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Leadership and accountability

04  What’s in our Action Plan?

Leaders play a key role in driving cultural and attitudinal change to make progress in equality 
and create inclusive and diverse workplace cultures. Leaders can also play a significant role in 
fostering racial inclusion efforts due to their power and influence on an organisation’s culture 
and values. Long-term commitment and sustained action against stated targets and outcomes 
are needed to demonstrate accountability to our staff, learners and partners. This Plan and the 
associated Equality, Diversity and Inclusion Strategy is NES’s organisational commitment to 
anti-racism and tackling all forms of discrimination and harassment. Staff, learners and NES’s 
partners should recognise NES’s commitment to anti-racism, equality, diversity and inclusion. 

Culture
The overall purpose of NES is to be a collaborative, innovative and inclusive learning 
organisation providing high quality education, training, workforce development, workforce 
data and technology for Scotland’s health and social care workforce. The NHS Scotland 2024 
Improving Wellbeing and Working Cultures vision (https://www.gov.scot/publications/
improving-wellbeing-working-cultures-2) identifies three interlinked pillars which underpin 
a positive workplace culture: wellbeing, leadership and equality.

Equity of opportunity
Equity is a key goal for our anti-racism plan. We want to contribute to an equitable health 
and care system in Scotland, where:

•	 people have an equal opportunity to join and progress a career in health 
and social care based on their knowledge, skills and experience; 

•	 trainees have equity in opportunity to progress through their training; 

•	 learners have equity in access to the training and development they 
need for their role development and; 

•	 racialised health inequalities are addressed. 

The Scottish Government, based on recommendations from the Expert Reference Group 
on Ethnicity and Health, has identified perinatal care, mental health and Type 2 diabetes 
and cardiovascular disease prevention as priorities for NHS Scotland to address racialised 
health inequalities.

https://www.gov.scot/publications/improving-wellbeing-working-cultures-2
https://www.gov.scot/publications/improving-wellbeing-working-cultures-2
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04  What’s in our Action Plan?

Addressing concerns
An EHRC Inquiry gathered substantial evidence of the poor treatment of Black and minority 
ethnic people in health and social care workplaces. Many workers felt that others were treating 
them in a negative or unfavourable way because of their race or nationality. Some staff 
feel they have been treated unfavourably compared to their White colleagues, some have 
experienced racism by colleagues or patients and have felt unsupported by managers 
and existing processes for highlighting incidents and concerns. 

Data
Data is important to measure progress with this action plan and identify areas of inequality 
for action and for transparency. We gather and analyse employment data as part of our 
Public Sector Equality Duty and publish an annual workforce equality and diversity report 
on our website. This includes data on what our workforce looks like, recruitment and 
progression, development and who leaves the organisation. We also publish our Ethnicity 
Pay Gap. As a provider of education and training to health and social care, we want to 
understand the diversity of learners who access and use our products and services.
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�Action Measures Outcome Timeframe

1 In addition to introductory 
anti-racism training for 
all staff, further training 
will be developed for line 
managers, senior leaders 
and educators.

% of NES managers 
and educators who 
have completed 
additional anti-
racism training.

NES managers 
and educators 
are confident in 
contributing to 
an anti-racism 
approach in NES and 
in supporting staff 
and learners who 
experience racism.

March 2027

2 Progress on the anti-
racism action plan is 
reported bi-annually 
to the Equality and 
Human Rights Steering 
Group, Executive Team, 
Partnership Forum, 
Staff Networks, Board 
Committees and the 
Board. Progress is included 
as part of the Board’s 
Annual Delivery Plan to the 
Scottish Government.

Bi-annual progress 
report produced on 
the action plan.

Transparency on 
progress with the 
action plan to our 
people, the Board, 
our learners and 
the public.

Annually

3 NES’s commitment to 
anti-racism is clearly 
visible on our corporate 
website and reinforced 
in corporate induction, 
recruitment packs and the 
line manager handbook.

Consistent text 
to reflect the NES 
Equality, diversity 
and inclusion 
strategy has been 
updated in corporate 
publications, staff 
communications and 
on the NES website.

Staff, learners, 
trainers, partners and 
the public can see 
NES’s commitment 
to equality, diversity, 
inclusion and anti-
racism.

March 2026

4 NES will appoint a 
senior sponsor for the 
Underrepresented Ethnic 
Minority Staff Network.

A senior member 
of NES has been 
identified to support.

Support for the staff 
network is provided at 
a senior level in NES.

September 
2025
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�Action Measures Outcome Timeframe

5 A Diverse Leaders 
programme, to help 
increase diversity at senior 
levels across health, social 
work and social care, will 
be delivered as part of 
the Scottish Government 
Leading to Change 
(https://leadingtochange.
scot/about) Programme.

Website visits and 
engagement will 
be tracked and 
session attendance 
monitored for 
accompanying 
“Leadership Insight” 
sessions.

Resources, events 
and programmes 
are collated in one 
place and organised 
into Leadership 
“Pathways” for 
aspiring, evolving 
and senior leaders 
who are interested in 
inclusive leadership.

March 2026

6 All staff will participate 
in introductory anti-
racism training as part of 
continuous professional 
development.

No of staff who have 
attended anti-racism 
training or accessed 
digital resources.

Staff have an 
awareness about 
what anti-racism 
is and NES’s 
commitment to anti-
racism

March 2026

7 The Underrepresented 
Ethnic Minority Staff 
Network will continue 
be supported to provide 
a safe space for peer 
support, allyship, 
community and raising 
awareness of cultural 
diversity and inequalities.

Meetings arranged 
for the full year.

Staff engagement 
with network 
meetings.

No. of areas 
staff networks 
are engaged in 
making change to 
support NES as an 
inclusive and diverse 
organisation.

Staff have the 
opportunity for 
peer support and 
influence through an 
active staff network 
structure in NES.

Monthly 
network 
meetings

Quarterly 
staff 
network 
chairs 
meetings.

8 We will participate 
in and promote Race 
Equality week (https://
raceequalitymatters.
com/race-equality-
week) and identify other 
opportunities to celebrate 
cultural diversity, including 
Black History Month.

Promotion of Race 
Equality Week 
Events and Learning 
Resources

Staff are aware 
of Race Equality 
Week and NES’s 
commitment to anti-
racism.

February 
2025 

October 
2025

05  Our Action Plan
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�Action Measures Outcome Timeframe

9  We will reflect NHS 
Scotland’s commitment 
to anti-racism and gather 
examples of anti-racism 
practice and diverse 
representation of the 
workforce on the NHS 
Scotland Careers website 
(https://www.careers.nhs.
scot).

Stories about careers 
in NHS Scotland 
reflect people from 
a range of ethnic 
backgrounds.

NHS Scotland Careers 
Website reflects a 
diverse workforce 
and NHS Scotland’s 
commitment to anti-
racism.

Website 
updated to 
reflect NHS 
Scotland’s 
anti-racism 
commitment 
by June 
2025.

Annually

10 We will continue to actively 
promote and measure 
engagement with the 
Cultural Humility (https://
learn.nes.nhs.scot/Scorm/
Launch/72557) module, 
which was designed to 
support the development 
of positive cultural humility 
values, attitudes and 
behaviours in the health 
and social care workforce.

Plans identified to 
support learning on 
cultural humility.

Number of sessions 
where learning has 
been facilitated on 
cultural humility.

Learning and 
education is available 
to health and social 
care staff on cultural 
humility to support 
positive attitudes 
and behaviours.

March 2026

11 NES will work with our 
partners in health and 
social care to promote and 
support the delivery of anti-
racism training resources 
to support NHS Boards 
anti-racism action plans.

No of health boards 
NES has worked with 
to support anti-
racism training.

By March 2029, NES 
will have contributed 
to improving the 
knowledge and skills 
of the health and 
social care workforce 
on anti-racism, 
equality, diversity 
and inclusion by 
developing learning 
resources.

March 2026

05  Our Action Plan
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�Action Measures Outcome Timeframe

12 Our support for career 
progression will be 
reviewed to make 
recommendations for 
improved recruitment 
and retention of ethnic 
minority applicants.

Review undertaken.

Recommendations 
identified for 
implementation.

By March 2029, the 
NES workforce will be 
more representative 
of people from a 
minority ethnic 
background, to reflect 
the diversity of the 
health and social care 
workforce and the 
Scottish population.

April 2029

13 NES will take action 
to increase the 
representation of ethnic 
minorities as applicants 
and participants in our 
leadership development 
programmes.

Developing Diversity 
in Leadership website 
is launched.

Engagement with 
the NHS Scotland 
Ethnic Minority 
Forum on leadership 
development 
opportunities.

Increase 
representation of 
ethnic minorities 
applying and 
participating 
in leadership 
development 
programmes.

March 2026

14 NES will contribute 
towards reducing the 
UK-wide attainment 
gap for medical and 
pharmacy trainees 
from Black and Minority 
Ethnic backgrounds and 
International Medical 
Graduates by designing, 
delivering and monitoring 
evidence-informed 
activities.

Action plan and 
steering group to 
monitor progress.

General Medical 
Council submission 
and feedback.

By March 2029, NES 
will have contributed 
towards reducing the 
UK-wide attainment 
gap for medical 
and pharmacy 
trainees from Black 
and Minority Ethnic 
backgrounds and 
International Medical 
Graduates.

Annually

05  Our Action Plan
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�Action Measures Outcome Timeframe

15 The NES/SG (2023) 
“The Matrix: A Guide for 
delivering evidence based 
Psychological Therapies 
and Interventions in 
Scotland” will be updated 
to reflect content on 
sharing best practice on 
how to reduce barriers 
to engagement with 
psychological therapies 
and interventions for 
people from minority 
ethnic groups.

Updated matrix 
produced.

The workforce has 
access to up to 
data and evidence 
informed practice to 
address racialised 
health inequalities.

March 2026

16 NES will gather and 
review what information 
is in the core mental 
health curricula in 
relation to racialised 
health inequalities to 
identify if there are 
any gaps or areas that 
need strengthened to 
addressed racialised 
mental health inequalities.

Gaps or areas that 
need strengthened 
on racialised health 
inequalities in 
relation to the mental 
health core curricula 
have been identified.

The core mental 
health curricula 
are up to date to 
reflect racialised 
health inequalities 
to contribute to 
the education of 
the mental health 
workforce on racism 
and impact on 
mental health.

March 2026

17 NES will continue to 
increase awareness 
and uptake of the NHS 
Essential Perinatal and 
Infant Mental Health 
“Stigma” module, which 
supports staff to work in 
a culturally competent 
way with families and 
has helpful resources to 
address the impact of 
stigma and discrimination 
in the perinatal period. 

Number of staff who 
have accessed the 
module.

NES is contributing 
to staff working in 
a culturally aware 
way with families to 
reduce stigma and 
discrimination in the 
perinatal period.

March 2029

Annual data 
on module 
uptake

05  Our Action Plan
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�Action Measures Outcome Timeframe

18 NES will establish a 
trusted, anonymous 
incident reporting 
mechanism for staff 
to investigate and 
take action to address 
incidents of discrimination 
and racism.

Communication 
to staff about 
the reporting 
mechanism.

Mechanism in 
place for staff to 
report incidents 
of discrimination 
and racism.

March 2026

19 NES will support the 
implementation of the 
NHS Scotland Racism 
Guide and other resources 
to support managers on 
how to address racist 
incidents in the workplace 
and support staff who 
experience or witness it.

Reference to 
guidance is included 
in NES training on 
equality issues.

Communication and 
awareness raising to 
NES line managers 
and educators.

NES Managers 
and Educators are 
equipped to support 
staff and learners 
who experience or 
witness racism in 
the workplace or in 
an education and 
training setting.

October 
2026

20 NES will continue 
consultation and 
communication with 
Resident Doctors across 
Scotland on the delivery 
of this plan and future 
priorities, sharing 
feedback with the 
Scotland Deanery.

Feedback and 
consultation sessions 
held with trainees 
each year on progress 
with this strategy 
and plan.

Trainees are involved 
in measuring progress 
with NES’s strategy 
and action plan.

Annually
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�Action Measures Outcome Timeframe

21 NES will gather and 
analyse workforce 
data on ethnicity as 
part of our annual 
workforce employment 
equality report.

Annual workforce 
monitoring report 
with actions 
identified published.

NES has information 
about the profile of 
its workforce to meet 
its goal of being a 
diverse and inclusive 
organisation.

Annually

22 NES will continue to 
publish NES’s ethnicity 
pay gap annually as a 
Strategic Key Performance 
Indicator to the Board and 
it will be included in our 
annual workforce equality 
monitoring report. 

Strategic 
Performance 
Indicators are 
reported to Staff 
Governance 
Committee and the 
Board annually.

The ethnicity pay 
gap is reduced.

Annually

23 NES will encourage staff 
and trainees to update 
their equality and diversity 
data, to improve the 
quality of NES’s Workforce 
Monitoring and to identify 
priorities for action to 
progress race equality 
from the data.

Increase in staff 
reporting equality 
and diversity 
information on eESS.

NES has information 
about the profile of its 
workforce in order to 
meet its goal of being 
a diverse and inclusive 
organisation.

Annually

24 We will annually review 
the findings and determine 
actions from the Scottish 
Trainee Survey (issued 
to all doctors in training) 
which includes questions 
on experiences of 
discrimination, inclusion 
in the workplace and 
equitable access 
to development 
opportunities.

Survey issued and 
annual report 
produced.

NES learns about 
the experiences 
of trainees across 
Scotland and uses 
this data to support 
a positive training 
environment.

Annually

05  Our Action Plan
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Progress

06 
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