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Foreword
By Meena Kumari, Founder of H.O.P.E.

Itis a privilege to introduce the impact report for the Drive Partnership and Drive Project
service providers cohort (Cohort 5) of the H.O.P.E. Leadership Programme. Each year,
this programme grows in reach and depth, and the involvement of this cohort marks an
important extension of our work into the Violence Against Women and Girls perpetrator
sector. Their participation reflects a shared commitment across the national landscape
to strengthening leadership opportunities for Black and racialised professionals.

In February 2026, ten participants joined the programme as part of the Drive Project’s
rollout across England and Wales. They brought experience from Respect, RISE Mutual,
SafelLives, Inspire North, and Talk Listen Change, representing regions from Glasgow,
Leeds, and Manchester to Bolton and London. Their presence highlights the sector-wide
need for leadership that is culturally competent, confident, and equipped to navigate
complex organisational environments.

This work builds on a decade of research, including the contributions of Dr Olumide
Adisa and Dr Katherine Allen, whose analyses highlighted persistent inequities in
funding, representation, and progression. For this cohort, those wider challenges
intersected with the specific demands of perpetrator work, where leaders must balance
accountability, anti-racism, and service integrity in high-pressure settings.

The H.O.P.E. Leadership Programme was created to offer a purposeful space for Black
and racialised professionals to develop their leadership practice with support, skill, and
community. Over twelve weeks, Cohort 5 engaged fully with this mission, strengthening
their technical knowledge, expanding their strategic voice, and building the confidence
needed to lead with assurance.

| am grateful to our partners at the Drive Partnership and Respect’s Sector Support
team, including Lee Webster and Rosie Jarvis, whose commitment ensured that these
ten places were fully funded. My thanks also go to the H.O.P.E. team and our guest
contributors, who continue to create a learning environment that is both rigorous and
restorative.

Most importantly, | want to acknowledge the ten participants of this cohort. Your
willingness to invest in yourselves, to reflect, and to grow is the heart of this programme.
The confidence you now carry into your organisations will shape not only your own
trajectories, but the wider culture of our sector.

This report captures your progression, and it also signals what comes next. As you
continue to lead with purpose and use your voice with greater confidence, you are
helping to build a future in which leadership across our sector is more diverse, more
representative, and more aligned with the communities we serve.



Executive Summary

This evaluation, conducted by onEvidence, assessed the impact of the H.O.P.E.
Leadership Programme (Cohort 5) as part of the Drive Partnership and Respect’s
national workforce development strategy. It examined how the programme supports the
professional progression of Black and racialised staff within the Violence Against
Women and Girls perpetrator sector, with a focus on changes in technical knowledge,
leadership confidence, and the conditions that support strategic identity development.

Programme Overview

The Programme is a 12-week, 36-hour leadership initiative for Black and racialised
professionals. Cohort 5, delivered between February and May 2026, followed a hybrid
model comprising three in-person sessions in Birmingham, nine remote sessions, and
individual coaching. As part of the Drive Project’s national rollout, the programme
contributes to strengthening leadership capability across the perpetrator sector.

Methodology

The evaluation used a pre- and post-programme design to assess change over time.
Data were collected through quantitative polls administered at the start and end of the
programme, alongside qualitative analysis of open-text feedback. A 100% response rate
(N=10) provided a complete dataset for assessing individual and cohort-level
progression.

Key Findings

e Technical Knowledge: Participants demonstrated clear gains in strategic
literacy. Agreement with understanding leadership models increased from 50%
at baseline to 100% at programme completion. Understanding of funding
processes rose from 0% to 70%.

o Leadership Identity: Qualitative feedback indicates a marked shiftin
professional self-perception. Participants described moving from an initial
“instinct to shrink” to a more assured and “re-awakened” leadership identity. All
participants (100%) reported increased confidence in communicating with
senior management.

e Learning Environment: The programme’s culturally safe and reflective
environment was consistently identified as a key enabler of growth. Participants
described the space as “safe” and “therapeutic,” enabling them to address
“unspoken” workplace challenges linked to racial trauma, isolation, and the
pressures of navigating predominantly white organisational structures.

e Satisfaction: The programme achieved a 100% recommendation rate and an
average facilitator rating of 4.9 out of 5, indicating strong participant satisfaction
with both content and delivery.



¢ Interpretation and Implications: The findings suggest that the programme
supports racialised staff to bridge the gap between operational expertise and
strategic readiness. By combining technical skill-building with a psychologically
safe learning environment, the programme addresses factors that contribute to
professional marginalisation and limited progression. These outcomes strongly
suggest that targeted investment in leadership development can strengthen
organisational capacity within perpetrator services and support wider
commitments to anti-racism and EDI.

Conclusions

Cohort 5 participants demonstrated measurable gains in technical knowledge, strategic
confidence, and leadership identity. The H.O.P.E. Leadership Programme enabled
emerging leaders to articulate and inhabit their roles with greater assurance and intent,
contributing to a more resilient and representative leadership landscape across the
Drive Partnership and Drive Project service providers.
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1.Background and Context

The Violence Against Women and Girls (VAWG) sector operates within a landscape
shaped by persistent inequities in representation, leadership, and resource distribution.
Despite sector-wide commitments to equity, a consistent body of evidence shows that
Black and minoritised women remain under-represented in leadership roles, face
systemic barriers to progression, and are routinely excluded from decision-making
structures (Imkaan, 2020).

Specialist “by and for” organisations continue to play a vital role in delivering culturally
responsive, trauma-informed support. However, multiple national reviews have found
that these services remain structurally underfunded and unable to meet demand at a
scale proportionate to the communities they serve (EVAW, 2024; Domestic Abuse
Commissioner, 2023). Analysis of the VAWG funding ecosystem similarly highlights how
funding flows systematically disadvantage Black-led and minoritised-led organisations,
constraining their capacity and long-term sustainability (Adisa et al., 2020). These
inequities directly affect the leadership pipeline: when specialist organisations struggle
to survive, opportunities for racialised professionals to progress into senior roles narrow
significantly. Survivors from racialised communities subsequently face barriers to
accessing support due to limited availability of culturally competent provision (DAC,
2023). Annual audits continue to show that demand for specialist services for Black and
minoritised women exceeds capacity, with many areas lacking dedicated provision
altogether (Women'’s Aid, 2023).

Within the perpetrator sector specifically, the Drive Partnership and Respect have
identified critical workforce development needs. A sector-wide review of competencies
highlighted gaps in leadership capability and the need for a more sustained approach to
Equity, Diversity, and Inclusion (EDI) and anti-racism. Although progress has been made
over the last five years, institutional momentum has slowed. Leaders in this sub-sector
face complex challenges, including navigating anti-immigration narratives and
free-speech debates, which require dedicated spaces for reflection, skill-building, and
professional growth.

Alongside these structural pressures, racialised staff across the VAWG and perpetrator
sectors report experiences of racism, microaggressions, and professional isolation
(Thiara & Roy, 2020). These dynamics contribute to higher turnover and limited
progression, with staff often carrying significant emotional labour while working within
systems not originally designed with their identities in mind. Evidence from the wider
health and social care sectors echoes these patterns, documenting the professional
marginalisation experienced by Black and minoritised women in leadership roles
(WRES, 2023).

In response to these systemic inequities, the Drive Partnership commissioned the
H.O.P.E. Leadership Programme in 2022 to support Black and racialised staff. Now
entering its fifth cohort, the programme forms part of the national rollout of the Drive
project in England and Wales. This phase of the initiative is designed to strengthen
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leadership capability across four levels — aspiring leaders, middle managers, senior
leaders, and CEOs. By offering a structured and intentional route for progression, the
programme aims to develop a leadership landscape that better reflects the diversity of
the VAWG workforce and the communities it serves.

2.H.O.P.E Leadership Programme

Building on this strategic foundation, the H.O.P.E. Leadership Programme provides a
dedicated and culturally safe environment for Black and racialised staff to develop their
leadership capacity. Since its establishmentin 2022, the programme has supported
participants to strengthen technical skills, build professional confidence, and navigate
organisational challenges that can limit progression. This report focuses on the DRIVE
staff cohort (Cohort 5), delivered between 25 February and 6 May 2026.

2.1 Core Objectives and Target Outcomes

The primary objectives of the programme are:

¢ Increase diversity in leadership: Supporting racialised professionals to enter,
remain in, and progress within leadership roles.

 Improve retention of racialised staff: Providing a supportive environment,
developing skills, and creating networking opportunities to strengthen belonging
and encourage long-term commitment to the sector.

o Develop leadership skills: Enhancing participants’ abilities in goal-setting,
planning, communication, delegation, conflict management, team building, and
integrity, alongside understanding leadership models, workplace psychology,
and issues such as racial trauma and microaggressions.

e Provide networking opportunities: Facilitating connections between racialised
professionals to build a supportive peer community and encourage ongoing
collaboration.

In addition to these core objectives, the programme aims to:

e Empower individuals to use their voices, including in conversations with senior
staff and management.

e Support participants to navigate racism and discrimination, and develop
strategies for resilience and advocacy.

e Enhance understanding of workplace psychology and effective leadership
behaviours.

 Improve understanding of funding streams within the VAWG sector.

+ Build confidence in participants’ abilities, roles, and future progression.



e Contribute to more positive and inclusive work environments for participants
and their colleagues.

2.2 Programme Structure and Delivery

H.O.P.E. is delivered as a 12-week, 36-hour leadership programme designed specifically
for Black and racialised staff working in the VAWG sector. Delivery of Cohort 5 followed
a hybrid model that combined:

e 3in-person sessions held in Birmingham.
e 9remote sessions delivered via Zoom.
« 2free one-to-one coaching sessions for each participant.

The programme is structured to help participants build in-demand leadership skills,
recognise the strengths they already hold, and apply effective practice within their
organisations. To facilitate inclusive learning for this cohort, H.O.P.E. ensured that all
participants had consistent access to Zoom and a quiet learning space. Specific
accessibility considerations for the cohort included the provision of session recordings
to allow for flexible engagement for staff who were unable to attend live sessions due to
the nature of their frontline roles .

2.3 Eligibility and Participation

The programme is open to those attached to Drive Project sites nationally and bespoke
to fit their needs. While the wider H.O.P.E. initiative engages staff across policing,
probation, and social care, this specific cohort targeted professionals working within
the perpetrator sector to address leadership gaps identified by the Drive Partnership.
Applicants were required to have completed their probation period, commit to the full
12-week schedule, and participate in a concluding showcase event.

A total of ten participants joined Cohort 5, all of whom successfully completed the
programme. This group represented a diverse range of professional expertise, from
frontline Helpline Advisors and Domestic Abuse Prevention Workers to Senior Project
Managers and Operations Managers. The cohort featured staff from five key
organisations: Respect, RISE Mutual, SafelLives, Inspire North, and Talk Listen Change.

2.4 Funding and Organisational Support

Cohort 5 was supported through a strategic partnership with the Drive Partnership and
Respect’s Sector Support team. As part of the national rollout of the Drive projectin
England and Wales, Respect provided ten fully funded training places to support
leadership development across the perpetrator sector.

This funding model was designed to address critical leadership gaps identified in a
sector-wide review and to support organisations committed to anti-racism and Equity,
Diversity, and Inclusion (EDI). By removing financial barriers, this investment ensured
that racialised staff at all levels, including aspiring leaders and middle managers, could



access a dedicated space for professional growth. It reflects a wider sector recognition
of the need to invest specifically in leadership development for Black and racialised
professionals working in demanding service environments.

2.5 Methodology of Assessment

The impact analysis in this report draws on comparative data from the pre-programme
evaluation (February 2026) and the post-programme assessment (May 2026). This
approach enables examination of how the programme supported Cohort 5 in relation to
its four core objectives and the needs participants identified at the outset.

3.Results

3.1 The Participants and their Pre-Programme Knowledge and
Aspirations

The pre-programme evaluation for the DRIVE staff cohort (Cohort 5), conducted in
February 2026, establishes the baseline for a group of ten highly experienced
professionals working across the VAWG sector. This assessment identifies who the
participants were, their starting confidence levels, technical gaps, and the personal
motivations driving their participation in the H.O.P.E. Leadership Programme.

“l want this programme to help me unlearn that instinct to
shrink, and instead feel more grounded and confident in the
strength | already have.”

3.1.1 Participant demographics

The DRIVE cohort consists of 10 female professionals representing a diverse range of
ethnic backgrounds, including Black/Black British, Caribbean or African (50%), Mixed or
multiple ethnic groups (30%), Asian or Asian British (10%), and other ethnic groups
(10%).

o Professional Background: Participants hold significant roles within the sector,
such as Team Leader, Performance & Quality Lead, Domestic Abuse Prevention
Worker, and Senior Operations Manager.

o Organisational Representation: The cohort represents five key organisations:
Respect (3), RISE Mutual (3), SafeLives (2), Inspire North (1), and Talk Listen
Change (1).

e Age and Identity: The participants' ages range from 26 to 54 years. The group
includes individuals identifying as Heterosexual/Straight (6), Bisexual (2),
Pansexual (1), and Lesbian (1).



"Most leadership spaces I’'ve been in haven’t reflected my
identity or the complexity of the work | do, and that can feel
isolating. The idea of learning and developing in a space that
centres women like me feels both grounding and overdue."

3.1.2 Geography and Accessibility

The programme maintains a national reach, with staff joining from London (5), Leeds
(2), Manchester (1), Bolton (1), and Glasgow (1). To facilitate the hybrid and remote
learning model, all 10 participants (100%) confirmed they have consistent access to
Zoom and a quiet space for their learning sessions.

3.1.3 Funding and Organisational Support

All ten places for this cohort were funded by Respect, demonstrating a targeted
investment in the leadership development of Black and Racialised staff within the Drive
Partnership and Drive Project service providers. Initial engagement metrics were high:

e Booking Process: 100% of the cohort found the booking process easy (50%
strongly agree; 50% agree).

o Early Communication: 100% of participants were satisfied with early
communication from H.O.P.E. (60% strongly agree; 40% agree).

3.1.4 Understanding of key concepts

At the outset, participants demonstrated strong awareness of racialised workplace
dynamics but identified significant gaps in technical leadership frameworks, financial
literacy, and preventative management:

e Highest Confidence: 80% of participants reported a good understanding of
microaggressions and racial gaslighting (60% agree; 20% strongly agree).

« Awareness of Racial Inequity: 60% of the cohort felt they understood racial
trauma, challenging tokenistic behaviour, and self-confidence, though 30%
remained neutral on these topics.

¢ Technical Gaps:

o Leadership and Psychology: 50% felt they had a good understanding of
leadership models and styles (30% agree; 20% strongly agree) or the
psychology of the workplace.

o Supervision and Burnout: Only 40% felt they understood effective
supervision and burnout prevention; a combined 60% were either neutral
(40%) or disagreed (20%).
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Emotional Literacy: Only 30% felt they understood personality types and
resilience (20% agree; 10% strongly agree), with half the cohort (50%) remaining
neutral.

Strategic Readiness:

o Communicating Upwards: 60% felt they knew how to have difficult
conversations with managers, yet 40% disagreed that they possessed this
skill.

o Project Influence: 60% felt confident using their voice in projects to
communicate with senior managers, while 40% were either neutral (20%)
or disagreed (20%).

Area of Least Confidence: Navigating funding streams was the most significant
gap, with 70% total disagreement (30% strongly disagree; 40% disagree) and 0%
agreement across the cohort.

3.1.5 Anticipated personal changes and expectations

The DRIVE cohort articulated a vision for leadership that is deeply personal, rooted in
authenticity, and focused on systemic change. Their expectations move beyond
traditional professional development, focusing on a holistic "re-awakening" of their
professional identity.

"As a Black and racialised woman in this sector, there are
moments when I’ve held back—even when | knew | was
right—because | didn’t want to be misunderstood or
labelled. | want this programme to help me unlearn that
instinct to shrink."

Authentic Leadership and "Unlearning": A core expectation is the ability to
lead authentically as a Black or racialised woman. Participants seek to "trust my
own voice more" and "unlearn that instinct to shrink" to avoid being
misunderstood or labelled. They want to move away from "being strong" as a
default and instead become a "grounded, whole, and courageous version" of
themselves.

Strategic Influence and Systemic Change: There is a powerful desire to move
from operational tasks to strategic influence. Participants expect the course to
equip them to "influence change at a wider level," "influence systems more
boldly," and "challenge systemic inequalities" within the VAWG sector. This
includes a specific focus on learning how to have a "voice on a project" and
better navigate "funding streams".
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e Holistic Growth and Wellbeing: Many participants acknowledged feeling "burnt
out" or "overextended" from holding the emotional load of the sector. They hope
the programme will provide "healthier ways of looking after my own wellbeing"
and help them "manage staff burnout better" within their teams. They seek
"permission to see myself differently" and space to "actually take a breath".

e Advocacy and Representation: Strengthening the leadership pipeline is a
collective goal. Participants want to "advocate for others," ensure "everyone has
avoice around the table," and "improve the representation of marginalised
groups in leadership positions".

e Collective Power and Reducing Isolation: Connecting with a community of
peers is a primary expectation. Participants hope to feel "less isolated" and
"more seen" by engaging with others who understand the "unspoken things" of
being a racialised leader. They see this network as a "support group" to help
them navigate the "emotional and practical challenges" of the sector.

3.1.6 Communication and overall anticipation

The cohort entered the programme with 100% anticipation, describing their feelings as
"excited," "hopeful," and "ready". One participant noted a need for recordings if they
could not attend live, while another suggested that early Zoom invites could be better
integrated into calendars.

3.1.7 Summary

The DRIVE cohort began the programme with a clear divide between their high
emotional intelligence and their lower confidence in strategic leadership tasks, such as
navigating funding and communicating with senior management. Their aspirations
focus on authentic leadership - finding a "safe space" where they do not have to
"mould" themselves to fit existing structures.

3.2 Post-Programme Assessment of Participant Knowledge and
Aspirations

3.2.1 Introduction

The post-programme evaluation provides a snapshot of the DRIVE staff cohort’s (Cohort
5) progress at the conclusion of their 12-week journey in May 2026. This assessment
measures shifts in technical understanding, professional confidence, and leadership
identity by comparing end-of-programme results with the initial baseline established in
February 2026. The findings reflect the participants' self-reported experiences at the
point of completion.

"| feel re-awakened. Leadership is me. | am NOT SCARED."
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Timing: The evaluation was conducted between 6 May and 15 May 2026.

Response Rate: There were 10 respondents, representing 100% of the starting
cohort.

Method: The post-programme survey mirrored the pre-programme poll to allow
for a direct longitudinal comparison.

3.2.2 Quantitative shift in conceptual understanding

The DRIVE cohort reported universal growth, with 100% agreement reached in nearly
every category. The most significant progress occurred in the technical and strategic
areas that participants previously identified as their greatest weaknesses.

Navigating Funding Streams: This area saw the most dramatic transformation.
Confidence jumped from a 0% baseline to 70% agreement. Total disagreement
fell from 70% to just 10%.

Leadership Models and Styles: Understanding of leadership frameworks
increased from a baseline of 50% to 100% agreement.

Supervision and Burnout Prevention: Mastery of effective supervision and
burnout prevention — a key concern at the outset - rose from 40% to 100%
agreement (with 70% strongly agreeing).

Psychology of the Workplace: Baseline understanding grew from 50% to 100%
agreement (50% agree; 50% strongly agree).

Racial Justice Concepts:

o Microaggressions and Racial Gaslighting: Already high at 80% baseline,
this reached 100% agreement, with the "strongly agree" category
increasing from 20% to 80%.

o Racial Trauma and Tokenism: Understanding of these complex
dynamics rose from 60% to 100% agreement (70% strongly agree).

Emotional Literacy and Resilience: Understanding of personality types and
resilience building moved from 30% agreement to 100% agreement (70%
strongly agree).

Strategic Readiness:

o Difficult Conversations: Confidence in having tough discussions with
senior staff reached 100% agreement, up from a 60% baseline.

o Using Voice in Projects: Confidence in communicating effectively with
senior managers rose from 60% to 100% agreement.
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3.2.3 Personal growth and professional identity

The qualitative feedback reveals a profound shift from feeling "burnt out" and
"overextended" to a state of being "energised" and "grounded".

"The coaching sessions | attended helped me recognise
[burnout], but also encouraged me to be honest with myself,
because at the beginning | wasn’t in a place where | could
admit that | was pushing myself to my limit. | now feel like |
have reached a place where | am prioritising myself more."

Validation and Belonging: Participants described the programme as a "powerful
and personal journey" that validated their experiences as Black women in

leadership. The "safe space" was noted as "therapeutic,” helping participants
feel "not entirely alone".

Redefining Leadership: A significant outcome was the internalisation of
leadership identity. One participant reflected: "It has shown me that!/am a
leader, regardless of my job title".

Prioritising Wellbeing: Coaching sessions were highlighted as instrumentalin

helping participants admit they were "pushing themselves to their limit," leading
to a shift toward "prioritising myself more".

3.2.4 Evolution of voice and strategic aspirations

Participants moved from an "instinct to shrink" to a position of active self-advocacy and
strategic clarity.

"Undertaking this course has allowed me to identify what
has been holding me back in my career and what steps |
need to take to move forward and elevate."

Tools for Advocacy: Participants reported now having the "tools to truly
advocate for myself" and the confidence to "use my voice to ask for what | want".

Elevating Career Prospects: The programme helped individuals identify "what

has been holding me back" and the concrete steps needed to "move forward and
elevate".
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3.2.5 Programme delivery and satisfaction levels

The DRIVE cohort reported exceptionally high levels of engagement and satisfaction
with the delivery format:

o Facilitator Performance: Trainers and guest speakers received an average score
of 4.9 out of 5, with 90% of participants awarding the top rating.

e Communication Ease: Satisfaction with H.O.P.E. communication rose from a
60% strongly agree baseline to 90% strongly agree.

¢ Recommendation Rate: 100% of the cohort stated they would recommend the
programme to a colleague.

"l think this has been one of the best programmes | have
been on... Speakers have been inspiring, structure has been
perfect, timings have been awesome and fitted into work
well. Just keep doing what you are doing."

3.2.6 Participant suggestions for future development

The cohort expressed a strong desire for continued engagement and further supportin
high-pressure environments:

e Advanced Learning: Participants requested "further sessions/courses in the
future" to build on the foundations of the 12-week programme.

e Specialist Burnout Support: Even post-programme, there were requests for
"additional advice" on managing burnout within the context and nature of this
work.

3.2.7 Summary

The Drive Partnership and Drive Project service providers cohort completed the H.O.P.E.
Leadership Programme with a near-universal increase in technical knowledge and a
definitive shift in professional identity. By providing a "safe and therapeutic" space to
address the unique challenges of racialised leaders, the programme successfully
moved participants from a state of being "overextended" to feeling "equipped," "re-
awakened," and "courageous". The 100% recommendation rate and the sharp rise in
technical literacy, particularly regarding funding and strategic voice, confirm the
programme’s success in strengthening the leadership pipeline for racialised staff in the
VAWG sector.
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4.Conclusion

The evaluation of Cohort 5 shows a clear progression in both capability and professional
identity among Drive Partnership and Drive Project service providers. Participants
entered the programme with strong awareness of racialised workplace dynamics but
limited confidence in strategic leadership tasks. By the end of the programme, they
demonstrated marked gains in technical understanding — including a rise from 50% to
100% agreement on leadership models and from 0% to 70% on funding processes -
alongside a more assured sense of their strategic role.

A consistent theme across the data is the value of the programme’s learning
environment. Participants described it as a space where they could address the
“unspoken things” that shape their leadership experiences, while also building concrete
skills. This combination supported a shift from feeling “overextended” to feeling
“equipped,” with many reporting a renewed sense of direction and the confidence to act
with greater strategic intent.

These findings indicate that the H.O.P.E. Leadership Programme is strengthening the
leadership pipeline within the Drive Project service providers by increasing technical
literacy, consolidating professional identity, and enabling racialised women to articulate
and inhabit leadership in ways that feel both authentic and sustainable. The evidence
suggests that this investment is contributing to a more confident, better-prepared
cohort of emerging leaders who are positioned to influence practice and
decision-making across the partnership.
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https://www.womensaid.org.uk/wp-content/uploads/2023/01/The-Domestic-Abuse-Report-2023-The-Annual-Audit-FINAL.pdf
https://www.womensaid.org.uk/wp-content/uploads/2023/01/The-Domestic-Abuse-Report-2023-The-Annual-Audit-FINAL.pdf
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