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This action plan sets out they key areas of work that the North West Ambulance Service will focus on in 2023/24
to improve the experience of Black and Minority Ethnic staff members in the trust. The actions identified are
based on the most recent WRES data which can be seen here:

https://www.nwas.nhs.uk/about/valuing-staff/wres-wdes-and-monitoring-data/

As well as the WRES Indicators, the action plan references the trust’'s ED&I Priorities and the High Impact
Actions from the NHS ED&l Improvement Plan in order to show how the actions cut across various frameworks.
These are set out below and are listed as numbers in the action plan:

NWAS EDA&I Priorities:

1. We will ensure our current employees and future talent have fair opportunities and access to jobs and
career progression resulting in improved representation of diverse groups at all levels of the organisation,
including Board.

2. Priority 2: We will educate and develop our leaders and staff to improve understanding of racism,

discrimination, and cultural competence to deliver a step change in the experience of our staff and
patients.

3. Priority 3: We will improve our use of patient data and patient experience to drive improvements in access
and health inequalities, for patients from diverse communities.

NHS ED&I Improvement Plan

e High Impact Action 1: Chief executives, chairs and board members must have specific and measurable
EDI objectives to which they will be individually and collectively accountable.

e High Impact Action 2: Embed fair and inclusive recruitment processes and talent management strategies
that target under-representation and lack of diversity.

e High Impact Action 3: Develop and implement an improvement plan to eliminate pay gaps.

e High Impact Action 4: Develop and implement an improvement plan to address health inequalities within
the workforce.

e High Impact Action 5: Implement a comprehensive induction, onboarding, and development programme for
internationally recruited staff.

e High Impact Action 6: Create an environment that eliminates the conditions in which bullying,
discrimination, harassment and physical violence at work occur.


https://www.nwas.nhs.uk/about/valuing-staff/wres-wdes-and-monitoring-data/
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