PART A

RCN Corporate Diversity and Equality Strategy

The RCN is committed to supporting and protecting the value of nurses and nursing staff in all their diversity.

RCN Strategic Plan 2003-2008

Introduction

The Royal College of Nursing of the United Kingdom has a deep-seated commitment to implementing equality of opportunity and actively valuing diversity in all spheres of its operation.

The RCN recognises that both institutionalised and ad hoc forms of discrimination and disadvantage exclude many communities and groups from enjoying positive and empowering health outcomes. The RCN also recognises that discrimination in many forms can often deepen disadvantage and isolation. Such conditions can often manifest themselves in terms of stark health inequalities and poor health outcomes.

The RCN believes that championing the implementation of equality of opportunity and actively valuing diversity leads to stronger and more positive outcomes for nursing and nurses and ultimately for patient care. 
This corporate diversity and equality strategy provides a broad framework for delivering outcomes for both RCN members and employees of the RCN. 
This refreshed corporate strategy aims to address three dimensions of the Royal College of Nursing; as an employer; a trade union and professional body as well as a corporate citizen.

As a member-led organisation, the RCN is committed to achieving full equality of opportunity and fair treatment at work for nurses, nursing students and healthcare assistants. The RCN is determined to work towards the elimination of discrimination on the grounds of race, sex, age, religion or belief, disability or sexuality. The RCN will continue to ensure that our campaign and policy function will reflect the needs and concerns of our diverse membership.

As a provider of services, the RCN will ensure that it provides services that are culturally-competent and responsive to the needs of an increasingly diverse membership base.

As an employer, the RCN is determined to create and sustain an environment which is free from discriminatory practice and seeks to actively value diversity. The RCN will continue to develop policies and practices in partnership with its employees and other key stakeholders to ensure that full equality of opportunity is swiftly implemented and diversity is demonstrably valued.

As a corporate citizen, the RCN has a role in ensuring that it uses its buying power towards the best interests of members and securing the best health outcomes for patients.

This strategy satisfies objective E of the Strategic Plan, which states that: 
“That the RCN Leadership and membership reflects the diversity of the nursing workforce and the community it serves. 

Milestone 13, to establish equality and diversity programme within the RCN.”
PART B

RCN diversity and equality aims 
· To place diversity and equality at the heart of the organisation.
· To support and work in partnership with a range of other organisations to promote equality of opportunity and actively value diversity as a core part of our strategic aims as well as our day-to-day business management practices.

· To deliver better outcomes for RCN members and patient care through our commitment to implementing equality of opportunity and valuing diversity.

· To ensure that diversity and equality issues are reflected in our campaigning and policy work as well as mainstreamed throughout the organisation.
· To move into a position of leadership and recognised good practice in relation to diversity and equality and achieving positive  outcomes for both members and employees of the RCN.
Purpose 

The purpose of this strategy is to outline the key priorities for action by the RCN for the implementation of equality of opportunity and actively valuing of diversity during the period 2005-2008. It is intended to provide information to members, employees and key stakeholders about our approach, priorities and methods for contributing to this broad agenda and achieving our aims and objectives.
It is intended that the strategy will act as the RCN’s principal planning guidance in relation to diversity and equality issues. The strategy is a ‘live’ document and therefore subject to continuous amendment.

The strategy will be complemented by the development and consolidation of specific strategies that address the uniqueness of a professional organisation that represents more than 385,000 members across four countries and within the different English regions.

The strategy is designed not only to take account of the RCN’s current statutory responsibilities but also to prepare the organisation with the skills and competencies to meet the requirements of forthcoming anti-discriminatory legislation.

Key definitions

Equalities - ‘Protecting Value’

Equalities work is generally defined by its proximity to specific anti-discriminatory legislation such as the Disability Discrimination Act 1995 or the Race Relation (Amendment) Act 2000. In essence it is compliance-based, process-driven and generally reactive and tends to focus on minimum standards. Typically activities in this area include some form of workforce monitoring around employment issues or ensuring compliance with statutory codes of practice like building or recruitment and selections regulations and codes of conduct.
Diversity -‘Adding Value’

Diversity is principally seen as valuing difference. The RCN recognises that difference takes many forms not simply, race, gender, disability, age, religion or belief or class but also includes the invisible aspects to our diversity such as caring responsibilities, educational experience or political affiliation. Work around diversity is generally seen as being proactive, value-driven and outcome-focussed. The RCN’s approach to diversity recognises the immense value that these differences bring to the organisation and aims to make constructive use of those differences in order to achieve our strategic objectives. 

These concepts are complementary, neither can truly be effective without the other and this strategy seeks to mainstream these ideas into the RCN’s day-to-day work and its long-term strategic objectives.
This strategy articulates to primary outcomes for achievement as a result of implementing this strategy.

By 2008:

There will be no significant differences between and within groups based on their age, disability, ethnicity, gender, religion or belief, race or sexuality in terms of their satisfaction with the services and interventions provided by the RCN.

There will be no significant differences between and within groups based on their age, disability, ethnicity, gender, religion or belief, race or sexuality in terms of their satisfaction with RCN as an employer.

These two outcomes will provide a platform for the RCN to frame key changes in its approach to valuing diversity and implementing equality of opportunity.


Context
The Royal College of Nursing has built up a strong tradition of work around diversity and equality, particularly around race issues over the last five years. Initiatives such as RCN Connect. The RCN Connect project has created and left a rich legacy of work for the RCN to build and consolidate on.
The RCN Connect project offered a programme of activity centred on:

· increasing black and ethnic minority membership, and; 

· raising levels of participation inside the RCN. 

The programme developed invaluable networks and provided networking tools for encouraging understanding and challenging the barriers that black and ethnic minority nurses face in the workplace.  One element of the programme focussed on equipping members with practical skills in confidence-building, interview techniques, public speaking and political influencing skills. 
The work of the RCN Diversity Transformation Group further built on the success of RCN Connect by developing a strategy which built up a shared understanding of key issues and creating a strong sense of urgency within the organisation.

In 2002 / 2003 the RCN Transformation Steering Group called for volunteers to participate in a series of groups reviewing RCN policy and practice around diversity and equality. 

The Diversity Transformation Group (DTG) outlined a set of principles which identified a number of areas that needed improvement and provided intelligent solutions.

The groups aim was to ensure that Equality and Diversity is everyone’s responsibility.

This revised strategy updates and refreshes this work and seeks to broaden the scope of this work to include issues of religion or belief, sexuality, gender, disability, age as well as race.
Following a brief period of consultation and research into the key issues facing the RCN, its members as well as its employee base; a number of priorities emerged for action.

These priorities form the skeleton of the Corporate Diversity and Equality Strategy and shape the direction of the key action points.
Represent

Priority one:  Achieving a representative RCN

Ensuring that the composition of RCN Council and senior leadership teams within the RCN reflect the diversity that exists within the nursing family. Embracing the diversity of our membership base will enable the RCN to make better quality decisions on behalf of its membership. Visible diversity at this level role sends a powerful message throughout the broad family of nursing professions. 

Key action: Use OSCAR to develop a definitive baseline on the composition of membership. This data will be used to build a coherent project plan around achieving priority one. Use existing database to create baseline data on RCN employees in order to address workforce issues.
 Supporting and protecting

Priority two:
  Meeting legislative and moral responsibilities

Assuming responsibility for meeting the legal obligations currently faced by public and private sector employers. 
This work builds both credibility and capacity around diversity and equality issues amongst members, employees and our stakeholders. 

Key action: Develop a race equality scheme which is benchmarked against existing good practice and complemented with linked schemes on religion or belief, sexuality, disability, gender and age. Work will also be carried out to highlight areas of good practice/compliance as well as reduce the risks associated with low levels of compliance.

Influence

Priority three:  Leadership and Influence

Gaining recognition as an authoritative leader in this field combined with a commitment to continuous improvement through comparison with other known leaders. Diversity leadership within public healthcare sector has recently been refreshed and plans are in place to merge the existing equality commissions. This provides a unique opportunity for the RCN and for nurses to move into a position of leadership around diversity and equality issues.

Key action:  Launch the RCN Diversity Leadership Challenge as a tool to showcase good practice and to influence key stakeholders into adopting diversity-led behaviours and work practices.

Build
Priority four:  Effective service delivery

Providing culturally appropriate high-quality services that meet the needs of an increasingly diverse membership base. 
The extension of new groups within the nursing family into RCN membership will have a significant impact on the visible diversity of RCN membership and the organisation needs to respond effectively to this.

Key action: Equip service managers and other employees as well as activists with the skills to carry out diversity impact assessments and fully develop the Diversity Champion role.

Influence
Priority five:   Connecting and communicating

Communicating our key diversity and equality messages to employees, membership and key partners. 
Connecting with our diverse membership base and engaging those groups in a sustainable and meaningful discussion about our progress on diversity and equality issues. The RCN needs to consider the ways it can make the most use of its existing interest-focused member network groups. A range of groups are currently in existence such as the BME Network, The Work Injured Nurses Group, The OUT in London group as well as a number of others. The strategy aims to work in partnership with these groups as they are particularly useful in providing critical feedback on our performance on diversity and equality issues. We will also consider the most effective ways of communicating with our broader membership about diversity and equality issues.

Key action: Carry out feasibility study in developing formal membership structures around diversity and making the best possible use of our existing Forums and branch structures.
Build
Priority six:
Performance – the journey to excellence

Creating a stronger link between aspiration and outcomes around diversity and equality issues. 
The operational planning process will be used to build in transparent processes that lead to the development of intelligently-devised performance indicators and meaningful outcomes; as well as create a common understanding around diversity and equality issues.

Key action: Create an RCN Diversity Standard. It is anticipated that this Standard will provide a platform for the development of Diversity Champions and explicit ways of working around achieving our diversity and equality milestones.

PART C

RCN Diversity and Equality Corporate Strategy 2005-2008 - key tasks
	Tasks


	What actions need to be taken?

Process
	What is the performance indicator?

Outcome


	Lead
	Timescale

	To introduce the Corporate Diversity and Equalities Strategy as the RCN’s principal planning document for meeting and setting equality and diversity –related issues in service delivery, employment and professional nursing development.

	Draw up draft for consultation with existing regions and countries for initial agreement

Strategy to be agreed by

UKAG/UKET/JET/Council

Formal agreement by RCN
Council Formal launch of the
 strategy by March 2006

	Priority three: Leadership and Influence
Increased awareness of the RCN’s goals and activities in relation to this area of work on the part of:

· Members 

· Employees

· Stakeholders/Partners

	DEC
	November 2005

	Devise and rollout a Diversity Audit tool
	Research best practice

Devise questionnaire

Carry out in-depth interviews

Arrange visits/sessions with operational unit heads to explain purpose of questionnaire.

Secure 100% return on questionnaires
	Priority three: Leadership and Influence
Priority four: Effective service delivery

Priority six: Performance – the journey towards excellence

Builds and increases organisational intelligence about current diversity and equality practice across the RCN.
Provides baseline data for the development of RCN Diversity Standard


	DEC
	March 2006

	Devise RCN Organisational Diversity Standard
	Research best practice models from a range of different sectors
Create pilot 

Devise workshop sessions and rollout to each operational unit shortly before the annual operational planning round begins
	Priority three: Leadership and Influence
Priority six: Performance the journey towards excellence

Generates consistency in approach to equality and diversity
	DEC/Operational Units/Operational Planning Advisor
	October

2006

	Devise and rollout an electronic diversity and equality toolkit to assist activists and RCN employees in developing their competence and confidence in understanding diversity and equality issues.

	Research best practice examples
Produce a pilot for a sample of activists and employees
Evaluate project with groups like the Partnership Forum for employee examples and other appropriate groupings for membership examples
	Priority three: Leadership and Influence
Priority five: Connecting and communicating
	DEC/Head of Representatives training/HR/OD
	October 2006


	Devise and implement Race Equality Action Plan (Race Equality Scheme)


	Gather baseline data from HR and marketing
Review existing research 
Produce draft for approval by Diversity Monitoring Panel

Provide training for relevant staff members within each of the business unit in undertaking impact assessments.

Formal launch of the scheme by March 06
	Priority two: Meeting legislative and moral responsibilities

Priority three: Leadership and Influence
Priority four: Effective service delivery

Race Equality Scheme developed and copy lodged with CRE/CEHR.

Placed on website for member interaction

	DEC
	January 2006

	Rewrite current equal opportunities policy to include new legislation and priorities contained in the updated strategy.
	Draft to be developed and consulted upon with the Partnership Forum
Final document once agreed by Council to be placed on website and all relevant literature.
	Priority three: Leadership and Influence
Priority five: Connecting and communicating

Feedback from subsequent employee surveys demonstrates increased understanding of the RCN’s and their departmental commitments to equality and diversity

Feedback from subsequent member surveys demonstrates increased understanding of the RCN’s commitment to equality and diversity and how these principles are put into practice
	DEC/Communications/ HR
	September 2006 for review annually thereafter


	Integrate equality and diversity impact assessment and into reviews of specific services particularly within the Service Delivery Directorate
	Provide briefing for managers and relevant staff groupsresponsible for writing and monitoring business plans on their additional responsibilities.
Devise and rollout tailored workshop sessions on conducting diversity impact assessments

	Priority four: Effective Service delivery
Data collected to be used in creating both Diversity Annual Report and the Race Equality Scheme

Integrate into operational/business planning process for business/operational units where relevant
	DEC/Corporate Services
	September  2006 to be reviewed annually thereafter

	Develop robust diversity and equality performance indicators in consultation with relevant services
	Examine best practice across comparable organisations

Produce paper for UKAG/ET/ JET/ Council
	Priority Six: Performance- the journey towards excellence 

Quarterly performance monitoring reports include an explicit equality and diversity dimension and are used to inform service delivery and shape  service configuration.

	DEC/Heads of Service/Business Units
	March 2007 to be reviewed annually thereafter

	Develop the Equality and Diversity Dimension of the RCN’s procurement function/procedure to ensure that it complies with guidance compiled by the Commission For Racial Equality (CRE) and other diversity and equality considerations.


	Review current policy and practice

Compare with published guidance on:


Race equality


Corporate Social Responsibility


	Priority two: Meeting legislative and moral responsibilities

Priority three: Leadership and Influence
Amended policy and procedures produced with responsible staff developing a series of competencies in scoring tenders

Relevant contracts contain a clause around diversity and equality
	DEC/ Head of Finance
	May 2007

	Publish an annual Diversity Report highlighting progress on the our equality and diversity objectives and milestones
	Carry out yearly reviews on the implementation of the Race Equality scheme and other specific equality strategies.
	Priority two: Meeting legislative and moral responsibilities

Priority three: Leadership and Influence
Annual report produced and published on the intranet and RCN member website to ensure greater accountability to members.
	DEC
	October

2006
To be produced annually thereafter

	Develop and implement Age, Gender and Disability Equality Schemes/strategies in partnership with key stakeholders (includes expert external organisations where appropriate)

	Agree draft structure and create project team
Draw up a consultation list which includes influential and accrediting external bodies.
Formal launch of documents by March 2007.


	Priority two: Meeting legislative and moral responsibilities

Priority three: Leadership and Influence
Priority five: Connecting and Communicating
Demonstrates compliance with EU regulations and domestic legislation and recognised good practice
	DEC/HR/
external organisations
	March 2007 to be reviewed annually thereafter

	Develop and implement Religion or belief and Sexuality Equality strategies/schemes in partnership with key stakeholders (includes expert external organisations where appropriate)


	Agree draft structure and create project team

Draw up a consultation list which includes influential and accrediting external bodies.

Formal launch of documents by March 2008.


	Priority two: Meeting legislative and moral responsibilities

Priority three: Leadership and Influence
Priority five: Connecting and Communicating
Demonstrates compliance with EU and domestic legislation and recognised good practice

	DEC/HR
	Mar 2008 to be reviewed annually thereafter

	Consider the creation of a Diversity ‘forum’ containing representatives from key equality groups within the RCN nursing community
	· Feasibility study which examines the potential for dovetailing with existing structures

· Paper with recommendations to Diversity Monitoring Panel

	Priority one: Achieving a representative RCN
Priority five: Connecting and communicating
Paper to be presented to the Diversity Monitoring Panel by July 2006
	DEC
	July 2006 

	Consider the creation of the RCN Diversity Leadership Awards for the health sector to draw out and celebrate excellence in nursing-led diversity practice.
	Feasibility study produced which clearly outlines the costs and benefits of this approach as well as potential partners.
	Priority three: Leadership and Influence

Paper to be presented to the Diversity Monitoring Panel by July 2006
	DEC
	July 2006

	Monitor satisfaction levels with the handling of all complaints by RCN members.
	Use OSCAR, case management and customer feedback systems to provide baseline data and subsequent updates
Ensure that current feedback and complaints mechanisms are able to capture data on diversity
	Priority six: Performance- the journey towards excellence

Data fed into the Diversity Annual Report subject to maintaining confidentiality
	ALL Services led by OSCAR Project Director post
	March 2006 for review annually thereafter

	Organise a corporate response to key diversity events like: Holocaust Memorial Day, International Women’s Day, Black History Month, World Aids Day as appropriate
	Create a list of key diversity events nationally and those of international importance.

	Priority three: Leadership and Influence
The number of events that have a clear and evidenced corporate response.
Feedback from members demonstrates increased awareness and understanding of the RCN’s priorities.
	DEC/Communications/Marketing
	To be reviewed October 2005 and annually thereafter

	All departments including regions and countries and services to ensure that they have a coherent diversity and equality plan that reflects both corporate and local service business priorities and is a core part of their overall operational planning and performance management processes
	Diversity and Equality Unit to provide template plus intensive time-limited support to units in writing plans.
Four diversity beacons will be selected from across the RCN to receive additional support and provide some good practice examples of work around diversity and equality.
	Priority three: Leadership and Influence
Priority four: Effective service delivery
Priority six: Performance the journey towards excellence

Outcomes from the implementation of the plans to be fed into the annual diversity report from Dec 2006 – Mar 2007.
Growth bids clearly demonstrate their value in terms of enhancing the RCN’s capacity to implement equality of opportunity and/or value diversity
Data is also used to consolidate diversity practice on existing
	DEC
	December 2006 for review annually

	Carry out and complete an audit of accessibility to RCN services and employment opportunities for people with a disability as part of the diversity impact assessment process and to meet the requirements of the Disability Discrimination Act 1995 and its various amendments.
	Audits are timetabled

Quality assurance for accessibility via website sought and gained

Quality assurance for employment opportunities for people with a disability is sought and gained
	Priority two: meeting our legislative and moral responsibilities
Priority four: Effective service delivery
Ensures compliance with the Disability Discrimination Act 1995
	DEC/
/HR
	September 2005 onwards 

	Undertake an equal pay and fair employment review, which includes a comprehensive job evaluation review.
	Project plan developed and implemented.
Results of review are fed back to UKET and through the governance structure.

Relevant changes are actioned and properly resourced.
	Priority two: Meeting legislative and moral responsibilities

Priority three: Leadership and Influence
Reduction in levels of risk (legal/reputational)
Increased levels of satisfaction in relation to employment
	HR
	December 2008

	Revise employee training programme to include valuing diversity and implementing equal of opportunity .
	Ensure that there is a strong equality and diversity component to training and development courses where appropriate. 
	Priority three: Leadership and Influence
Feedback from employees demonstrates greater awareness and competence in dealing with diversity and equality issues.
Learning and development outcomes and contracts reflect this new priority.
	HR/OD/DEC

	March 2007 to be reviewed periodically

	Ensure that recruitment and  selection procedures are in line with codes of practice issued by the various Equality Commissions
	Research codes of practice and compare with current policy and practice and amend as necessary
	Priority two: Meeting legislative and moral responsibilities

Reduction in levels of risk 
Increased levels of satisfaction with RCN as an employer
	HR
	To be reviewed by December 2005

	Develop and implement a Work-Life Balance Policy 
	Examine models of existing best practice, amend and formally launch the policy. Monitor uptake
	Priority three: Leadership and Influence
Feedback from employees demonstrates greater satisfaction with the RCN as an employer
	HR/DEC
	September 2006 to be reviewed periodically thereafter

	Develop and implement a Dignity At Work Policy to support the corporate direction of effective management and elimination of discrimination and harassment at work.
	Develop draft policy and consult

Devise clear reporting structure and transparent processes around resolving conflict and/or breaches of the policy
	Priority two: Meeting legislative and moral responsibilities

Priority three: Leadership and Influence
Increased satisfaction with the RCN as an employer

Data to be produced and reported to Diversity Monitoring Panel as confidential item.


	HR/DEC
	September 2006 policy to be reviewed annually thereafter

	Create staff support networks 
	Terms of reference are agreed
Networks are adequately resourced and supported by Organisational Development.
	Priority three: Leadership and Influence
Priority five: Connecting and Communicating

Increased satisfaction with the RCN as an employer

Networks provide the RCN with valuable feedback on the organisation’s performance on equality and diversity.


	HR (OD)/DEC
	September 2007 to be reviewed periodically thereafter

	Consider revising the appraisals/ employee review process to include awareness of valuing diversity and implementing equality of opportunity
	Develop project plan 

Recommendations of plan to UKAG/ET/ JET/Council

Consultation plan with unions and staff devised and implemented to secure consensus on proposals
	Priority three: Leadership and Influence
Priority five: Connecting and Communicating
Increased satisfaction with the RCN as an employer as good performance is rewarded and consistently poor performance appropriately sanctioned.


	HR/ODL
	March 2009 to be reviewed periodically thereafter

	Build knowledge and competence around equality and diversity issues for activists


	Review and evaluate existing programmes for RCN activists. 

Design new courses and roll out such as:
· Diversity Masterclass

· Diversity Champions Programme

Pursue appropriate accreditation
	Priority three: Leadership and Influence
Priority five: Connecting and communicating

Number of training sessions delivered

Feedback from course participants on the effectiveness of the course.

Increased satisfaction with RCN services and interventions made by the RCN

	Learning  Reps/DEC
	Full programme to be in place by March 2007

	Introduce/consolidate /adapt monitoring systems required to meet the specific employment duty of the Race Relations (Amendment) Act 2000
	Systems set up to analyse employee data in line with the specific employment duties of the Race Relations (Amendment) Act 2000
	Priority two: Meeting legislative and moral responsibilities.
This monitoring requirements include:
· Those applying for posts

· Staff in post/appointed

· Applicants for employment and promotion

· Grievance, disciplinary procedures

· Staff applying for and receiving training

Data to be reported to the Diversity Monitoring and the relevant data aggregated into the Diversity Annual Report
	DEC/ HR
	December 2006

	Improve workforce monitoring for disability  and other diversity and equality issues
	Devise/adapt existing monitoring mechanisms to capture data with full integrity.
The results of such monitoring will be fed back to the Diversity Monitoring Panel and recommendations from that Panel to be an integral part of any change process.
	Priority two: Meeting legislative and moral responsibilities

Priority three: Leadership and Influence
Data will be required on:

· Those applying for posts

· Staff in post/appointed
· Applicants for employment and promotion

· Grievance, disciplinary procedures

· Staff applying for and receiving training

To be reported to the Diversity Monitoring and the relevant data aggregated into the Diversity Annual Report
	HR
	Dec 2008

	Undertake a review of all employment policies for consistency with current equality legislation and codes of best practice published by the various equality commissions
	Review and research existing best practice and guidance produced by the various equality commissions.
Benchmark against comparators.
	Priority two: Meeting legislative and moral responsibilities

Priority three: Leadership and Influence
Review undertaken 

Policies and procedures revised in accordance with findings of the report
	HR/DEC
	Dec 2008


PART D

Managing the strategy 
Scope 
The scope of the strategy focuses on:

· Mainstreaming equality and diversity issues into the culture of the organisation.

· Contouring the performance of the RCN around diversity and equality issues
· Creating parity of importance across key diversity and equality areas in the approach used by the RCN.
Exclusions


The responsibility for service delivery and associated monitoring and related actions remains with the individual service areas. 


Quality controls

Evaluation of the Strategy

Evaluation of the strategy and the various projects within it will be carried out on an annual basis and reported to the Diversity Monitoring Panel.
Exception process

It is expected that there will be variations within the lifetime of the project, particularly as a result of the high value placed on stakeholder-involvement and the co-operation from service areas. These changes will be incorporated into the plan on an ongoing basis and communicated to the other stakeholders. Major changes that have a significant impact on the targets or finance will be agreed the Executive Director, Service Delivery and the Chair of the Diversity Monitoring Panel.
Communication

The Communications element of this strategy and action plan has three elements:

1. Communication with members and partners will be facilitated through use of publications like Activate, The Nursing Standard as well as other relevant media. This will be complemented by specific press releases as appropriate. Extensive use will be made of the internet such as the Learning Zone and the RCN website as well as face-to-face meetings through training sessions, branch, patch and forum meetings, working groups and conferences.
2. Communication with employees of the RCN through the intranet and face-to-face meetings where possible. Extensive use of Directorate Management Team meetings and or specific training courses,
3. Communication with those working on aspects of the project will take place through face-to-face meetings, email and the intranet.



RCN Core values





In all we do we will seek to be:


Inclusive


Listening


Caring and 


Respectful





As an organisation we will demonstrate:


Accountability to our members


Professionalism


Value for money


Commitment to equality and diversity


The importance of partnerships
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OUTCOMES








By 2008 there will be no significant differences between and within groups based on their age, disability, ethnicity, gender, religion or belief, race or sexuality in terms of their satisfaction with the services and interventions provided by the RCN.








By 2008, there will be no significant differences between or within groups based on their age, disability, ethnicity, gender, religion or belief, race or sexuality in terms of their satisfaction with the RCN as an employer.
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