[bookmark: _ELIMINATE_DISCRIMINATION,_HARASSMEN][bookmark: _SECTION_3:_Eliminate][bookmark: _Toc194308297]SECTION 3: Eliminate discrimination, harassment and victimisation and any other conduct that is prohibited by and other the Equality Act 2010

This section outlines the work we have done in the following areas:
· Access and Articulation (section 3.1)
· Antiracism work (sections 3.2)
· Equal Pay Audit/Report (section 3.3)
· Gender Pay Gap (section 3.4)
· Gender-based Violence (section 3.5)
· Antisemitism (section 3.6)
· Mainstreaming EDI in Policies and Processes (section 3.7)
· Equality, Diversity and Inclusion Capacity Building (section 3.8)

3.1 ACCESS AND ARTICULATION
Widening access is one of the strands of Aberdeen 2040 within the Inclusive theme and represents the wide definition of equality, diversity and inclusion adopted by the University. The Access and Articulation Team provides pre-entry support to prospective students, applicants, and offer holders who meet widening access criteria. The team works with school pupils, further education college students and mature applicants who meet one (or more) of the relevant criteria and aspire to study at the University. The Access and Articulation team also provides support and advice for parents, guardians, teachers and any other interested individuals or agencies.

Within the widening access criteria are students who would identify as being from a widening access background. The categories of students the University considers being from these backgrounds can be found at University of Aberdeen Contextualised Admissions Policy- Updated March 2024 .pdf

Since last Report 2023:

Awarded Development Trust Scholarships

· 40 Development Trust Scholarships were awarded totalling £103.396 - that is only for those commencing their studies in Sep 2023 - and 22 Prince of Wales Scholarships to new students totalling £44,000. These figures do not include existing scholars.

Organised events and engagements with pupils in secondary schools

· Reach Aberdeen has organised and/or attended 43 events and engagements for pupils in seventy-five local authority secondary schools across Aberdeen City, Aberdeenshire, Moray, Highlands, Orkney, and Shetland. They also collaborated on two national events with Edinburgh and St Andrews Reach Programmes. 
Established Free School Meals (FSM) as a widening access characteristic
· Data capture, reporting lines, and promotional materials and activities have been adapted to reflect this recognition. FSM students are now treated the same as Scottish Index of Multiple Deprivation (SIMD20) applicants. This is now detailed in the University’s admissions policies.

Attended careers and information sessions in schools/colleges
· 48 careers and information, advice and guidance events have been attended in priority schools and schools with high SIMD20 pupils.

· 25 career sessions across Scottish colleges have been attended.

Offered travel bursaries
· Travel bursaries for up to £150 have been offered to widening access prospective students to attend Open Day and Offer Holder Day. 

Supported pupils during transition time
· 50 personal statement reviews from widening access pupils for the UCAS process have been conducted.

· 54 students attended an on-campus event for transitioning widening access and articulation students during Welcome Week

· 6 widening access students attended an Engineering Transitional Summer School for Advanced Entry Engineering Schools  

The students supported by the Access and Articulation team may have specific requirements on entry and the University endeavours to meet those to create an inclusive learning environment.

Some of our students were featured in the recent 40 faces campaign, a campaign that is focused on the people behind Scotland’s ambitious journey to equalise access to university by 2030. 

3.2 ANTIRACISM WORK
3.2.1 Race Equality Strategy Group (RESG) 
Established in 2020 to drive progress on race equality, the Race Equality Strategy Group (RESG) was chaired by former Vice-Principal Education and Head of the School of Medicine, Medical Sciences and Nutrition (SMMSN) until 2024. The Group is currently chaired by Vice-Principal Global Engagement (previous Head of SMMSN). More details can be found in our PSED Interim Report 2023.




3.2.2 Listening activities on race and racism

In 2020, following the death of George Floyd, the University received submissions from staff and students, detailing microaggressions and racism. The Black Medical Society shared a letter about racism within the medical setting, signed by ~400 students and supported by 36 Aberdeen societies. The Head of SMMSN acknowledged the letter and showed commitment towards an antiracism journey by signing up to the BMA Charter against Racial Harassment and becoming co-chair of the Race Equality Strategy Group (RESG).

We also recognised the need to listen and hear the experiences of our Racialised Group (RG) staff and students to understand their experiences when working/studying with us and to provide a trusted platform for opening conversations. Listening activities included interviews with undergraduate and postgraduate students from a RG background, focus groups with staff and students as well as the Race Equality Charter (REC) staff and student surveys (details about these can be found in our PSED Interim Report 2023). The REC surveys will be repeated in October 2025.

The consultation with staff and students highlighted areas where improvement was required, and these included:
· the underrepresentation of RG within the staff population and senior leadership roles;
· lack of awareness of/low trust in the University reporting processes; lack of knowledge/understanding of race and racism; 
· issues with career progression/professional development; 
· need to address racial stereotypes/limited perspectives in the curriculum; 
· issues with students’ career employability and career planning. 

In October 2022, the Race Equality Strategy Group (RESG) launched a bold Antiracism Strategy which provides a framework for action and enables the University to build on progress and actions taken. The Strategy was informed by our listening activities listed above, institutional quantitative data, feedback from staff and students (gathered through interviews, focus groups and the Race Equality Charter (REC) staff and student surveys (2022), and external partners, and was designed to galvanise, empower and drive change.

The Antiracism Strategy applies to staff and students as well as visitors to the University and others who associate with it and sets out how the University aims to implement transformational change in the period 2022-2025. Aims in the Antiracism Strategy are grouped under the following themes:

· Leadership, Accountability and Governance
· Embedding antiracism across the University
· Reporting racism and support structures
· Attracting, appointing and nurturing talent
· Closing the ethnicity awarding gap and decolonising the curriculum
· Research culture
Consultation with staff, students and relevant groups/committees is now underway to review the Antiracism Strategy 2022-2025, assess progress made so far towards the aims of the Strategy, identify where racial inequalities still exist in our policies and processes, and identify the areas of priority for 2025-2030 (in alignment with the cycles of Aberdeen 2040). 
RESG will focus on the development of the Strategy 2025-2030 at their meeting in person in June 2025.

Action 4 (outcome 4): Develop the University Antiracism Strategy for 2025-2030 through consultation with staff, students and Trade Unions.

Since last Report 2023:

Developed a five-year Antiracism Strategy Action Plan

· In 2023, RESG developed an evidence-based Antiracism Strategy Action Plan 2024-2029 which reflects the aims of the Antiracism Strategy, the issues raised by staff and students in the University REC staff and student surveys 2022 as well as the recommendations of sector reports (e.g., reports produced by UUK and EHRC).

· Actions in the Action Plan have been grouped under eight priorities which include addressing under-representation of Racialised Groups (RG) within the academic and Professional Services (PS) staff population (including senior positions) and in University and School decision-making committees; enhancing and raising awareness of the University reporting processes; improving staff and students’ sense of belonging in the University; enhancing research culture; and improving student experience and support (including decolonising the curriculum and closing the ethnicity degree awarding gap).

· The Action Plan will be implemented in the next five years and impact of actions measured on an annual basis through quantitative data analysis, and every three years by repeating the REC staff and student surveys (next REC surveys have been scheduled for October 2025) and other relevant surveys targeting staff and students. 

Action 5 (outcome 4): Implement University Antiracism Strategy Action Plan by 2029.

Enhanced the Online Reporting Tool

· We addressed feedback received from staff and students (via RESG) on the Tool and improved it by enhancing its accessibility and clarity; providing anonymous and non-anonymous reporting options; introducing a free-text box in both options; and adding clarity on the website about which individuals in the University have access to the reports made.

· In the 2024 Staff Engagement survey, most respondents reported that they knew how to report an issue or complaint, and they were confident that the disclosure will be taken seriously. This is an improvement from previous University surveys results asking the same questions. Section 4.6 provides more details about the survey.

· 76% of undergraduate respondents to the 2024 Undergraduate Student Experience Survey agreed that they knew how to access support if they experience or witness an incident of bullying, harassment, or micro-aggressions; 70% agreed they knew how to report incidents of this nature; 73% were confident that appropriate action would be taken after the disclosure of these incidents; 85% knew how to contact University support services for advice and support, and 82% were satisfied with those support services.

Achieved first Race Equality Charter Bronze award

· In May 2024, under RESG’s leadership, a Race Equality Charter (REC) Bronze award was conferred to the University.

· The University is the third Scottish university to achieve a REC award in recognition of our “robust foundation for eliminating racial inequalities, developing inclusive cultures and moving from commitments to sustainable and integrated bold and ambitious action”. The Bronze award is valid for five years and the University strives for Silver by 2029.

Action 6 (outcome 1): We will apply for a Race Equality Charter Silver award by 2029.

3.2.3 Antiracism Roundtable 
In 2021/22, the University established, and is currently leading, an Antiracism Roundtable with local partners including Aberdeen City Council, Aberdeenshire Council, Grampian Regional Equality Council (GREC), NHS Grampian, Northeast Scotland College, Police Scotland, and Robert Gordon University. The purpose of the Roundtable is to identify where shared actions could support antiracist work in the northeast of Scotland and within member organisations. The Roundtable has been led by the co-chairs of the Race Equality Strategy Group (RESG) and has met 3 times/year since its establishment. In June 2023, the Roundtable was attended by a social justice campaigner who was invited to lead a discussion on partnership working among organisations.
Areas where partnership work will be progressed in the next two years include: 
·  Race terminology and definitions 
·  Diversifying recruitment and selection
·  Co-delivering Black History Month (BHM) events
·  Enhancing and increasing awareness of race-related/hate crime incidents and reporting processes and support available across the city.


Since last Report 2023:

Increased awareness of hate crime 

· In 2023, to increase awareness of hate crime and the associated reporting processes, specific members of the Roundtable (the University of Aberdeen, Police Scotland and NHS Grampian) co-delivered two workshops at the NHS Grampian Diversity Festival; and engaged with staff and students during the 2023 Hate Crime Awareness Week. 

· A communication was also released to University staff and students by the University RESG co-chairs about the vision of the University to become an antiracist institution and the support services available to people who experience or witness racism on our campuses. 

· A further communication on this was released at the beginning of Black History Month 2024 continuing our commitment to regularly communicate with staff and students on antiracism.

· The clerk to RESG and the Roundtable (Senior EDI Partner) was recently invited to join the ‘Improving Hate Crime Group’ which is led by Grampian Regional Equality Council and has representatives from various organisations (including Police) from Aberdeen and Aberdeenshire. The Group has a remit to enhance the reporting channels of hate crime in Aberdeen and Shire as well as improving the experience (through appropriate support) of those reporting hate crime. This is a good opportunity for the University of Aberdeen to influence policies and processes in the region.

Action 7 (outcome 4): We will continue increasing awareness of hate crime and the support available to those disclosing an incident.

Became Third-Party Reporting Centre

· As other members of the Roundtable have done, the University of Aberdeen became a Third-Party Reporting Centre with some staff being trained by Police Scotland on how to support the disclosure of hate crime to Police.
 
Action 8 (outcome 4): We will monitor, on a quarterly basis, the number of incidents that have been disclosed and review annually the type of support (including mental health support) that is available to those disclosing an incident.

Explored ways to contribute to the National Antiracism Observatory

· The University of Aberdeen and the Grampian Regional Equality Council (GREC) initiated a conversation with the Scottish Government to explore how our Antiracism Roundtable can influence national policies and processes on antiracism.

· As a result, the clerk to the Roundtable (Senior EDI Partner) was recently invited to attend an Antiracism Engagement event organised by the Scottish Government to contribute to the identification of priority areas for the national Race Equality Framework. The Minister for Equalities attended the event and engaged in positive dialogue with the representative from the University of Aberdeen’s Roundtable. We will continue dialogue with the Scottish Government on our antiracism work and feedback our work to the national Antiracism Observatory for Scotland which will be launched in Spring 2025. 

Action 9 (outcome 4): We will continue engaging with our local partners through our Antiracism Roundtable, establish collaborations with local Racialised Groups communities, and explore ways to feedback to the national work on antiracism.

3.2.4 Decolonising the Curriculum
In May 2021, the University established a Decolonising the Curriculum Steering Group, a subgroup of the University Education Committee, to develop an approach that addresses embedded racial stereotypes and/or limited perspectives in the curriculum and to support Schools in developing learning materials that offer students a rich diversity of views and role models. The remit of the Group is as follows:
· Develop a partnership and collaborative approach to working practices and the formulation of strategy, policies and guidance for the delivery of the purpose of the group.
· Develop a set of principles and definitions that articulate the vision for the work of the group and the wider institutional goals associated with the group’s purpose.
· Undertake a scoping exercise to understand the existing curriculum practices, and from there identify both good practice and gaps for action.
· Put in place an institutional action plan for the work and monitor progress on the action plan.
· Support Schools and Professional Services to develop their own plans to address the agreed vision and principles.
· Develop a good practice toolkit and staff training for Schools so that they can:
· Utilise evidence-based approaches to support their curriculum work
· Gain literacy on decolonising curricula
· Develop internal and external partnerships that will enrich the work of the group and enable the sharing of good practice.
· Put in place an evaluation strategy.

Since last Report 2023:

Established working groups in each School

· School-level groups have been progressing decolonising the curriculum work locally. Race Equality Champions discuss local progress and challenges in the quarterly Race Equality Champions’ Forum meetings which are chaired by central EDI Team. Accountability for this work sits at the institutional level within the University Education Committee.

Released the Decolonising the Curriculum Toolkit

· In September 2023, the Group released a Toolkit and training sessions were delivered to support Schools in the development of decolonised learning materials and teaching.

Action 10 (outcome 4): We will continue monitoring progress made by Schools on decolonising the curriculum project and assess the effectiveness of the Decolonising the Curriculum Toolkit.

3.3 EQUAL PAY AUDIT/REPORT
The University undertakes an equal pay audit/prepares a report every four years. The most recent report is based on an audit undertaken by an independent provider, using data as of 31 March 2021. The audit covered gender, ethnicity, contract status, age, length of service, religion and disability.  

The main conclusion of the report was that the University has processes in place to ensure equal pay for equal work for staff across all protected characteristics, using a recognised job evaluation scheme underpinning the grading structure. The audit highlighted a gender pay gap at our senior level (off-scale Grade 9).  

The Audit provided recommendations for improvement relating to:
· workforce distribution/workforce segregation, 
· pay structure (including current incremental progression arrangements),
· intersectionality between protected characteristics, 
· harmonisation of terms and conditions 
· adoption of a formal pay policy to cover areas including market supplements, starting salaries and salary on promotion/regrading. 

The University Reward Consultation and Negotiation Group is responsible for overseeing the progress of the Equal Pay Audit recommendations. 

Since last Report 2023:

Completed the project on Harmonisation of Terms and Conditions of Employment

· A collective agreement was reached with our campus trade unions during 2024. This resulted in harmonisation of terms and conditions relating to annual leave, sickness leave, pre-retirement leave, and some pay features (overtime and public holiday working). 

Implemented a Pay Policy 

· The Policy details arrangements pertaining to pay to support our principle of equal pay for work of equal value, whilst ensuring the University remains competitive in recruiting and retaining staff. 

· Arrangements pertaining to starting pay, salary on moving to another role at the same grade, contribution payments, acting up allowances and salary on promotion or regrading are included in the Policy. 

· During 2025 we will be undertaking a review of allowances, including market supplements to continue to progress actions in this area. 

Introduced a new Recruitment and Selection Toolkit

· The Toolkit includes a new Policy with enhancements to our equality, diversity and inclusion practices in recruitment, which will have an impact on addressing occupational segregation. 

· This includes using workforce data to inform recruitment and selection processes and decisions, including highlighting that applications are welcome from under-represented groups and specific positive action measures such as the use of Rooney Rule principles with regards University Management Group positions (described below in more detail).

· The impact of the new Policy cannot be measured at present as only essential posts have been/will continue to be approved for the recruitment of staff to support financial stability. However, recruitment data will continue to be analysed annually by the central EDI team to assess progress. Recommendations will be passed to SMT where appropriate. 

3.4 GENDER PAY GAP
The University is committed to eliminating pay gaps across all protected characteristics (Commitment 5 in Aberdeen 2040). The University publishes a Gender Pay Gap report  annually and the most recent report  is based on data as at 31st March 2023. Work is underway to complete our 2024 report and action plan (based on data as at 31st March 2024) hence reference to the figures below. 

The University’s 2024 mean Gender Pay Gap was 16.2%, which is reduction from previous years (Table 2). The median Gender Pay Gap, which compares the mid-point salary for males and females, was 16.5%, which is a reduction from previous years (except 2022) (Table 2). The University’s interim target previously agreed by the University Court was to achieve a median Gender Pay Gap of 17% or lower by 2025. Although the target was achieved, it isn’t acceptable to see this gap and we will continue to address it with targeted actions.   









Table 2: Gender Pay Gap 2017 – 2024
	Year 
	Mean (%)
	Median (%)

	2017
	22.4%
	22.2

	2018
	22.03
	22.7

	2019
	20.6
	22.4

	2020
	19.5
	20.2

	2021
	20.2
	19.4

	2022
	18.2
	16.2

	2023
	17.3
	18.2

	2024
	16.2
	16.5













The main reasons for the Gender Pay Gap in the University relate to occupational segregation and the impact of a greater proportion of higher salaried males in the upper salary bands compared to females. 

Females are under-represented at senior posts and/or over-represented in lower grades and mid-level posts. If females are under-represented, the ratios are highly impacted by even small changes in the high-level posts, for example, high earning female(s) leaving the organisation or high earning male(s) being recruited. We have seen small shifts in this, however, for example in 2021, over 67% of staff in the lower salary quartile were female whilst in 2024 we see a small reduction to 64% female; in 2021, 57% in the upper salary quartile were male whilst in 2024 this has reduced slightly to 55%. This gender occupational segregation continues to have an impact on the Gender Pay Gap.

The remit of the Reward Consultation and Negotiation Group includes consideration of how we address the Gender Pay Gap by driving forward the following actions: 
· strategic commitment to eliminating all pay gaps
· implementing of the revised Recruitment and Selection Policy to support the University’s commitment to addressing the Gender Pay Gap in the forthcoming year through the equality, diversity and inclusion (positive action) measures incorporated in it to tackle occupational segregation   
· revising recognition arrangements
· reviewing the impact of our Pay Policy, implemented during 2023 including new approaches to considering starting salaries, salary on regarding/promotion and contribution pay. We are also in the process of reviewing our approach to market supplements (including development of a formal policy) as well as other allowances.  
· continuing the University’s commitment to the Advance HE Aurora Women’s Leadership Programme with Schools and Directorates encouraged to support further internal development opportunities 
· reviewing intersectional data (gender and race) about academic promotion to consider what steps we can take to address any under-representation in applications/successful outcomes. 
· taking forward work to review career development for our Professional Services staff, to consider what options are available to support staff with regard to staff development initiatives and other measures such as secondments to support career progression. 
· we have run further internal International Leadership Development Programmes and will be considering further programmes in the context of budget constraints.  
· mproved monitoring of our actions and increased reporting on progress or other actions required  

[bookmark: _Hlk184586368]3.5 GENDER-BASED VIOLENCE (GBV) AND SEXUAL HARASSMENT
[bookmark: _Hlk119916541]The University of Aberdeen seeks to create a culture which fully rejects inappropriate behaviours and attitudes in line with our Equality, Diversity and Inclusion (EDI) Policy and the Gender-based Violence and Sexual Harassment Policy. This vision is in line with the University Strategic Plan, Aberdeen 2040 and the University’s Equality Outcome 6. Activities progressed previously  are available in the PSED Interim Report 2023.

Since last Report 2023:

Continued to deliver LISTEN training sessions 

· LISTEN training was introduced in 2022 to provide a clear, and easy to follow, process for taking an initial disclosure of GBV and to confidently assess immediate risk and signpost for ongoing support.

· Since launching this training and up to 2024, we have trained over 400 staff in LISTEN (with further sessions planned for 2025/26) and we have created a practitioners’ network on Teams for staff to come together to maintain their skills and discuss the impact of the training on their roles. 

Continued to support EmilyTest

· In 2023, we supported EmilyTest with advice on transitioning their LISTEN training to a train-the-trainer model and on how to update their approach to wider roll-out across the FE and HE sectors in Scotland. We also supported the EmilyTest to launch the Charter in England.

Continued with the Emily Drouet Award

· The Emily Drouet Award was established in 2021 as a part of the Principal’s Excellence Awards for students. We made three awards up to 2023. The 2024/25 is still underway.

Introduced a new requirement on our offer holders and students 

· From 1st August 2023, we have launched a new requirement on our offer holders and students to tell us about relevant criminal charges and convictions they have had so that we can adequately manage risk within our community. 

· Discussions about issues and support available in relation to GBV are now occurring during Open Days. In 2023, a new Code of Practice on Student Discipline (non-academic) was launched and is available on our website. 

Enhanced the Online Reporting Tool

· Following on from discussions at the University Race Equality Strategy Group (RESG), changes have been implemented to the Online Reporting Tool to incorporate updates to support services, definitions, and options for free-text information provision.
· In the Staff Engagement survey 2024, most respondents reported that they knew how to report an issue or complaint and they were confident that the disclosure will be taken seriously. This is an improvement from previous University surveys results asking the same questions. Section 4.6 provides more details about the survey.

· 76% of undergraduate respondents to the Undergraduate Student Experience survey 2024 agreed that they knew how to access support if they experience or witness an incident of bullying, harassment, or micro-aggressions; 70% agreed that they knew how to report these kinds of incidents; 73% were confident that appropriate action would be taken after the disclosure of these kinds of incidents; 85% knew how to contact University support services for advice and support and 82% were satisfied with those support services.

Run campaigns against Gender-based Violence

· A 16-Day Campaign against Gender-based Violence was carried out in 2023 and again in 2024. The theme in 2024 was #NoExcuse for Gender-based Violence. Through the 16 days of activism (in both years), information and resources available were shared with staff and students.

Reviewed the Addressing GBV and Sexual Harassment Policy

· In 2024, the Policy was reviewed and enhanced in relation to its reference to domestic abuse and intimate partner violence.
Achieved the EmilyTest Charter award
· In 2024, we were delighted to be awarded the EmilyTest Charter award, which recognises the work undertaken in this area.

Responded to the introduction of the new Worker Protection Act 2023 

· In October 2024, the new Worker Protection (Amendment of Equality Act 2010) Act 2023 came into force. The Act introduced a new legal obligation on employers to take reasonable steps to protect their workers from sexual harassment. In response to this, we carried out a mapping exercise to assess the processes and support the University has in place to meet recommendations from EHRC on the new legislation.

· The mapping exercise was presented to the University Equality, Diversity and Inclusion Committee on 9 October 2024 and showed that although the University has in place a range of policies and processes, a set of new actions are needed as follows:

Action 11 (outcome 6): We will ensure all staff are aware of the policies and processes available to report any concerns regarding GBV.

Action 12 (outcome 6): Heads of School and Professional Services Directors will consider, with the support of HR, if there are any specific risk factors in their area of work.

Action 13 (outcome 6): We will consider whether EDI online training should be made mandatory for all staff (currently they are mandatory for new staff and for staff who are part of recruitment and promotion committees)

Action 14 (outcome 6): We will ensure that staff are aware of how to deal with harassment by a third party.

Developed a further three-year Gender-based Violence (GBV) and Sexual Harassment Strategy Action Plan

· A three-year Gender-based Violence and Sexual Harassment Strategy Action Plan was developed and approved by the University EDI Committee in January 2025.

Action 15 (outcome 6): We will implement the three-year Gender-based Violence Action Plan and report progress, twice/year, to the University Equality, Diversity and Inclusion Committee.

3.6 ANTISEMITISM
In 2021, the University established a Race Definitions Task and Finish Group to recommend a set of definitions related to its antiracism work and to progress discussions related to agreeing a definition of antisemitism. 

In 2022, the University adopted the Jerusalem Declaration on Antisemitism (JDA), following extensive consultation and option appraisal. The JDA helps to identify, address and raise awareness of antisemitism and how it can manifest. Work is continuing with the University’s Jewish community to understand the barriers faced and to increase safety on campus. 

The University recognises the increase in antisemitic incidents across the sector and in wider society, the challenges posed by recent riots in England and the importance of opening and nurturing discussion on this as part of the implementation of the Antiracism Strategy.

In 2023, two Antisemitism training session were delivered by an external supplier to Professional Services staff in Directorates. A total of 41 staff attended the two sessions.

Action 16 (outcome 7): We will deliver further training sessions on Antisemitism which will be open to all staff.
3.7 MAINSTREAMING EDI IN POLICIES AND PROCESSES
3.7.1 [bookmark: _Hlk183682967]Digital Accessibility Policy and other related activities

In May 2022, the University published its first Digital Accessibility Policy, which represented the culmination of dedicated work to enhance the University’s digital accessibility. The Policy sets out the principles, responsibilities and obligations for managing digital accessibility within the University. The Policy is designed to ensure compliance with the Public Sector Bodies (Websites and Mobile Applications) (No. 2) Accessibility Regulations 2018 and to support the University’s Inclusive Commitment in Aberdeen 2040, to secure the highest standards of equality, diversity and inclusion. Expectations for staff who create, purchase and publish digital materials and the support available to them are detailed within the Policy. Sources of support and advice for staff members are signposted. The Policy was recently reviewed and approved by the Partnership and Negotiating Consultative Committee.

Staff and members of the University Court responsible for creating and/or publishing digital materials must observe the following standards: 
· 	Web content and page structure must be fully compatible with screen readers and navigable by keyboard and speech recognition software

· Images that convey information and are not purely decorative must have alternative content. 

·  Video materials must have accurate captions or accessible alternatives such as transcripts or audio descriptions. 

·  Documents (PDF, PowerPoint, Word, and others) must be fully accessible to screen reader software. 

·  Forms must be labelled and be keyboard accessible. 

·  Social media posts must follow best practice guidance, as recommended by the Digital Marketing Team. 

·  Digital materials produced in support of teaching & learning and/or professional services must only be published on University-approved platforms.

Since last Report 2023:

Created new training materials

· The Digital Comms Team have been creating new training materials as part of the migration to the new CMS and have integrated accessibility guidance throughout these.

· Two learning training modules on accessibility were made available to all staff on the University’s training site. The modules are promoted to staff responsible for website editing.
Developed a new brand and an accessible Power Point template

· The Website Development team have worked closely with the marketing team and NetNatives on the development of the new brand ensuring that colour palettes for use on the website are accessible.

· e-Learning and the Digital Skills team have worked on an accessible PowerPoint template which can be found on the University website for staff to use.

Progressed various activities

Since end of 2022, the Digital Accessibility Working Group (DAWG) members have: 
· Undertaken activities in preparation for Global Accessibility Awareness Day in May 2024.

· Funded video captioning for 25 high priority courses for students who are Deaf or Hard of Hearing.

· Raised awareness of digital accessibility issues in learning materials by auditing 12 courses from various schools, as part of the Course Accessibility Service.

· Worked with School staff to improve the accessibility of courses on MyAberdeen.  

· Reviewed and updated the University’s Accessibility Statement (which is a statutory requirement); additionally, the Centre for Academic Development have published a standard course accessibility statement for staff to include in course areas, ensuring that open, useful and consistent information is shared with students on the accessibility of learning materials. 

· Promoted Panopto’s new facility to generate automatic captions for content by default, and implemented automatic captioning on Collaborate recordings, enabling staff to work more efficiently.

· Attended the national Digital Accessibility Conference at the University of Nottingham and reported back to colleagues

· Attended the online TechShare Pro conference and reported back to colleagues

· Considered requirements around the Web Content Accessibility Guidelines 2.2 which come into force in September 2024
· Participated in the Equality, Diversity & Inclusion ‘Get Together’ Events (EDI Connect)

· Delivered a presentation to the University EDI Committee to make all members aware of the incoming European Accessibility Act which will be in place from June 2025. The Accessibility team is currently working towards the requirements of the Act ensuring compliance of the University.
Digital accessibility online training packages were recently identified by the institution’s Digital Accessibility Working Group. The training consists of modules that introduce staff to the importance of digital accessibility and include a collection of person-centred mini modules which focus on key considerations for a range of disabilities and conditions.
· Introduction to accessible teaching and learning
· Cognitive Difference
· Hearing
· Mental Health
· Physical/Motor
· Vision

These courses are not mandatory, though staff have been strongly encouraged to complete them through targeted emails. 

Action 17 (outcome 5): We will proactively encourage staff to complete the Digital Accessibility online training modules and monitor completion annually.

3.7.2 Homeworking Policy
Following the introduction of the Homeworking Policy at the beginning of the 2021/2022 academic year, there have been 973 requests for homeworking of which 764 have been approved. Requests were mainly made by Professional Service staff. 

Since last Report 2023

Assessed the effectiveness of the Homeworking Policy

· After the trial period, the effectiveness of the Policy was assessed in 2023 through two separate surveys: one was issued to all staff (861 respondents) and one to Line Managers (157 respondents). Both surveys had similar questions, and the results showed that both groups (93% and 89%) rated work life balance as the biggest positive improvement following the introduction of the Policy. In addition, 88% of staff and 75% of Line managers believed that hybrid working had improved wellbeing.

· The analysis of the open comments showed that the top benefits for staff were:

· Wellbeing and Work life Balance – less commuting, better work life balance and less stress
· Working Environment – less distractions at home and the ability to concentrate better on big tasks
· Job Related Benefits – improved productivity/efficiency and greater flexibility

· The main disadvantages which were highlighted by staff in the open comments include:
· No Disadvantages – this was the top comment from staff in relation to any disadvantages
· Relationships – lack of social networking, team building and sharing/discussing  ideas 
· Others – less separation between work and home, unable to contact colleagues working from home, getting responses from staff takes longer.

After the review of the results of the survey, the Partnership and Negotiating Consultative Committee (PNCC) approved the revised Homeworking Policy which included the suggestions from the survey. The University continues to provide staff with the option to work from home. 

3.7.3 Menopause Policy 
The University recognises the challenges that staff and students who are experiencing the menopause or perimenopause may encounter while they work and study at the University. The work undertaken in this area endeavours to create environments where individuals feel confident in asking for support.

In November 2022, the University launched a Menopause Policy, which is part of a wider Menopause Toolkit which applies to staff and students, fostering a ‘whole University’ approach to creating inclusive and safe environments for discussing menopause. It aims to raise awareness of menopause and perimenopause, its symptoms and the impact it can have on work and study. The responsibilities of staff, line managers, students, Human Resources, Student Advice and Support and the role of Occupational Health are detailed in the Policy. Guidance on providing support to manage menopause symptoms at work and study are also included. Advice on conversations on menopause and support mechanism for staff and students are signposted within the Toolkit. These include a range of internal and external support such as the HR team, Occupational Health Service, counselling team, Employee Assistance Programme, Mental Health First Aiders and line managers.

Since last Report 2023

· the Menopause Policy has been promoted in the University and a Menopause Network was reestablished in 2023, with events organised to raise awareness of menopause.

· the practical support available has been promoted, such as the provision of desk fans and light boxes.

· menopause has been embedded with our Equality, Diversity and Inclusion Policy
· delivered training, through an external consultant, including a session for line managers. An online training on menopause is part of the University’s suite of EDI and management e-learning modules. This particular module is not mandatory, which is consistent with the University’s approach to reduce workload; however, staff are strongly encouraged to complete it. The link to the training is provided on the University’s menopause webpage.



3.7.4 Neurodiversity Equality Policy
The University recognises that a diversity of cognitive approaches amongst its community is a source of strength and value. In June 2022, the University approved a Neurodiversity Equality Policy. The Policy applies to staff and students and seeks to promote awareness of neurodiversity and how it affects individuals. The responsibilities of managers and the Disability Team are detailed in the Policy, as is guidance on potential adjustments for neurodiverse individuals. Confidential advice and support mechanisms are signposted for both staff and students within the Policy.

The Policy supports and promotes the services available to neurodivergent staff and students in the University e.g.  the Disability Team, the Student Learning Service for students and the HR Team for staff and managers. 

Since last Report 2023

Implemented a Neurodiversity Equality Policy 

· The Policy has been promoted to staff and students.

Established a new Neurodiversity Network 

· In 2024 a new Neurodiversity Network for staff and students was established with events being organised to raise awareness of neurodivergence and stigma, and ensure that teaching, learning, research, and employment practices at the University are accessible to individuals who are neurodivergent.

3.7.5 Recruitment and Selection (R&S) of Staff Policy 

In July 2022, the University launched an enhanced Recruitment and Selection (R&S) of Staff Policy. The Policy applies to all staff who are involved in the recruitment and selection of staff. It details that appointments will be based on skills, experience and merit while also highlighting new initiatives to address under-representation where it exists in the University. 

University staff who participate in the recruitment process are required to undertake online training modules on recruitment and selection, equality, diversity and inclusion and unconscious bias on a three yearly basis.

The Policy details the University’s commitment to encouraging the recruitment of staff with disabilities and applications from underrepresented groups to meet its Equality, Diversity and Inclusion aims. The University continues to implement the Guaranteed Interview Scheme (GIS) principles in relation to disabled candidates and the Policy will ensure that female candidates and candidates from Racialised Groups are represented on shortlists. Where advertisement does not lead to a diverse shortlist for University Management Group roles, further steps will be taken to widen the pool of applicants before the recruitment process is progressed.

Further new measures include incorporating a statement in job advertisements and job descriptions welcoming applications from under-represented groups in that staff category or area where there is evidence of under representation. The Policy requires the application of the ‘Rooney Rule’ for vacancies in University Management Group. This supports the mainstreaming of race equality, in line with the Antiracism Strategy.

The Policy is integral to a range of EDI initiatives such as addressing under-representation of Racialised Groups, particularly at the senior levels, addressing the Gender Pay Gap and eliminating bias from the recruitment and selection process.  These are aims which require time to manifest, however, the requirements of the new Policy, such as understanding and reviewing equality data as part of the recruitment and selection process, should accelerate change and deliver the transformation required.  

Since the launch of this new Policy, we have seen an increased number of females undertaking senior roles such as the University Secretary and Chief Operating Officer, the Vice-Principal Education, and Heads of School (now 3 out of 12 are females).

The Race Equality Strategy Group, the EDI Committee and the Reward Consultation and Negotiation Group will continue to monitor the impact that this Policy will have in increasing the diversity of our staff population.

However, due to recent financial challenges affecting the sector, the recruitment of staff has been paused, with only essential posts being approved. This has meant that the effectiveness of the Policy cannot be measured effectively at this time.

Action 18 (outcome 3): Once recruitment is fully up and running, assess, through annual quantitative and qualitative data analysis, the clarity, transparency, inclusivity and fairness of the new (post 2023) Recruitment and Selection Policy and Processes.

3.7.6 Promotion Policy and Procedure

After a fundamental review, in 2023 we launched a revised Promotion Policy and Procedure with clearer and more transparent criteria.

The Policy includes the introduction of new mandatory aspects such as criteria on ‘Citizenship’ to capture various activities including EDI; a requirement to have engaged with the Annual Review process prior to the application; an evaluation from Head of School is now required; senior academics must now be part of  promotion panels; a requirement that  personal circumstances and conflicts of interest involving the applicant and the committee member are disclosed; Social Bias Observers are now embedded in the process; and enhanced feedback through a revised feedback form is now provided to unsuccessful applicants to support their career progression. These changes represent a positive step forward as they have increased the transparency of the process and have reduced the likelihood that bias occurs during the process.

The new Promotion Policy was implemented for the first time for the 2023 promotion round and therefore its impact cannot be fully measured yet. As a part of the process, Heads of School and Line Managers have been asked to proactively identify people from underrepresented groups who meet the criteria and encourage/support them to apply. 
Although this action has worked well for female applicants, a lack of applications from Racialised Groups to Grade 9 (Professorial grade) was still observed in the 2023 Promotion round. This ongoing issue was recently flagged to Senate and will be discussed with the relevant Committees (EDIC and RESG) for further action planning.

Since last Report 2023:

Lessons Learned Evaluation of first Promotion Round since Introduction of new Policy

· The Policy was assessed recently following its implementation. Revisions made prior to the launch of the 2024/25 Promotion exercise include the removal of the need for external evaluation for applications to Senior Lecturer/Senior Research Fellow (unless necessary for borderline cases), addition of a further two Professors to each committee (to enhance representation of different disciplines), and revision of the guidance material.

Action 19 (outcome 3): We will assess, through quantitative and qualitative data analysis, the clarity, transparency, inclusivity and fairness of the new (post 2023) Promotion Policy and Process.

3.8 EQUALITY, DIVERSITY AND INCLUSION CAPACITY BUILDING
The University supports staff to champion an inclusive culture and to be empowered with the skills to practically implement EDI. This can be challenging given the scale of the training interventions required across the University. 

Over the last four years, an extensive suite of online and in person modules had been offered to staff and these have received positive feedback. The courses have been publicised and are embedded into other learning opportunities offered by the University.

In July 2024, EDIC received a paper, which had previously been discussed at PNCC, detailing the EDI training available at the University, the uptake of the training and suggestions for increasing uptake

Action 20 (outcome 3): We will establish an EDIC-subgroup to consider and take forward recommendations to increase take-up of EDI training and development.

Action 21 (outcome 3): We will improve visibility and accessibility of training/development resources, such as via the website (and as a consideration on transition to the new CRM), for all staff groups.

The above actions will be implemented by an EDIC subgroup and success will be measured by central EDI team by measuring uptake of the EDI training twice/year.




3.8.1 Autism Awareness for Support Staff 

In November and December 2022, Dr Jacqueline Ravet, delivered two sessions on autism awareness for Professional Services (support) staff at the University. The purpose of these sessions was to deepen understanding of autism through exploring diagnostic criteria as well as detailing how to support students with autism.

Since last Report 2023:

Delivered further training sessions

· Between 2023 and 2024, 12 further sessions have been delivered (6 for academic staff and 6 for Professional Services staff). 

Introduced a new training course

· As a part of the suite of online training courses, provided by Skill Boosters, we now offer a ‘Introduction to Neurodiversity’ course. 54 people have completed the course.

Action 22 (outcome 3): We will continue to deliver sessions on ‘Autism’ and actively encourage staff to complete the online training module on ‘Introduction to Neurodiversity’.
[bookmark: _Hlk183682899]
3.8.2 Deaf Awareness Training 

To support commitments within the University’s British Sign Language Plan, in May 2022, Signs4Life delivered a three-hour online workshop to 16 colleagues representing areas from across the University, including postgraduate research students. The training enabled learners to:
· Identify the barriers that Deaf and Hard of Hearing people face 
· List the ways in which Deaf and Hard of Hearing people communicate 
· Understand and demonstrate how to implement positive methods of communication and offer an equal service to Deaf and Hard of Hearing people
· Apply the finger-spelling alphabet 
· Explore the deaf community and culture 

Feedback received on the Deaf Awareness Training was overall positive and most of the learners reported that the session empowered them to apply the learning in their workplace.

Since last Report 2023:

Delivered further training session

· Further training on ‘Deafness Awareness’ was delivered by NESS to a cohort of staff (invited due to their role in supporting staff and/or students) in the School of Medicine, Medical Sciences and Nutrition. The training was rated ‘excellent/above average’. 

Action 23 (outcome 5): We will ensure that Deafness Awareness sessions are delivered to EDI Leads, Race Equality Champions and staff in student/staff facing services by 2026.

3.8.3 Trans Awareness Training 

Information about Trans Awareness Training sessions can be found PSED Interim Report 2023. The review of the Trans Equality Policy is a priority area for the forthcoming year.

Action 24 (outcome 3): We will review the Trans Equality Policy.

3.8.4 Inclusion Essentials, Understanding Unconscious Bias and Tackling Racial Bias

These online training modules (see PSED Interim Report 2023for more background details) are provided by Skills Booster and are mandatory for all new staff to complete within three months of commencing employment, and for staff sitting on recruitment and promotion committees. All existing staff are strongly encouraged to complete the training. Uptake, however, remains low outwith the new-starts.

Action 20 (outcome 3): We will establish a EDIC-subgroup to consider and take forward recommendations to increase take-up of EDI training and development.

3.8.5 Online Equality Diversity Inclusion Training 
In addition to the mandatory online training, the University has a broad range of online equality, diversity and inclusion training available to all staff and students on the Staff Development webpage. The courses are interactive and video-based and there is a strong focus on lived experience. Courses include:
· Allyship
· Being Disability Confident
· Cultural Awareness in the Workplace
· Disability Etiquette; Disabled Adventures in Work and Recruitment
· The Diversity Challenge
· The Effective Bystander 
· Gender Matters
· The Impact of Micro Behaviours
· Inclusive Language and Communication; Inclusive Leadership
· Maternity and Paternity
· Menopause in the Workplace
· Mental Health – Doing the Right Thing; Managing Stress; Stress less; Overview
· The Multi-Generational Workforce: Tackling Age Bias
· Neurodiversity Inclusion
· Sexual Orientation
· Supporting Trans and Non-Binary People at Work: A Managers Guide
· Tackling Race Bias at Work: A Manager’s Guide
· Tackling Sexual harassment at work – a manager’s guide
· Trans and Non-Binary Awareness
· Understanding and Confronting Sexual Harassment at Work
· Understanding Equality Impact Assessments
· Understanding and Tackling Gender Bias
· Working Effectively with the Equality Act

These courses are promoted particularly in alignment with policy initiatives or changes and through the Staff Development Team who signpost to them in advance of sessions. Uptake of these courses is not monitored routinely.

[bookmark: _Hlk119860278]3.8.6 Race Literacy Training
In 2021, the Race Equality Strategy Group (RESG), the University Management Group (UMG) and frontline Professional Services staff (HR, Student support, Counselling, Porters/security, RE Champions and School EDI Leads) attended Race Literacy training delivered by an external consultancy. The sessions aimed to enhance participants’ understanding, knowledge and confidence of how race and racism impact staff and student experiences in the University. ~400 staff attended (including follow-up sessions) and feedback was overall positive. 

Five training sessions were delivered, over Zoom, in March and April 2022 open to all staff and PGR students (~500 attended; feedback was positive). The low uptake was disappointing and noted by the Race Equality Strategy Group. Feedback received through the open comments indicated that participants considered the training useful for their antiracism journey; training sessions were not long enough and more in-depth training sessions would be welcomed; and race training should be mandatory for all staff.

Since last Report 2023:

Developed further guidance to frontline staff

· Plans were in place to provide further/tailored training sessions in 2023 to frontline staff on how to deal with the disclosure of a racist incident. A procurement exercise was carried out but none of the proposals received meet our expectations. 

· Therefore, in 2024 the University central EDI team developed guidance outlining the University recommended steps to deal with the disclosure of a race-related incident. The guidance was initially aimed at frontline staff (including EDI Leads and Race Equality Champions), subsequently it was promoted to all staff through Staff News and included in the Personal Tutors’ handbook. 

Action 25 (outcome 4): We will deliver further Race Literacy training sessions from 2026/27 academic year. Actions will be taken to increase engagement.

Action 26 (outcome 4): We will assess effectiveness of the guidance on ‘How to deal with the disclosure of a racist incident’ by gathering feedback from those who had opportunity to use it.



