[bookmark: _SECTION_6:_Progress][bookmark: _Toc194308300]SECTION 6: Progress made towards each of the Equality Outcomes

The University reviewed its Equality Outcomes in April 2023 (see section 1 for more details). The Revised Equality Outcomes were approved by the University EDI Committee  in June 2023, published on the University webpage, and reconsidered in October 2024 when the Committee reflected that those outcomes were still relevant to address the University’s evidence-based EDI priorities as well as the persistent inequalities outlined in the SFC/EHRC report. Though EDIC agreed that the University should adopt those Outcomes for the period 2025-2029, we will continue reviewing them on a regular basis to ensure they reflect the national and the University’s targets and aspirations.

Outcomes 4 and 7 were reworded to better reflect the National Equality Outcomes published in 2023, while Outcomes 8 and 9 were newly introduced. Details are reported in Table 1

Outcome 1: Achieve the highest recognition in equality and diversity through achievement of awards in accreditation initiatives such as Athena Swan, Race Equality Charter and Stonewall Workplace Equality Index.

Outcome 2: Tackle mental health stigma to improve outcomes and experiences for staff and students who have mental ill health.

Outcome 3: Eliminate barriers which may present due to multiple intersectional protected characteristic identities.

Outcome 4 (reworded to align with NEOs): Create an antiracist university by developing and implementing the antiracism strategy action plan.

Outcome 5: Create a culture where gender-based violence is eradicated within the University community and staff or students who do experience this can seek effective support.

Outcome 6: Eliminate barriers to learning, progression, promotion and physical accessibility for disabled staff and students by taking actions to continuously improve the working and learning environments for disabled staff and students

Outcome 7 (reworded to align with NEOs): Create an inclusive culture which everyone (staff and students) feels a part of, which is safe, respectful, and supportive.

Outcome 8 (introduced in 2023 to align with NEOs): Embed clear lines of responsibility and accountability for progressing EDI including effective EDI governance structures.

Outcome 9 (introduced in 2023 to align with NEOs)
Increase diversity of representation within University Court and Decision-making committees.

A progress report can be seen in Table 8 below. Progress towards each action of the Action Plan 2021-2025 can be found in Appendix C.
.
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UNIVERSITY OF ABERDEEN REVISED EQUALITY OUTCOMES PROGRESS
Table 8: Progress towards the University of Aberdeen Revised Equality Outcomes

	Equality Outcome
	Progress February 2025

	Outcome 1: Achieve the highest recognition in equality and diversity through achievement of awards in accreditation initiatives such as Athena Swan, Race Equality Charter and Stonewall Workplace Equality Index

Note: This includes the NEO: 

“Institutions will have regard to significant imbalances on courses and take action to address it (PC: sex)”
	· Additional three Schools have been awarded Silver Athena Swan awards (Biological Sciences, Education and Social Sciences).

· The School of Law, Business, Divinity/History/Philosophy/Art History, and Computing Sciences applied successfully to retain their Bronze award. The School of Medicine, Medical Sciences and Nutrition (the largest School at the University) applied to achieve its first award at a School level (which superseded the 5 Bronze awards achieved by the 5 Institutes of the School between 2016 and 2018).

· The University has made progress towards the implementation of its Athena Swan Action Plan 2021-2026. Work is currently underway to submit for a Silver-level accreditation by 2026. 

· In May 2024, the University was awarded its first Race Equality Charter (REC) Bronze award in recognition of its commitment to advance race equality and move from commitment to action. The University is now the third Scottish institution to hold a REC award. The work was led by the University Race Equality Strategy Group which also developed an Antiracism Action Plan (see progress under Outcome 4).

· In 2024, the University was awarded its first EmilyTest award for its commitment to tackle gender-based violence and sexual harassment.


	Outcome 2: Tackle mental health stigma to improve outcomes and experiences for staff and students who have mental ill health.

Note: This includes the NEOs:

· “Men (staff and students) know how to access mental health support (recognising intersectionality within that group). (PC - Sex)”

· “The success and retention rates of college and university students who declare a mental health condition will improve. (See Outcome 5) (PC - Disability)

	· Reviewed the Mental Health First Aid Network and introduced monthly skills booster, a mental health digest as well as a programme of external speakers.

· A reporting/monitoring procedure for Mental Health Champions and First Aiders has been developed and implemented.

· Wellbeing and mental health training and development opportunities have been gathered in one stop shop with one-click direct access to booking.

· In-house wellbeing workshops (including Managing Stress) have been delivered to managers and teams, and roadshows have been organised in 18 sites across the University campuses.

· BeWell and Inclusion Fairs have continued to be held across all campuses (with the 2024 ones attended by an estimated 1300 staff and students) to raise awareness of the pillars of mental health and wellbeing, empowering and supporting the University community to make a positive change in their lives

· A new Stress management webpage was developed for staff highlighting institutional and individual responsibility in managing stress in the workplace and a stress risk assessment toolkit.

· Further 40 staff members attended the session on Suicide Prevention delivered in 2024. 


	Outcome 3: Eliminate barriers which may present due to multiple intersectional protected characteristic identities.


	· The University Equality, Diversity and Inclusion Policy has been recently reviewed and it now promotes a wide definition of ‘inclusion’ including care experienced staff and students, asylum seekers, people experiencing the menopause and socio-economic background, and commits to furthering work on intersectionality.

· As reported throughout this report, we are members and awards holder of Athena Swan (AS) and Race Equality Charters (REC). Both charters have a focus on intersectionality. Intersectional data analysis (sex/race) was undertaken for both staff and students in the REC Bronze submission with the aim of identifying barriers for women and men from a White and a Racialised Group background. In the Antiracism Strategy Action Plan 2024-2029 we committed to undertake further intersectional data analysis both at quantitative and qualitative level.

· We continue to focus on intersectionality when we organise EDI events. These include the celebration of Black History Month, Pride Month and International Women’s Day).

· Intersectionality is considered in all University marketing materials.


	Outcome 4 (reworded in April 2023 to align with NEO): Create an antiracist university by developing and implementing the antiracism strategy action plan.

Note: This includes the NEOs:
· “Institutions should also have regard to attainment levels by racial group and ensure that their curriculum is diverse and anti-racist. (PC - Race)”
· “Where representation is not proportionate to the relevant population, increase the racial diversity of teaching and non- teaching staff to align with student representation in the sector. (PC - Race)”

See also:
 “Feeling Safe” - Outcome 7 
“Representation” - Outcome 9

	· Work is currently underway to review the University Antiracism Strategy 2022-2025 and set the University’s aims and priority areas for 2025-2030.

· An Antiracism Strategy Action Plan was developed by RESG in 2023 (reviewed in 2024) which reflects recommendations from sector’s reports (UUK and EHRC), the aims of the Antiracism Strategy 2022-2025 as well as the issues that were raised by staff and students in the Race Equality Charter surveys 2022. The Action Plan will be implemented by 2029, with progress monitored on a quarterly basis by RESG. Success will be measured by annual data analysis and consultation with staff and students (through surveys, interviews, focus groups). The Race Equality Charter Staff and Student surveys will be repeated in October 2025.

· The Staff and PGR Race Equality Network, has seen, since 2020, a growing number of members. The Network provides a safe space to members to share their experiences, seek support and being signposted. The Network has continued to provide feedback on University Policies and Processes (which are seen from a race-lens). 

· To ease networking among the Race Equality Champions, a Forum was established in 2023 which meets on a quarterly basis and is chaired by central EDI team members. The Race Equality Champions were consulted during the development of the Antiracism Strategy and Action Plan, and they are currently contributing to their implementation.

· The Antiracism Roundtable have continued meeting on a quarterly basis to progress work on antiracism. One of the areas that has been progressed by the Roundtable between 2023 and 2024 relates to Hate Crime (including enhancing awareness of and trust on the reporting channels in each of the member organisation). Other areas of partnership working agreed by the Roundtable include listening activities with people from a Racialised Group background to learn from lived experiences, Race Terminology, and Black History Month celebrations. The Roundtable is currently exploring how its work could be feedback to the Antiracism Observatory for Scotland to ensure impact can be achieved at a national level.

· In 2023, the University committed to appoint an external consultancy to deliver training to frontline staff on how to deal with the disclosure of a racist incident. The procurement exercise. However. Did not go well as none of the proposals received met our expectations. In 2024, the central EDI team developed a guidance on ‘how to deal with the disclosure of a racist incident’. The guidance was initially provided to frontline staff (including School EDI Leads and Race Equality Champions) and subsequently promoted to all staff, and included in the handbook for Personal Tutors. 

· Between 2022 and 2024 we have been working on enhancing the University Online Reporting Tool which now includes clear information on how to report the incident, who will read the disclosure, the difference between anonymous and non-anonymous disclosures, and the support that is available to individuals disclosing the incident. Data from the Tool are extracted on a quarterly basis and presented to RESG for information. The Tool, however, continues to be underused.

· Training sessions on antisemitism have been recently delivered and further sessions have been planned for 2024-2025.

· Completion of online training modules such as Inclusion Essentials, Tackling Racial Bias and Understanding Unconscious Bias online training modules continue to be mandatory for new staff (monitored by Staff Development), and staff sitting on recruitment and promotion panels (monitored by HR). 

· The Promotion Policy and Procedure has been reviewed and launched in 2023/24. The Policy has ‘Citizenship’ as element where applicants can report their involvement in activities which aim to advance EDI at the University. In the Antiracism Strategy Action Plan we committed to support the career progression of staff from a Racialised Group background by proactively encouraging them to apply and support them to be successful at promotion.

· In October 2024, the University launched the Dignity at Work and Study Toolkit (‘Expect Respect’) which provides clear definitions of behaviours which are disrespectful (including racism, harassment, bullying) and that will not be tolerated by the University. The toolkit gathers Policies and processes that support individuals to address incidents of disrespect, and also provides information about the support available for staff and students.


	[bookmark: _Hlk184126606]Outcome 5: Eliminate barriers to learning, progression, promotion and physical accessibility for disabled staff and students by taking actions to continuously improve the working and learning environments for disabled staff and students.

Note: This includes the NEO:
· “Disabled students report feeling satisfied with the overall support and reasonable adjustments received, including from teaching staff, while on their course (PC-Disability).

	· In 2024, the BSL Plan Working Group developed and published the University second British Sign Language Action Plan which will be implemented between 2024 and 2030.

· We renewed our Disability Confident Employer Level 1 status in December 2024. 

· In 2024, we delivered further Deaf awareness training to support staff to increase understanding of the barriers that deaf and hard of hearing people may face and improve ways of communication with people who are deaf or hard of hearing. The training was delivered to staff in the Institute of Medical Sciences.

· In 2023, we developed a Neurodiversity Policy and in 2024 we established a Neurodiversity Network which is a safe space where Neurodivergent people can share their experiences and barriers/seek support/advice and allies can learn from lived experience. Guidance and learning materials have been shared within the Network as well as events/awareness raising sessions delivered.

· In 2024 we reviewed the Digital Accessibility Policy, enhanced the accessibility of the University website, produced guidance on digital accessibility for content creators, teaching staff and Professional Services staff, and purchased training modules on digital accessibility. We also enhanced the support for timed exams/assessments for disabled students.

· In 2023/24 we reviewed ‘AccessAble’ which provides access guides for the University buildings and campuses.

· Several sessions on Autism Awareness sessions have been delivered to support staff between 2023 and 2024.

	Outcome 6: Create a culture where gender-based violence is eradicated within the University community and staff or students who do experience this can seek effective support.

Note: This includes the NEOs:

· “Able to evidence University approaches to prevent and respond to (gender based) violence, harassment and abuse (PC-Sex)”
· “Staff and students know how to access support about (gender based) violence, harassment and abuse, report their experience and feel properly supported in doing so because the services are fit for purpose (PC-Sex)”

	· The Addressing GBV & Sexual Harassment Policy was reviewed in 2024.

· The Addressing Gender-Based Violence & Sexual Harassment Strategy Group has been engaging across the sector, and beyond, on addressing the root causes of, and associated issues linked to, GBV and sexual violence in society.

· In 2024, the University achieved the EmilyTest Charter award in recognition to its commitment to prevent and tackle sexual harassment.

· Over 400 staff (an increase from 70 in 2023) have been trained on a new Risk Assessment tool called LISTEN, which is offered by Emily Test. More sessions are planned for 2025.

· Since August 2023, offer holders and students are required to disclose any relevant criminal charges and convictions that they have had so that we can adequately manage risk within our community.

· In 2023 and in 2024, a 16-Day campaign on Gender-based Violence was organised to raise awareness of the support available to staff and students.

· After the publication of the new Worker Protection Act 2023 on sexual harassment, the University carried out a mapping exercise to assess whether the University meets the recommended actions from the Act. The mapping exercise and new actions were presented to the University EDI Committee in October 2024 and they are being implemented.

· We recently developed a further three-year Gender-based Violence and Sexual Harassment Strategy.


	[bookmark: _Hlk126481797]Outcome 7 (reworded in April 2023 to align with NEO): Create an inclusive culture which everyone (staff and students) feels a part of, which is safe, respectful, and supportive.

Note: This includes the NEOs:

· “Disabled staff and students report feeling safe in the tertiary system (PC-Disability)”
· Trans staff and student report feeling safe to be themselves in the tertiary system (PC-Gender re-assignment)”
· Staff and students feel supported and safe and are confident that complaints of harassment or bias on the grounds of race will be dealt with appropriately because complaints procedure are fit for purpose and offer effective redress (PC-Race)”
· Students and staff report that they have confidence in institutional report and support mechanisms because they are fit for purpose (PC-Religion or Belief)
· Lesbian, Gay and Bisexual staff and students report that they feel safe being ‘out at the university and college (PC-Sexual Orientation)”
	
At the time of writing this report, the results of the eleven EDI questions in the 2024 Staff Engagement survey split by Protected Characteristics have not yet been considered by the University EDI Committee 

Once trends have been considered and actions discussed, we will review the appropriate EDI action plans to include the new actions which will address the issues identified. Implementation of actions will be monitored by central EDI team.

	Outcome 8 (New EO, introduced in April 2023 to align with NEO): Embed clear lines of responsibility and accountability for progressing EDI including effective EDI governance structures.
	· At institutional level, EDI strategic direction sits within the University EDI Committee.

· Equality Groups and Equality Networks (three have been recently established) report to EDIC.

· EDI Leads and Race Equality Champions have been appointed in Schools and Directorates as main contacts for individuals who need to discuss EDI matters or need to be signposted to appropriate support/advice services. Two EDI Leads sit on the University EDI Committee and two Race Equality Champions sit on the University Race Equality Strategy Group (RESG). All Race Equality Champions attend RESG meetings, on a rotational basis.

· EDI Committees have been established in each School. They are chaired by EDI Leads and report to Heads of School and School Executives.

· The implementation of EDI Action Plans sits within relevant Groups and progress is monitored by nominated individuals. Progress is reported (at least twice/year) to the University EDI Committee, and annually to Senior Management Team (SMT).

· SMT- led Open sessions on EDI have been delivered to keep staff and students engaged in advancing EDI in the institution.

	Outcome 9 (New EO, introduced in April 2023 to align with NEO): Increase diversity of representation within University Court and Decision-making committees.

Note: This include the NEOS:

· “Where representation is not proportionate to the relevant population, increase the representation of disabled staff in the workforce and in college Boards and university Courts (PC-Disability)”
· Where representation is not proportionate to the relevant population, increase the racial diversity of Court members and address any racial diversity issues in college Boards (PC-Race)”
	· The representation of female staff and students within University and local decision-making committees has increased over time, though some areas (male-dominated) still face some challenges.

· The representation of Racialised Groups, however, remains low and this will be addressed through the implementation of the University Antiracism Strategy and Athena Swan Action Plans.

· The percentage of staff and students who have disclosed a disability has increased over time. However, it still remains to assess what the percentage of disabled individuals in decision-making committee is. This will be addressed as a part of the data analysis University Equality Groups are undertaken for the work required by the Equality Charters.



