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RCN Legal Disclaimer

This publication contains information, advice and guidance to help members of the RCN. It is intended for use within the UK but 
readers are advised that practices may vary in each country and outside the UK. 

The information in this booklet has been compiled from professional sources, but its accuracy is not guaranteed. Whilst every effort has 
been made to ensure the RCN provides accurate and expert information and guidance, it is impossible to predict all the circumstances in 
which it may be used. Accordingly, the RCN shall not be liable to any person or entity with respect to any loss or damage caused or 
alleged to be caused directly or indirectly by what is contained in or left out of this website information and guidance.
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1. Introduction
We are experiencing a period of unprecedented 
political, economic and social uncertainty.

Although we can’t yet be sure of what the changing 
environment will mean for nursing and nurses in 
the long term; it remains clear that we are required 
to be bolder and more courageous in advocating 
for the centrality of equality and inclusion. These 
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Developing the strategy
This strategy outlines the issues that will provide 
an overarching framework for action across the 
RCN. It intends to help sculpt future policy and 
operations as well as inform current thinking and 
activity in this area.

In developing this strategy, we drew extensively 
on research and evidence gathered from across 
the UK from agencies including the Equality 
and Human Rights Commission, the Equality 
Commission Northern Ireland as well as 
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Challenge  
and change

This strategic priority focuses on the  
importance of the RCN generating a robust 
and compelling evidence base through which  
to challenge employers, service providers and 
policy makers to initiate structural, long-term 
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Inspire and  
activate

Empowerment is a vital component of this 
strategy as there is evidence that those who 
experience chronic levels of inequality and 
discrimination tend to have less voice and 
influence in the decisions that impact on 
them. Empowering our members to have more 
voice, influence and to have control in their 
professional career, and building their capability 
to act to achieve a specific outcome related to 
their treatment at work, is an important part of 
nurturing and growing a community of activism 
within the RCN. A key goal is to inspire those 
RCN members who have not previously thought 
about becoming an accredited representative 
to be positively stimulated by the idea of other 
forms of activism to help exert influence in the 
workplace, whilst using equality and inclusion  
as a focus through which a broader programme  
is delivered.

What we  
will measure

Implementing this strategy will mean that  
across the different countries, directorates and 
regions, a wealth of planning and performance 
indicators will be generated. These will be an 
integral part of the mainstreaming process. 
This strategy remains focused on achieving 
greater levels of satisfaction amongst members, 
in terms of their protected characteristics, with 
the services they have received from the RCN. 
The RCN will subsequently seek to eliminate 
negative differences in satisfaction.

What we  
will do

The strategy outlines a series of key strategic 
actions to be taken by the RCN, primarily led 
by the Membership Relations Directorate. 
These actions will provide a core of activity and 
knowledge that will support actions generated 
across the whole of the RCN.

Review and 
evaluation

Our learning and progress will be reviewed on 
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Priority area Key milestones Indicative timetable  
and headline actions

Connect and 
communicate

The organisation is bolder and 
more robust about its equality 
and inclusion messaging to 
members and stakeholders 
across a broad range of areas 
from professional nursing 
guidance, employment 
relations negotiations, policy 
consultations and research  
and generic operations.

Year 1: Deliver learning and development about  
the strategy to key internal audiences. 

Years 1, 2, 3: All countries, directorates and 
regions are required to develop and implement 
an equalities and inclusion action plan with 
performance indicators to implement the broader 
strategy with support and advice from the 
Membership Relations Directorate.

There is a shared 
understanding of what 
the organisation wants to 
achieve in relation to the 
implementation of equality 
and the promotion of inclusion 
with a range of constituencies 
across the health and social 
care sectors in England, 
Scotland, Wales and  
Northern Ireland.

Years 1, 2, 3: There is extensive sharing of the 
strategy document and its intent at all levels both 
internally and externally.

Year 1: Research undertaken on the most effective 
methods of communicating equality and inclusion 
methods to RCN members and to wider stakeholder 
groups across the health and social care sector.

Year 1: Relaunch the Diversity Champions with a 
rebrand which explicitly references inclusion and 
has a focus on inclusive nursing practice.

Year 1: Engage executive nursing leaders (from 
both public and independent sectors) across the 
UK on the Inclusive leadership conversation via a 
Nursing Leadership Inclusion Summit.

Year 2: Engage middle-level/senior nursing 
managers in conversations about the benefits 
of implementing inclusive leadership models for 
health care. 

Years: 1, 2, 3: Engage the wider RCN membership 
in the inclusion conversation using opportunities 
such as revalidation and a focus on patient 
care to broaden and deepen this dialogue and 
understanding.

Identity and 
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Priority area Key milestones Indicative timetable  
and headline actions

Equip  
and inform

RCN representatives both 
established and newly-
accredited have enhanced  
skills in challenging 
discrimination and promoting 
inclusion in the workplace.

Year 1: Research what best practice looks like 
across other trade unions and comparable 
professional organisations globally with regards to 
the provision of online learning and development 
that is engaging, accessible and effective for 
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Priority area Key milestones Indicative timetable  
and headline actions

Inspire  
and activate

The RCN successfully motivates 
previously inactive members 
onto an escalator of activism 
through a focus on equality and 
inclusion.

Year 1: Research examples of good and innovative 
practice in similar and other organisations and build 
this into the concept of the inclusion café, where 
RCN members are given tools for talking about 
inclusion and equality in the workplace and are 
empowered to find and implement solutions locally.

Year 1: To research and review good practice on 
the development of roles with a focus on equality 
and inclusion that stop short of formal accredited 
representative accreditation.

Year 2: Pilot and evaluate.

Year 3: Roll-out and scale.

The RCN support offer for 
RCN members who are not 
part of the NMC register is 
strengthened through focusing 
on implications of caring as a 
gendered entity. The offer also 
works to build a diverse talent 
pool from which to draw on in 
the development of accredited 
representatives for the future.

Year 1: Research and consolidate good and 
innovative practice on the development and 
implementation of online empowerment 
programmes that recognise potential constraints 
to inclusion as a result of socio-economic 
circumstances as well their connection with 
protected characteristics.

Year 2: Develop and test an online empowerment 
programme aimed at health care support workers 
that focuses on the development of a range of core 
life skills which could include:
• building confidence
• identifying priorities
• assertiveness skills
• building personal support networks.

Years 2 and 3: Roll-out and scale following detailed 
evaluation from a pilot site.

Year 3: Give consideration to creating an award  
of merit for members who demonstrated excellence 
in this area.

Challenge  
and change

The RCN uses a strong 
evidence base to provide clear 
and constructive challenge 
to employers and service 
providers to improve outcomes 



12

The RCN represents nurses and nursing, promotes 
excellence in practice and shapes health policies

RCN Online
www.rcn.org.uk

RCN Direct 
www.rcn.org.uk/direct

0345 772 6100

Published by the Royal College of Nursing
20 Cavendish Square 

London 
W1G 0RN

020 7409 3333

August 2017
Publication code: 006 212


