managers.

In 2024/25, the Big Issue North worked with Europia to improve cultural awareness of the Roma and Romanian
Community with staff.

Increasing public awareness in localities where we provide services - In 2024/25 The Kath Locke Heritage
project created an exhibition to tell the history of activism in Hulme and Moss Side which celebrated local
residents from racialised communities.

This year we delivered webinars to two organisations about our HearRt (Healing Racial Trauma) (Healing
Racial Trauma) programme; a 12-week closed support group designed specifically for people from Black
African and Caribbean communities who have experienced racial trauma. The webinars were delivered to
Action Trauma Network and Trauma Informed Plymouth Inclusion and Resilience branch. The webinars led to a
request from an external organisation to purchase the HearRt training.

TARGETS 2025/26

e Review The Big Life Group’s Antiracism statement to ensure it reflects the group’s mission.

e Cultural competence programme to be developed and delivered to staff.

e DARVO training to be created and delivered for all staff.

e Deliver confident manager antiracism module to managers who haven’t attended confident manager.

e Continue delivery of Courageous Conversations about race sessions for staff

Outcome: There is a greater understanding of the root cause and purpose of race and racism, debunking racist
ideology and myths



SUPPORGU

We will provide staff with the support and
psychological safety they need to thrive. We
will address racism and exclusionary behaviours
within the workplace while openly addressing
the impact of racial trauma.

OUR PROGRESS

Career development - In 2019, to help address the lack of racial diversity at management level and the
ethnicity pay gap, a career development programme was launched to support racialised staff to progress in
the organisation. Since then, two further programmes have taken place, supporting a total of 58 members of
staff. Following the programme, 18 staff moved into more senior roles internally, and two people moved into
more senior roles externally. One member of staff became board member, and others took on new lead roles
including designated safeguarding lead and wellbeing champion.

Racial trauma - In 2024 the HeaRT (Healing Racial Trauma) programme, a 12-week closed support group
designed specifically for people from Black African and Caribbean communities who have experienced racial
trauma, was developed. The programme was delivered to five members of the community and a separate
programme was delivered to staff.

Listening sessions were held for staff following the racist riots in Southport. Facilitated by an external trauma
therapist, they provided a safe space for staff to share their feelings.

Policies - Big Life’s grievance policy was reviewed and updated to include that we investigate any informal
grievance which describes racism, regardless of whether complainant requests a grievance. Following this we
researched options for reporting incidents of racism and proposed a model for this.

The Recruitment process - Each year a review is produced by HR that correlates our ethnicity data directly
with HR processes and outcomes - such as recruitment, disciplinaries, grievances and absence. In 2021, the
data showed that staff from racialised communities were less likely to be promoted internally. Based on these
findings, changes were made to the recruitment process to improve development outcomes for racialised
staff. This included the creation and training of recruitment champions who are allocated to each recruitment
process and champion equitable recruitment practices.

TARGETS 2025/26

e Review pathways for reporting incidents of racism and where/how staff receive support.

e Creation of accountability framework, that outlines how actions and behaviours that contradict
organisation’s antiracist values are addressed.

e Creation of equity dashboard, providing real time equity data to service managers.
e Develop robust organisation wide performance targets specifically relating to becoming antiracist.

e Review impact of recruitment champions

Outcome: People feel empowered and supported to identify and address racism.



ADVOCQTE
SYSTEMiC CHANEE

Racism is a systemic issue, and as such, to
truly transform into an antiracist organisation,
we must look to radically change the systems
we are governed and influenced by. We will
seek to embed antiracist practice within our
organisational culture and focus on ensuring
race equity throughout our organisation and
the services we provide.

OUR PROGRESS

An Equity, Diversity and Inclusion Working group (race equity task force) is operational with oversight of
strategy delivery of the antiracism strategy.

An Equity, Diversity and Inclusion Scrutiny panel has been established, terms of reference created and an
external chair appointed

In 2024/25 we completed Equality Impact Assessments (EIAs) across all services and set targets to address
under-representation and differences in outcomes. EIAs are now embedded and completed on an ongoing
basis.

Advocacy and challenge: This year we advocated for a staff member to have a voice on social media and
rejected a complaint which aimed to silence them. We took an independent view within the VCSE against
distributing a letter advising people not to join anti racist demonstrations. We published social media posts
condemning the racist riots in Southport and around the country, and a post celebrating the antiracist work of a
Big Life board member who was awarded the Wig and Pen prize for legal work combatting modern slavery.

TARGETS 2025/26

e Continue to review policies and procedures through a race equity and intersectionality lens
e EIA dashboard created for services ensuring real time access

e Create a suppliers and partners’ charter to ask organisations to commit to race equity

e Increase racial diversity at leadership

e Scrutiny Panel monitors grievances in relation to racism.

Outcome: The barriers that have been created to negatively impact racialised communities are
highlighted and dismantled.



LiSTEN, COLLQBORATE
AND iNFLUENCE

We will engage with and amplify the voices of
those with lived experience of racism. We will
commit to using our knowledge and expertise
to drive change within the sectors we work in,
and the communities we support.

OUR PROGRESS

Staff Engagement - A staff survey was conducted in June 2022 to help build a better understanding of race
and racism within the organisation and how it impacts staff. The survey provided valuable insight into the
experiences of staff. It also identified a need for further formal and informal ways for staff to feedback their
experiences.

In February 2023, based on the insight from the staff survey, externally facilitated listening sessions

were launched for staff. Facilitated by an external antiracism consultant, the listening sessions explored:
Representation, Partnerships, Organisational Culture, Organisational Policies and Accountability. Held online
and in person, the sessions were an opportunity for staff to share their lived experience in a safe space
Feedback from the sessions has been input into this strategy.

Following the listening sessions, staff set up an African Caribbean Safe Space staff network so they could
continue to meet, discuss their experiences and support one another.

In 2024, we held a webinar on our pay gaps which discussed the group’s ethnicity pay gap and what had
been done to try and reduce it. The webinar, attended by 32 staff, gave people the opportunity to share their
thoughts and ideas about the action we should take to reduce it further.

TARGETS 2025/26

e Repeat antiracism survey.

e Review ways to provide updates on antiracism work to staff and get input and feedback from staff.
e Sign up to national antiracism charter/gain accreditation.

e Join GM Race and Equity Panel.

e Delivery of HearRt course to African Caribbean Community.

e Adaption of HearRt course for South Asian community.

e HearRt Train the trainer course developed and launched to external organisations.

Outcome: The barriers that have been created to negatively impact racialised communities are
highlighted and dismantled.



