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Foreword 

I am delighted to introduce the University of Aberdeen’s Public Sector Equality Duty (PSED) Report 2025.
In reflecting on the Report, I’m very pleased to acknowledge the significant progress our University has made in mainstreaming Equality, Diversity and Inclusion (EDI) since the publication of our previous report in 2023. Despite the recent financial challenges across the Higher Education sector, our community has demonstrated perseverance, creativity and determination to ensure EDI remains at the core of what we do. 
Through our strategic plan, Aberdeen 2040, the University remains committed to creating an inclusive working and learning environment which embraces and celebrates the diversity of our staff and students. This ethos is the foundation of our success as a University. 
As you will see in the Report, we continue to embed EDI through the work of our Equality, Diversity and Inclusion Committee, supported by the School EDI Committees, the School and Directorate EDI Leads and Race Equality Champions, our Mental Health First Aiders and the Equality Networks (including Menopause and Neurodiversity which have been established recently).
Prioritising an inclusive approach in this way supported the University during the Covid-19 global pandemic led us to rethink and adapt our approaches. We have recently navigated economic uncertainties, which have been challenging across the sector, and we recognise their continuing impact across our staff and student communities. Our collective efforts have successfully stabilised the University’s financial position; however, further actions are needed to streamline operations and improve efficiency. We are adapting to new ways of working to reduce workload, to focus on innovative developments in education, research and technology, and secure our financial sustainability.
This Report showcases the work undertaken across the equality areas, including those not specifically covered by legislation.  
At the time of our last Report, we were in the early stages of implementing our Antiracism Strategy and in 2024 we became the third Scottish university to achieve a Race Equality Charter Bronze award for our commitment to tackling racism and racial inequalities through bold and sustained action. Our Antiracism Strategy Action Plan will continue to be reviewed to reflect the issues raised by staff and students. 
Advancing gender equality has been a priority, particularly since 2011, when we became a member of the Athena Swan Charter. Since then, all of our twelve Schools have been recognised for their work on this, with eight Schools achieving (and retaining) a Bronze award and four progressing to Silver in the last three years. As University we strive to apply for an Athena Swan Silver award by 2026.
We have continued to take action to advance equal pay for staff who identify with protected characteristics and have worked towards creating a more welcoming and inclusive environment for people who are disabled, with a focus on improving digital and physical accessibility, with this being a specific focus for the forthcoming year.
Creating a culture which fully rejects inappropriate behaviours and attitudes is at the core of Aberdeen 2040. Since our previous Report, we have implemented our Gender Based Violence (GBV) and Sexual Harassment Strategy and developed our next three-year Strategy, improved our Online Reporting Tool and the support available to those disclosing a GBV-related incident, continued to deliver LISTEN training sessions to staff, organised campaigns against GBV, and introduced a new requirement on our offer holders and students to disclose relevant criminal charges and convictions. Our work on GBV and Sexual Harassment was recently recognised through the achievement of the EmilyTest Charter award. 
Undertaking the 2024 Staff Engagement Survey supported our understanding of our progress on EDI.  The results indicated that staff recognised the University’s commitment to inclusion and feel that they can be themselves at work. There are areas for reflection and action resulting from the survey, including ensuring that we foster a culture of respect and tolerance. In October 2024, we launched our ‘Expect Respect’ (Dignity at Work and Study) toolkit which aims to help people understand our expectations of staff and students and the policies and support that are available to address unprofessional behaviour. This is currently being implemented, and its success will be monitored regularly.
We have continued to make progress towards our Mental Health and Wellbeing Strategy and have provided our University community with access to wellbeing opportunities such as BeWell Network, BeWell weeks, shiatsu massage, pet therapy and the wellbeing lounge. In addition, activities have been delivered during Stress Awareness Month, Pride Month, World Menopause Day, Black History Month, and Disability History Month. A strategic priority has been suicide prevention and awareness, with suicide prevention sessions being delivered in recent months.
Over the last two years, we have progressed work to ensure that EDI principles are reflected in our policies and procedures. Our Recruitment and Selection Policy was reviewed in 2022 and details the University’s commitment to encouraging the recruitment of staff with disabilities (through the Guaranteed Interview Scheme) and applications from underrepresented groups. In 2023, after a fundamental review, we launched a revised Academic Promotion Policy and Procedure which includes the introduction of mandatory criteria on Citizenship to capture activities including EDI.  Other changes have supported the embedding of EDI in the new process, such as EDI training for panel members and social bias observers being present at the promotion committee meetings.
Further details about these, and other, initiatives in this vitally important area can be seen in the Report which I commend to you. As we look to the future, we remain committed to our foundational purpose to ‘be open to all’. We will continue to build on our achievements, guided by our core values and a shared vision of achieving a culture that celebrates, recognises and supports our diverse community.
Professor George Boyne

Principal and Vice-Chancellor
University of Aberdeen
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	ACRONYM
	FULL TITLE

	(N)EO
	(National) Equality Outcome

	BHM
	Black History Month

	BSL
	British Sign Language

	DHM
	Disability History Month

	EDI(C)
	Equality, Diversity and Inclusion (Committee)

	EHRC
	Equality and Human Rights Commission 

	EIA
	Equality Impact Assessment

	FSM
	Free School Meals

	GAAD
	Global Accessibility Awareness Day

	GBV
	Gender Based Violence

	GESG
	Gender Equality Steering Group

	GIS
	Guaranteed Interview Scheme

	GREC
	Grampian Regional Equality Council

	JDA
	Jerusalem Definition on Antisemitism

	KPI
	Key Performance Indicator

	MHFA
	Mental Health First Aid Network

	PGR
	Postgraduate Research

	PGT
	Postgraduate Taught

	PNCC
	Partnership and Negotiating Consultative Committee

	PS
	Professional Services

	PSED
	Public Sector Equality Duty

	RE(C)
	Race Equality (Charter)

	RECs
	Race Equality Champions

	RESG
	Race Equality Strategy Group

	SAT
	Self-Assessment Team

	SFC
	Scottish Funding Council

	SMART
	Specific, Achievable, Relevant and Time-bond

	SMMSN
	School of Medicine, Medical Sciences and Nutrition

	SMT
	Senior Management Team

	TU
	Trade Union

	UG
	Undergraduate

	UUK
	Universities UK
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This Report provides the progress made by the University between the publication of the PSED Interim Report 2023 and February 2025 and provides examples of how the University has mainstreamed Equality, Diversity and Inclusion (EDI) in order to fulfil its legal obligations and embed its values as articulated in the University of Aberdeen Strategic Plan, Aberdeen 2040.

Section 1 outlines the work the University has recently undertaken to review its Equality Outcomes, following the publication of the National Equality Outcomes in 2023.

Section 2 sets out a description of EDI structures at the University of Aberdeen, including strategic direction, governance, communication, and implementation of EDI Action Plans.

Sections 3, 4 and 5 showcase how the University is meeting its legal requirement to mainstream equality into all its functions through the following objectives:

· Eliminate discrimination, harassment, victimisation (Section 3)
· Advancing equality of opportunity (Section 4)
· Fostering good relations between people from different groups (Section 5)

Section 6 provides a summary table outlining progress made towards each University Equality Outcome.

Data about the University staff and student population, by protected characteristics, are reported in Appendix A.

A new PSED Action Plan covering 2025-2029 (covering actions identified throughout the Report) is provided, as a SMART Table, in Appendix B. Actions are also listed throughout the Report, where relevant.

Our PSED Action Plan 2021-2025 is reported in Appendix C. Actions have been recently re-organised to align with the University Revised Equality Outcomes. The last column in the table in Appendix C shows the progress made by the University against each of those actions. 
















[bookmark: _Introduction_and_EDI][bookmark: _SECTION_1:_University][bookmark: _Toc194308295]SECTION 1: University of Aberdeen Equality Outcomes

The University of Aberdeen commits to taking bold, ambitious and effective action to support its work on equality, diversity and inclusion (EDI), and to create a safe, respectful culture in which its community can work and study. This includes proactively challenging inappropriate behaviour and systemic inequalities.

In 2021, the University set its Equality Outcomes (EOs) for the period 2021-2025 building on Equality Outcomes set since the advent of the Public Sector Equality Duty (PSED) in 2013. 

In 2023, the Equality and Human Rights Commission (EHRC) and the Scottish Funding Council (SFC) launched a report which outlined the persistent inequalities in the tertiary education system and developed a set of National Equality Outcomes (NEOs) which aim to address inequalities across the protected characteristics and place an emphasis on improving outcomes for individuals by using a data-driven approach. The University welcomed the new NEOs and carried out a mapping exercise to understand how the University’s Equality Outcomes (reported in the last PSED Interim Report 2023) related to the new NEOs. We also assessed which of the NEOs were relevant to the University- for example if the inequalities identified via the NEOs were reflected within our data and whether there were any associated inequalities for which we did not have an equality outcome.

A mapping exercise was undertaken to plot the NEOs against our existing PSED Equality Outcomes (EOs) and other University strategic objectives where relevant including the University Strategic Plan, Aberdeen 2040. The mapping included reviewing data sources, baseline data and institutional KPIs, where known and/or applicable. The mapping exercise showed the gaps in the University’s existing PSED EOs, gaps in data needed to assess our EOs, and made recommendations to address these.

The mapping exercise, presented to the University EDI Committee (UEDIC on 18th of April 2023), showed that the NEOs broadly aligned with the University’s previously established EOs. The following revisions were made (see also Table 1):
· Outcomes 4 and 7 were reworded to align with NEOs
· Outcome 8 is a new outcome setting out our approach to EDI Governance
· Outcome 9 is a new outcome setting out our aspiration to increase diversity of representation within University Court and decision-making committees.

Data driven success measures informed by the NEOs have been embedded in the University EDI Action Plans (where these were not already present). Further work is underway to address identified data gaps. The University ‘Revised’ EOs were approved by UEDIC in June 2023 and published on the University webpage. The revised EOs were subsequently reconsidered in October 2024 when UEDIC 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 UEDIC 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 targets and aspirations.
 
This report provides information on the progress made by the University towards its legal requirements and reflects, where possible, the University ‘Revised’ Equality Outcomes agreed in 2023 (see also Appendix C). The Report covers progress made in the last two years; activities prior to 2023 can be found in our PSED Interim Report 2023.

Table 1: University’s Equality Outcomes (EOs) 2021-2025 prior to and after the revision in 2023. 

	[bookmark: _Hlk189567954]Outcome
	Prior to 2023
	After the revision in 2023

	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.
	
No changes

	2
	[bookmark: _Hlk189125438]Tackle mental health stigma to improve outcomes and experiences for staff and students who have mental ill health.
	
No changes

	3
	[bookmark: _Hlk189125568]Eliminate barriers which may present due to multiple intersectional protected characteristic identities.
	
No changes

	[bookmark: _Hlk189125680]4
(reworded in 2023 to align with the NEOs)
	[bookmark: _Hlk189125606]Create an antiracist university by tackling racial harassment and fully embedding the recommendations of the Equality and Human Rights Commission report “Tackling Racial Harassment: Universities Challenged (2019) and the Universities UK report Tackling Racial Harassment in HE (2020)”
	[bookmark: _Hlk189125693]Create an antiracist university developing and implementing the antiracism strategy.

	5
	[bookmark: _Hlk189125631]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
	No changes

	6
	[bookmark: _Hlk189125651]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
	No changes

	7
(reworded in 2023 to align with the NEOs)
	Reduce the level of discrimination reported in the staff survey from 11% to 5% in 2022
	[bookmark: _Hlk189125719]Create and maintain an inclusive culture which everyone (staff and students) feels a part of, which is safe, respectful, and supportive.

	8
(introduced in 2023 to align with the NEOs)
	n/a
	[bookmark: _Hlk189125738]Embed clear lines of responsibility and accountability for progressing EDI including effective EDI governance structures.

	9
(introduced in 2023 to align with the NEOs)
	n/a
	[bookmark: _Hlk189125760]Increase diversity of representation within University Court and Decision-making committees.
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2.1 STRATEGIC DIRECTION
At the University of Aberdeen, we take pride in our rich tapestry of diversity in our student and staff communities and the perspectives, ideas and cultures this brings, enriching University life and contributing to its success. As a Higher Education Institution operating in a global marketplace, we remain ‘open to all’ - a sentiment expressed by our founder Bishop Elphistone in 1495. Our foundational purpose continues to be our driving force. We are committed to providing excellence in education and research enhancing access and opening doors to students and staff from all backgrounds. 

Our commitment to creating inclusive environments is at the heart of our mission, vision and values. Aberdeen 2040, our ambitious and transformative twenty-year strategic plan, has four key strands (Figure 1), one of which is ‘Inclusive’, positioning this area at the centre of our business, and providing a direct steer to all staff and students that progressing EDI is mission critical and everyone’s responsibility.
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Figure 1: Four themes of Aberdeen 2040

The commitments within Aberdeen 2040 ‘Inclusive’ theme cover the following areas:

· Care for the wellbeing, health and safety of our diverse community
· Encouraging widening access to study
· Securing the highest standards of equality, diversity and inclusion and achieving external accreditations
· Eliminate pay gaps across all protected characteristics
· Create caring environments which are alert to cultural differences

2.2 CURRENT STRUCTURE
The University Equality, Diversity and Inclusion Committee (UEDIC), established in 2019, is one of the Senior Management Team’s executive standing committees, and has responsibility for the strategic direction of EDI activities and to support the University strategic plan Aberdeen 2040. UEDIC includes representation from across the University and protected characteristics, staff, students and Campus Trade Unions (TUs). UEDIC was chaired by the Senior Vice-Principal until 2022 and thereafter by the Vice-Principal Education. The Committee meets 4 times/year and reports to the Senior Management Team (SMT), providing a strategic focus for EDI matters. UEDIC oversees work undertaken by relevant steering and working groups as well as equality networks (Figure 2). 
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Figure 2: Visual representation of our current EDI structure

Current ‘Equality Groups’ reporting to UEDIC include:
· Addressing Gender Based Violence & Sexual Harassment Strategy Group
· British Sign Language (BSL) Working Group
· Gaelic Language Plan Advisory Group
· Gender Equality Steering Group
· Race Equality Strategy Group
· Mental Health & Wellbeing Working Group

Current ‘Equality Networks’ (open to staff and Postgraduate Research students) reporting to UEDIC include:
· Disability Network
· Neurodiversity Network
· Race Equality Network
· Parents and Carers Network
· Women’s Development Network
· LGBTQ+ Network
· Menopause Network
· New Staff Network

In 2021, we appointed 18 EDI Leads (in academic Schools) and 21 Race Equality Champions (both in academic Schools and Professional Services (PS) Directorates) as main contacts for people who wish to informally discuss EDI/ race related matters or need signposting. Both Groups report to the UEDIC. EDI Leads chair School EDI Committees (SEDICs) which were established in each of the 12 academic Schools after recommendations from SMT. 

In 2024, to reduce the gap between academic Schools and PS Directorates, we appointed 3 EDI Leads within Directorates, who also report to UEDIC.

2.3 COMMUNICATION
Over the last 4 years, efforts have been made to ensure effective communication across the different parts of the University on EDI matters. Initiatives include:
· the establishment of a Forum for EDI Leads and Race Equality Champions (RECs) (described in more detail in the Report). The two Forums are chaired by Senior EDI Partners and allow networking, sharing of challenges and good practice. 
· Meetings (two-three times/year) between central EDI team and Equality Networks’ chairs to discuss intersectionality and areas of partnership working
· the creation of Microsoft Teams sites to facilitate flow of information amongst academic Schools and PS Directorates, and between Schools/Directorates and the central EDI team;
· the membership of two EDI Leads on the UEDIC who represent all EDI Leads and ensure that EDI matters/challenges are reported to the Committee where appropriate/relevant. Two RECs sit on the University Race Equality Strategy Group (RESG). All RECs attend RESG on a rotational basis.
· the publication in the Staff News (on a quarterly basis) of an EDI Digest which summarises EDI initiatives across campus. 
· ‘EDI Connect’ events to facilitate networking amongst people working on EDI 
· ‘BeWell Weeks’ (see later in this report) where people from EDI groups and networks are represented.

Open sessions, led by members of the Senior Management Team, have been organised in 2022 and 2024 to inform staff of the progress made towards the commitments under the Inclusive theme of Aberdeen 2040.

SMT also led an open session in February 2024 after the results of the Staff Engagement survey 2024 were shared with all staff (more detail in section 4.6).

Action 1 (outcome 8): We will continue delivering SMT- led open sessions on EDI to keep staff and students informed on the progress made towards the commitments under the Inclusive theme of Aberdeen 2040.

Action 2 (outcome 8): Accountability for progressing EDI will continue to sit within SMT at an Institutional level and within Heads of School and Professional Services Directors at a local level. Representatives from the different parts of the University will continue to be members of central committees.  

2.4 IMPLEMENTATION OF EDI ACTION PLANS
Implementation of EDI Action Plans sits within several groups and individuals across the different parts of the University and is monitored by nominated individuals. In November 2022, a student intern was appointed for six months within the Organisational Development team to conduct a project to support the University in clearly establishing the progress being made against equality actions and the commitments made in Aberdeen 2040. The equality action plans include: 
· Antiracism Strategy Plan
· British Sign Language Plan
· Equal Pay Audit Plan
· Gaelic Language Plan 
· Gender Based Violence and Sexual Harassment Plan
· Gender Pay Gap Plan
· Institutional Athena Swan Plan
· Mental Health and Wellbeing Plan
· Public Sector Equality Duty Plan

The project concluded in 2023 with the development of a smart and accessible system which allows each team to report progress on each action, identify any overlaps with actions sitting in other action plans (avoiding duplication of effort), and identify what actions are lagging/need attention. Summary tables produced through the system allow an effective and regular (at least twice/year) reporting of progress to either UEDIC or SMT. The system has been well-received by its users.

Action 3 (outcome 8): Progress towards each Action Plan will be monitored by the relevant Equality Group. A paper outlining progress made and challenges met in the completion of actions will be received by the University EDI Committee at least twice/year. An annual report on progress will continue to be submitted to SMT.  

2.5 STAFF AND STUDENTS’ PERCEPTION OF EDI AT THE UNIVERSITY
In the 2024 Staff Engagement Survey, we were pleased to see that that the questions directly related to EDI were among those receiving the highest scores in the survey. Overall, respondents reported that (see section 4.6 for more detail):
· the University is committed to equality of opportunity for all its staff 
· they can be themselves at work (this is a benchmarked question, and the result is higher than HE benchmark figure)
· they can speak up (this is a benchmarked question, and the result is higher than HE benchmark figure)
· our campuses and processes create a caring environment that is alert to cultural differences, in alignment with Aberdeen 2040,
Additionally, in the Undergraduate Student Experience Survey run by the University in 2024, we were pleased to note that 89% of respondents felt safe to be themselves at the University.
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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., (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.  
· improved 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.
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[bookmark: _Toc194308298]SECTION 4: Advance Equality of Opportunity between persons who share a relevant protected characteristic and persons who do not share it

This section outlines the work we have done in the following areas:
· British Sign Language Plan (section 4.1)
· Charter Marks (sections 4.2)
· Court Diversity (section 4.3)
· Gaelic Language Plan (section 4.4)
· Mental Health and Wellbeing (section 4.5)
· Staff Survey Results 2024 (section 4.6) 
· University of Sanctuary (section 4.7)
· At – Risk Fellowship Scheme (section 4.8)

[bookmark: _Hlk183682854]4.1 BRITISH SIGN LNGUAGE PLAN
The University implemented its first British Sign Language (BSL) Action Plan 2018-2023 by putting in place measures to make the institution more inclusive for staff and students who use BSL. These include: 

· BSL interpreters being present at graduation ceremonies, Open Days and Offer Holder Days
· BSL taster session and BSL training sessions offered to staff
· Deaf Awareness and Sensory awareness sessions offered to staff by North East Sensory Services (NESS), free of charge
· Quality-assured captions, transcriptions for lectures, note-takers and interpreters being offered by the Disability Team
· Development of a guidance on how to apply for disabled students allowance

However, the shortage of BSL Interpreters in the Northeast of Scotland and difficulties in attracting staff and students who use BSL have posed some challenges. The University has established connections with further and higher education institutions in Aberdeen and across Scotland to continue supporting the sharing of best practice and identify opportunities for shared initiatives in relation to our respective BSL Plans.

Since last Report 2023:

Developed a new BSL Action Plan

· In 2023, the Scottish Government published its British Sign Language (BSL): national plan 2023 to 2029 with the expectations that listed authorities would develop and publish their own BSL Plans within the following six months (by 6 of May 2024). The University, supported by the BSL Steering Group, developed its second BSL Action Plan 2024-2030 which include actions under eight of the ten priority areas detailed within the Government’s Plan. These are:
· Delivering the Action Plan 2024-2030
· BSL accessibility
· Access to employment
· Health and wellbeing
· Celebrating BSL culture
· BSL data
· Transport
· Democratic participation

· For the development of the Plan, the University of Aberdeen in collaboration with Robert Gordon University and North East Scotland College, consulted (through a survey which was published both in English and BSL) with internal and external stakeholders to understand what barriers BSL users face when working or studying in Further and Higher Education.

· The University published its BSL Action Plan 2024-2030 by the deadline of 6 May 2024. The implementation of actions will be the responsibility of individual teams. Success against each of the priority areas will be assessed annually through consultation with staff and students and data analysis. The BSL Working Group will report to the Equality, Diversity and Inclusion Committee biannually.

· To increase awareness of deafness, in 2024 we organised a ‘Deafness awareness training session’ (paragraph 3.18). Moreover, we have recently created and published an accessible list of hearing loops (including model and manufacturer) which are located across the two campuses. The list was promoted through staff and student newsletters. 

Action 27 (outcome 5): We will enhance the accessibility of the University website to ensure that it is inclusive for BSL users (the use of a real-time BSL translator is being explored). 

Action 28 (outcome 5): We will explore whether a basic BSL course can be introduced at the University and which will be open to internal and external stakeholders.

Action 29 (outcome 5): We will create guidance on how to ensure meetings, seminars and lectures are inclusive of people who are hard of hearing, deliver further sessions on Deafness Awareness.

4.2 CHARTER MARKS
4.2.1 Athena Swan

The University continues to progress its long-standing commitment (since 2011) to Advance HE’s Athena Swan Charter to drive understanding of barriers to gender equality and the actions required to address them.

The University was awarded its first institutional Bronze in 2012, which was renewed in 2016 and 2021. We now strive to apply for Silver by 2026. All 12 academic Schools have been awarded an Athena Swan award: 8 at Bronze level and 4 at a Silver level.

In 2023, we reconstituted the University Gender Equality Steering Group (GESG) which is chaired by the first female Head of the School of Engineering and has strategic responsibility for progressing gender equality, contribute to the implementation of the Inclusive theme of Aberdeen 2040 and act as Self-Assessment Team for the University Silver submission. The Group has progressed a number of actions from the 2021-2026 Action Plan (see PSED Interim Report 2023).



Since last Report 2023:

Reviewed the Equality Impact Assessment (EIA)

· The Equality Impact Assessment (EIA) process identifies and mitigates potential equality impacts. Policy owners are required to conduct an EIA on all new policies or when significant revisions are required. The central EDI team reviews and provides feedback on the EIA. In October 2023, the University EDI Committee reviewed the EIA process and agreed that going forward EIAs should be attached to policies as they go through the approval process and final approval is by the committees approving the policy.

Increased awareness of bullying and harassment

· We developed a pilot training session on ‘Bullying, Harassment and how to be an active bystander’ (sessions on this topic are now superseded by the below Expect Respect Toolkit).

Developed the Expect Respect (Dignity at Work and Study) Toolkit

· Expect Respect Toolkit contains policies, procedures and guidance for staff and students dealing with bullying, harassment, discrimination, and victimisation. The Toolkit was launched during the BeWell week (at the end of October 2024) with the tagline ‘Expect Respect’ and it has been promoted widely to groups and committees and presentations have been delivered by HR Partners to School executives.

· Moreover, we reviewed the role description of Dignity Contacts (previously known as Dignity Network) with the commitment to support them with appropriate training.

In the light of the results from 2024 Staff Engagement survey, it will be important to continue with the implementation of the Toolkit and assessing regularly whether this new approach will be effective in addressing unprofessional behaviour at the University. 

Continued supporting attendance to internal and external leadership programmes

· Schools and Directorates have continued to support delegates from their areas to attend leadership programmes such as Advance HE Aurora Leadership Programme for Women and the University ILDP, ILM3 and ILM5.

· We are currently reviewing the University Annual Review Process to make it more streamlined, inclusive and effective. The work is led by a short-life working group chaired by the University Dean for People, Culture and Environment and comprises representatives from the different parts of the institution. The work is due to be completed by end of 2025.

Action 30 (outcome 1): We will apply for an Institutional Athena Swan Silver award.
[bookmark: _Hlk183682826]
4.2.2. Disability Confident Committed

The University is committed to attracting, growing and engaging with talented people from diverse backgrounds. The University is a certified Disability Confident Employer and renewed its Level 1 status in December 2024. 

Since last Report 2023:

Developed guidance on reasonable adjustments

·   This guidance supports both line managers and staff who are seeking reasonable adjustments. The guidance reassures that the University will explore each request for reasonable adjustments fully and on a case-by-case basis. 

·   More information is provided by Human Resources Business Partnering team and from the University’s Occupational Health Service ensuring that appropriate and valuable adjustments are implemented.

Initiated the ‘Reimaging our Campuses’ project

·   This project aims to explore how our University estate could more efficiently, effectively and sustainably evolve over the coming years in line with our Aberdeen 2040 strategy.

·   As a part of this project, a specific working group for ‘Inclusion, Accessibility and Wellbeing’ was established. Staff and students (including School EDI Leads) were provided with the opportunity to join the workstreams. The University EDI Committee provided feedback on the project (in relation to the Inclusion, Accessibility and Wellbeing element). The project will continue across 2025.  

Carried out an initial review of AccessAble

· In 2024, we reviewed our use and knowledge of AccessAble, a toolkit which provides access guides for our buildings and campuses. Training on this Tool was delivered to EDI Leads. Further review is expected to be carried out in 2025/26. Once finalised, feedback on Accessible will be gathered annually through existing surveys.

Enhanced support for timed exams/assessment for disabled students 

· The Support for timed exams/assessments for disabled students has been recently enhanced and promoted through School Inclusion Coordinators and Exams Team to ensure that adjustments are in place for students who need/request them.

Action 31 (outcome 1): We will apply for Disability Confident level 2 by 2027.

4.2.3  Race Equality Charter

The University of Aberdeen has been a member of the Advance HE's Race Equality Charter (REC) since September 2019. By signing up to the Charter, the University agreed to adopt the five guiding Charter principles within its policies, practices, action plans and culture, and to apply for a Bronze accreditation within the following five years (by September 2024). 

The work undertaken in preparation for the Bronze award submission required the establishment of an effective Self-Assessment Team (SAT) (the Race Equality Strategy Group, described in paragraph 3.15), gathering and analysing five years’ quantitative student and staff data; consultation with staff and students through tailored surveys, interviews and focus groups; critical review of policies and practices; benchmarking with HESA data; writing of the application and development of a SMART Antiracism Action Plan (paragraph 3.2). 
Since last Report 2023:

Achieved first Institutional Race Equality Charter Bronze award

· In May 2024 we were delighted to become the third Scottish university to hold a Race Equality Charter Bronze award in recognition of our “robust foundation for eliminating racial inequalities affecting staff and students, 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. We have, since then, been supporting institutions in the UK in the preparation of their Bronze submissions. 

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

4.2.4 Stonewall Workplace Equality Index
We continue to be a member of the Stonewall Diversity Champions programme, reinforcing our commitment to improving the workplace culture for lesbian, gay and bisexual and trans employees, and our recognition that people perform better when they can be themselves.
In 2022, we achieved a Silver Award in recognition of the wide-ranging input across the organisation to make the University a more welcoming and inclusive space for LGBT+ staff and students. However, due to issues with capacity, we couldn’t reapply for an award, although we continue to implement actions from our action plans.

4.3 COURT DIVERSITY
The University has continued to seek to improve the diversity profile of Court, its governing body, since the last report in 2023, consistent with the commitment articulated in the Court Statement of Intent on Diversity. This sets out the Court’s commitment for its own membership to reflect the diverse nature of the University community insofar as is possible and practicable.
Across its membership, the Court’s gender balance on 31 July 2024 was 56% female, 44% male and the Court has continued to achieve gender balance in its appointed independent membership consistent with the objective of the Gender Representation on Public Boards (Scotland) Act 2018. The diversity of the Court’s ethnicity is unchanged with 12% of its membership identifying as Black ethnic origin as of 31 July 2024.
As a result of discussions held at Court regarding the importance of further enhancing its diversity and extending its recruitment activity to promote greater diversity in applications, a number of measures were undertaken during the reporting period in support of recruitment processes, and the review of recruitment materials though an Equality, Diversity and Inclusion lens. New recruitment materials and processes were reviewed in full by the University’s Equality, Diversity & Inclusion Advisor for any unconscious bias or working which may discourage or prevent applications from under-represented groups, and diversity statements were included within person specifications. Furthermore, the range of advertising routes for Court recruitment was also further reviewed and extended to include the listings and online portals of specialist organisations working directly with and advocating for under-represented groups.

The Court has continued to appoint a Governance Apprentice which is intended to help address one of the barriers to improving board diversity, namely the limited pipeline of individuals from underrepresented backgrounds with the required board level experience. It provides the opportunity for one individual to shadow the Court for a year, offering the skills, insights, and networks, that can build a solid foundation for future board roles.
These steps have helped the Court to achieve the progress noted above in terms of gender balance, ethnic diversity and age profile. It is recognised, however, that there remains further progress to be made in enhancing the wider diversity of the Court in terms of the aspirations set out in its Statement of Intent on Diversity. This will therefore remain a priority consideration in the recruitment of new members of Court.

4.3.1 Compliance with the gender representation on public boards (Scotland) Act 2018)

The University Court has a composition of twenty-five. The following figures are based on the membership in office as at the following dates since 2021:

Table 3: Gender profile of Court 2021 to 2024.

	Year
	31 July 2021
	31 July 2022
	31 July 2023
	31 July 2024

	Women
	11
	12
	12
	14

	Men
	12
	13
	11
	11

	% of membership
	44% Female
48% Male
2 vacancies
	48% Female
52% Male
	52% Female
48% Male
2 vacancies
	56% Female
44% Male



4.3.2 Reporting Information Specific to Gender Representation on Public Boards (Scotland) Act

This section reports on the information required by Section 8 of the Gender Representation on Public Boards (Scotland) Act 2018. It covers the period since August 2021 to 31 July 2024.

The Act applies to members who are appointed by the Court but excludes members who are elected or nominated. For the University Court, this translates to being twelve of the thirteen independent members of Court (the Senior Governor who, while independent, is elected and therefore excluded).

As of 31 July 2024, the objective of the legislation has been achieved with seven of the twelve independent members of Court being female. This has been achieved through the steps outlined above. Furthermore, as at the time of writing (February 2025) the Court continues to meet the objective of the legislation.

As required by the Act, the following further information is provided:








Table 4: Gender profile of Independent Members Appointed by Court 2021 to 2024.

	Year
	31 July 2021
	31 July 2022
	31 July 2023
	31 July 2024

	Women
	6
	6
	6
	7

	Men
	5
	6
	6
	5

	% of membership
	50% Female
42% Male
1 Vacancy
	50% Female
50% Male
	50% Female
50% Male
	58% Female
42% Male




Table 5: Recruitment of Independent Members 1 Aug 2022 to 31 July 2024.

	Number of Vacancies
	Number of Recruitment Processes Undertaken
	Number of Applications
	% of Applications from Women
	Number of Appointments Made 
	Number of Appointments Female

	2023 (3 vacancies)
	1
	50*
	16%**
	3
	2

	2024 (4 vacancies)
	1
	44
	41%
	3
	2


 	* 44% of applicants chose not to return a diversity monitoring form
** Percentage of only 28 applicants who returned a diversity monitoring form

        	     Table 6: Court composition by ethnicity.

	ETHNICITY 
	PERCENTAGE

	White British
	40%

	White Scottish
	20%

	Other White Background
	8%

	Black or Black British - Caribbean
	4%

	Black or Black British - African
	8%

	Other Black Background
	0%

	Other Mixed Background
	4%

	Not known
	8%

	Prefer not to disclose
	8%



Action 32 (outcome 9): We will continue to monitor and take proactive steps to ensure racial and gender diversity of our University and local decision-making committees

4.4 GAELIC LANGUAGE PLAN
The Gaelic Language (Scotland) Act 2005 secures the status of Gaelic as an official language of Scotland, recognising it as the same status as the English language. Under the Act, the University has a statutory duty to support the Gaelic language and its endurance in Scotland. 

In 2019, the Gaelic Language Advisory Group (which comprises members from across the University and reports to EDIC) developed a Gaelic Language Plan 2019-2024 which set out how the University planned to:
· raise awareness of Gaelic
· increase the number of Gaelic speakers  
· embed Gaelic in the University’s activities. 

The Group reports annually on the University’s progress to Bòrd na Gàidhlig, the public body in Scotland responsible for promoting Gaelic development. 

In 2022, the University successfully secured funding from the Gaelic Language Plan Implementation Fund (GLAIF) to appoint a Gaelic Language Development Officer to implement the University Gaelic language Action Plan 2019-2024.

Since the development of the Plan 2019-2024, the following have been progressed:

· Established Gaelic staff network for staff who are Gaelic speakers or learners or have an interest in the Gaelic language and culture. The network is part of the University’s BeWell Network.

· Delivered a career event for University Gaelic students with speakers from Gaelic media, the arts and education. The feedback from students, pupils, parents and speakers was very positive (95% found the event useful, 60% would now consider a job in Gaelic, 95% thought the event was a good opportunity to use their Gaelic, 100% would like to have more events like this).

· Successful four-week pilot ‘Ith ‘s Ionnsaich’ lunchtime Gaelic sessions for staff at the University Office with plans to roll out a mixture of Gaelic awareness sessions for the University’s academic Schools and regular Gaelic language lunchtime sessions for interested staff.

· Successful four-week pilot of Gaelic awareness sessions for teaching and support staff at Hazelhead Academy in Aberdeen. The Aberdeen Fèis was hosted by the University in the MacRobert building in April 2023.

· Established an informal Gaelic book lending library for staff and students with donation from the Gaelic Book Council. 

· Established weekly ‘Cearcall Còmhraidh’ (Gaelic conversation circle) for staff and students, learners and native speakers.

· Continuing to establish close relationships with Gaelic organisations in Aberdeen and Aberdeenshire; Fèis Obar Dheathain, Club Gàidhlig Obar Dheathain, Còisir Ghàidhlig Obar Dheathain, GME Unit at Gilcomston and Gaelic pupils and staff at Hazelhead Academy.

· Creating regular bi-lingual posts about Gaelic news and events for Staffnet and the University’s social media channels. 

· Participated in ‘Seachdain na Gàidhlig’ (World Gaelic Week) with a week-long programme of Gaelic themed talks, workshops and events.

Since last Report 2023

Developed a new Gaelic Language Action Plan

· In 2024, the University commenced development of its third Gaelic Language Plan under the guidance of Bòrd na Gàidhlig in line with the priorities of the National Gaelic Language Plan and this will be launched later in 2025. The new GLP builds on the previous iteration, is ambitious but pragmatic and aligns with the University’s Strategic Plan, Aberdeen 2040. The strategic priorities, agreed with Bòrd na Gàidhlig, focus on teaching, research and community outreach. Key themes of the Plan include: -
· increasing awareness training for staff and students
· welcoming local Gaelic organisations on to campus and thus increasing opportunities for staff and students to engage with the language; 
· increasing visibility of Gaelic through bi-lingual communications 
· participation in ‘Seachdain na Gàidhlig’ (World Gaelic week). 

· The Plan has been developed and shaped with input from a range of internal and external stakeholders.  Consultation included an online survey (71 responses) and two events for the public and staff/students. The consultation document was shared with local Gaelic organisations, the regional public authorities, other Scottish universities and to the public through the University’s social media channels. The implementation of the Plan will be monitored by the Gaelic Language Plan Advisory Group with annual progress reports being provided to Bòrd na Gàidhlig.

Action 33 (outcome 3): We will implement the University Gaelic Action Plan. Progress will be monitored regularly by the Gaelic Working Group and annually by the University Equality, Diversity and Inclusion Committee.

4.5 MENTAL HEALTH AND WELLBEING
The University is committed to creating an environment that is conducive to enhancing and supporting the health, safety and wellbeing of staff and students. Promoting good mental health and wellbeing is one of the five commitments of the ‘Inclusive’ theme in the University’s strategic plan, Aberdeen 2040. 

[bookmark: _Hlk183521789]In September 2021, a Mental Health and Wellbeing Policy for staff and students was approved. The Policy details the University’s commitment to care for the wellbeing, health and safety of its diverse community, supporting and developing people to achieve their full potential. The Policy underpins the University’s Wellbeing Strategy and details how the University will support staff and students to maintain good mental health and wellbeing. It also sets standards and responsibilities for the management of mental health and wellbeing for all staff and students. 

Since last Report 2023:

Reviewed the Mental Health First Aid Network (MHFA)

· A new support framework was also put in place including the introduction of a monthly skills booster, a monthly mental health digest and a programme of external speakers.

Created a one stop shop for training and development opportunities to wellbeing and mental health

· The new webpages provide an overview of all in person sessions, e-learning and workshops, with easy one-click direct access to booking. The webpages are regularly reviewed. and new sessions and opportunities added when they become available. 



Delivered a series of in-house wellbeing workshops to line managers and teams

· Over 400 members of staff have participated. This has been complimented by a Wellbeing roadshow which, over the course of 3 months, visited over 18 sites across the University campus providing an opportunity for staff to learn more about the support and the resources accessible to them.

Created the Arrivals and Wellbeing Hub

· The Hub, which was added to the ‘Welcome week’ sessions in both September and January students’ intake, provides a central location for students to meet staff and students and find out information about support services available to them. External services such as the Dental Services, Old Aberdeen Medical practice, Bank of Scotland and First Bus were onsite to assist students to register to relevant services. Students have been also encouraged to sign up to the two University apps Student Helpline and Safe Zone. Feedback gathered on this initiative is positive. 

Organised BeWell and Inclusion week events across all campuses 

· In 2023 we introduced the “Wear it Green Day” which saw >200 members of our staff community engaging in mental health related activities in their area. The initiative was repeated in 2024 with a great participation.

Developed a new Stress Management webpage for staff 

· The webpage highlights institutional and individual responsibility in managing stress in the workplace and outlines helpful resources and a variety of practical tools including a stress risk assessment. The Health and safety team have recently delivered a workshop on ‘Stress Management’.  The Staff Engagement survey provided insights into staff experiences of stress and these initiatives will form the basis of a response to this.

Launched the Suicide Safer Strategy

· The Strategy aims to raise awareness of suicide and prevent it. A session on ‘Introduction to Suicide Prevention’ was delivered by SAMH in 2024. 40 members of staff from across the University and Student Union attended the session.

In the 2024 Staff Engagement Survey, we were pleased to see that most respondents reported to feel physically safe in their working environment on campus and have a good life-work balance. 
Action 34 (outcome 2): We will continue increasing awareness of staff and students of the available support and good practice for mental health and wellbeing. 
Action 35 (outcome 2): We will create, in Schools and Directorates, local wellbeing action plans recognising that one size fits all approach may present challenges. The local action plans will be rolled out in line with the annual planning cycle.
Action 36 (outcome 2): We will continue rolling out Staff Wellbeing workshops to promote new and existing wellbeing and support resources, initiatives, opportunities and resources available to our students.
Action 37 (outcome 2): We will run monthly Student Support Roadshows to promote existing and new wellbeing and support services, events, and opportunities for students.
Action 38 (outcome 2): We will create Healthpoints across campus, to provide staff and students with free information on healthcare and other relevant services.
Action 39 (outcome 2): We will develop a wellbeing training framework to help staff and students to access the information they need to support individual and others wellbeing.
Action 40 (outcome 2): We will evaluate the impact of the 2021-2025 Mental Health and Wellbeing Strategy with a view to formulating the Strategy and Action Plan for 2025-2030.

[bookmark: _Hlk193791824]4.6 UNIVERSITY STAFF ENGAGEMENT SURVEY 2024 
4.6.1 Background
In November 2024, the University carried out (through an external provider) its biennial online Staff Engagement survey (results can be found in this link) which provides an opportunity for employees to feedback on their experiences of working at the University and highlight issues they feel should be addressed in the future. Staff were invited to provide quantitative feedback as well as text comments. 3325 staff were invited to fill in the survey and 1818 responded. The response rate was 55% which is an increase from 51% in 2022. The response rate for substantive staff was 64%, an increase from 59% in 2022.
4.6.2 Summary of the results related to Equality, Diversity and Inclusion
Eleven questions in the surveys related directly to EDI and can be seen in Table 7. 
Table 7: Staff Engagement survey 2024-EDI questions and score
	Number of respondents
	1818

	Question
	Overall 2024

	Our campuses create a caring environment that is alert to cultural differences (Aberdeen 20240 - Commitment 15)
	64

	Our processes create a caring environment that is alert to cultural differences (Aberdeen 20240-Commitment 15)
	64

	Have you been bullied or harassed at work in the last 12 months? (Yes)
	11

	Have you felt discriminated against at work in the last 12 months? (Yes)
	10

	If I had to make a complaint or report an issue which had arisen at work, I would know how to do this
	76

	If I had to make a complaint or report an issue which had arisen at work, it would be taken seriously
	67

	I believe the University is committed to equality of opportunity for all its staff
	71

	I can be myself at work
	78

	It is safe to speak up
	69


Note: The scoring mechanism in the 2024 survey changed from a 4-point Likert agreement scale (Agree/Tend to Agree/Tend to Disagree/Disagree) to a 5-point scale which included a neutral option, so comparison between the two surveys can only be down for questions which required a yes/no answer. ‘Score’ takes into account the positive, neutral and negative score distribution and it is calculated by assigning 100 to respondents who selected ‘Agree to a question, 75 to those who ‘Tend to disagree’, 50 to respondents who ‘Neither Agree nor Disagree’, 25 to those who ‘Tend to Disagree’ and 0 to those who ‘Disagree’ and dividing the total figure by the number of respondents.

Overall, respondents reported that:
· the University is committed to equality of opportunity for all its staff (71) 
· they can be themselves at work (78) (this is a benchmarked question and the result is higher than HE benchmark figure)
· they can speak up (69) (this is a benchmarked question and the result is higher than HE benchmark figure)
· they know how to report an issue or complaint (76)
· they are confident the disclosure will be taken seriously (67)
· our campuses and processes create a caring environment that is alert to cultural differences, in alignment with Aberdeen 2040 (64).
It is pleasing to see these results, placing EDI as one of the top positive areas in the survey.  It can be difficult to relate activities directly to survey results, however, there has been a continued focus on awareness-raising and communication, with events and sessions continuing despite a challenging financial climate.

The survey asked colleagues if they had personally experienced bullying and harassment; it can be noted however, that the question was changed between 2022 and 2024 to support more effective benchmarking across the sector. In the 2022 survey, 3% of respondents reported they were currently being bullied or harassed at work; in the 2024 survey, 11% reported they had been bullied or harassed at work in the last 12 months. Most respondents reported that bullying and harassment occurred because of a work-related issue, workplace culture and lack of support from management. 10% of respondents felt they had been discriminated against and that this was mainly due to their ‘status within the University’ (18%) or ‘gender ‘(14%). 

Any report of bullying, harassment and discrimination is of concern to the University, and we are committed to addressing this with appropriate actions. In October 2024, the University launched its Dignity at Work and Study Toolkit (Expect Respect) which contains policies, procedures and guidance for staff and students experiencing bullying, harassment, discrimination, and victimisation. Presentations are currently being delivered by HR Partners to School executives and other relevant groups (including EDI leads) to increase awareness of the Toolkit and ensure its implementation. We recently reviewed the role description of Dignity Contacts (previously known as Dignity Network) with the commitment to support them with appropriate training. The impact of these initiatives will be monitored and the next Staff Survey will support understanding of their effectiveness. It will also be important to look at the results of the EDI questions by protected characteristics to assess the existence of any disparities between marginalised groups.

We recognise that staff experiences of inclusion and belonging can impact a range of areas. It can be noted that we will review areas of the survey which yielded less positive results to ascertain if EDI issues require to be addressed. The EDI team will continue to work closely with the Wellbeing Team to address issues highlighted.     

Workload was also raised as an issue in the 2022 staff survey, demonstrating that this is a persistent challenge. The Financial Recovery Group will consider these results in more detail with the view to addressing this area. An Automation Task Force has recently been formed to enhance our processes through automation solutions, to streamline operations, and improve efficiency. Heads of School and Professional Services Directorates are developing Wellbeing Action Plans (with support from the Wellbeing Team) with a strong focus on changing ways of working to address workload pressures.

4.6.3 Dissemination of the results and action planning
The results of the survey were shared with all staff in February 2025 and SMT held an open session to provide further information and context and to support discussion on the results. Open sessions have been held in each School and Directorate with the view to developing local wellbeing action plans to address areas which require improvement. 
The results of the survey will be shared with relevant groups and committees. These include the University EDI committee which will have a detailed discussion on the results of the survey (with a focus on the 11 EDI questions split by protected characteristics), the Gender Equality Steering Group and the Race Equality Strategy Group, to ensure that the areas of strong performance are maintained and strengthened further, and issues which have been identified are addressed with appropriate actions. 
Once actions have been discussed by the relevant committees, these will feed into an institutional action plan. EDI Action Plans will be reviewed to incorporate the new actions and ensure their implementation, which will be monitored by central EDI team.

4.7 UNIVERSITY OF SANCTUARY
In April 2022, the University applied to the City of Sanctuary Charter for University of Sanctuary status. The application was well received but its progress is paused due to a change in roles and responsibilities at the University and resulting capacity issues and will be reinstated. However, in the meantime a community of practice has been created where best practice can be discussed and to enhance communication and engagement with this work with staff and students across the University.
 
The University continues to support staff and students impacted by the Russian invasion of Ukraine and has implemented measures to support scholars and students from Ukraine and the wider region impacted by the war.

In alignment with the inclusive commitment of Aberdeen 2040 and our commitment to becoming a University of Sanctuary, in 2022 the University launched its At-Risk & Displaced Persons Scheme which helps students and scholars caught up in conflicts across the world. The Scheme comprises 5 pillars (see below).

Since last Report 2023:

Awarded a number of fellowships

The number of fellowships under each pillar is shown into brackets:
· At-Risk (Postgraduate Student) Fellowship Scheme (1 student started in Oct 23)
· Council for At-Risk Academics (CARA) Staff Fellowship Scheme (zero)
· Undergraduate Scholarship for At-Risk & Displaced Students (1 student started in Sep 22)
· The George and Lilian Adam Smith Scholarship for Postgraduate Taught Students (3 students started in Sep 22, Sep 23, and Sep 24)
· [bookmark: _Hlk183440091][bookmark: _FOSTER_GOOD_RELATIONS]Student Hardship Fund for At-Risk & Displaced (524 awards in 2023/24)



[bookmark: _SECTION_5:_Foster][bookmark: _Toc194308299]SECTION 5: Foster good relations between persons who share a relevant protected characteristic and persons who do not share it

This section outlines the work we have done in the following areas:
· EDI Events and Engagement Group (section 5.1)
· Celebration of EDI at core dates (sections 5.2)
· Project SEARCH (section 5.3)
· Race Equality Champions (section 5.4) 
· School EDI Leads (section 5.5)
· Staff Equality Networks (section 5.6)
· Supporting Students who Identify with Equality Characteristics (section 5.7
· The Umbrella Project (section 5.8)
· Young Academy of Scotland Charter for Responsible Debate (5.9)

5.1 EDI EVENTS AND ENGAGEMENT GROUP
In 2021, an EDI Events and Engagement Group, reporting to the University EDI Committee, was established, comprising staff and student equality networks and forums as well as colleagues from Human Resources, Events, Student Experience, Stakeholder Engagement and Communications. 

The Group secured funding to plan and delivered a series of events and engagement initiatives across the year, taking the University’s Diversity Calendar into account. The Group also lunched the campaign ‘ABDN Celebrates You 365’ which was developed, in alignment with Aberdeen 2040, to continue the University’s approach to promoting inclusion and celebrating diversity across the year, not only during associated awareness raising campaigns. 

In 2024, we reviewed our approach to EDI engagement/events, dismantled the EDI Events and Engagement Group and introduced a more sustainable and collaborative approach between Equality Networks, Students’ Union, and staff and students. Short-life working groups (comprising representatives from the different areas of the institution) have been established to work on EDI events at core dates and to increase engagement with EDI activities. This approach has worked well so far and will continue in the future.

5.2 CELEBRATION OF EDI AT CORE DATES
5.2.1 Black History Month

We have been celebrating Black History Month since 2021. Information about the University events organised for BHM 2021 and 2022 can be found in our PSED Interim Report 2023.

The 2023 theme was ‘Celebrate, Educate, Inspire’ an enriching journey of self-reflection, learning, and community cohesion. Events, available on a dedicated webpage, were organised by staff and students and included a movie screening followed up by a panel discussion, a workshop on ‘When you look at me, what do you see’, a talk on the lived experiences between British and African contexts, talks about ‘Race on 21st century’ and decolonising the curriculum.

The 2024 theme was ‘Reclaiming Narratives’ which encouraged everyone to take ownership of their stories, ensuring that voices are heard, experiences acknowledged, and contributions recognised. A programme of events was created in partnership between staff and students and were available via a dedicated webpage. Events included an African drumming workshop, a PGR CommuniTea addressing the inequalities experienced by underrepresented groups, the screening of a movie, a roundtable discussion on FinTech and Digital Markets in Africa and an African-Caribbean Society Black careers Day. 

Events were promoted internally through a standalone communication, groups and networks’ Teams sites as well as to our local partners through their representatives on the Antiracism Roundtable.

5.2 .2 Disability History Month

Every year, we celebrate Disability History Month (DHM) with a series of events which are open to all (info regarding past events can be found in our PSED Interim Report 2023)

In 2024, to mark the Disability History Month, the Staff Disability Network and the Neurodiversity Network, have jointly organised a series of online conversations to explore different aspects of 2024 theme ‘Disability, Livelihood and Employment’. The one-hour sessions took place over Teams. Sessions were as follows:
· DHM 24: Working, Supporting and communicating with disabled individuals 
· DHM 24: Debating the Medical vs Social model of disability 
· DHM 24: How to access IT hardware/software for study/work 

5.2.3 Global Accessibility Awareness Day

As part of the University’s commitment to an inclusive and accessible education for all, we celebrate Global Accessibility Awareness Day (GAAD) which is an opportunity to talk about inclusion and accessibility, raise awareness of the positive impact of accessible course content and to improve overall digital accessibility at the University.

For GAAD 2022, the Assistive Technology Team held an event open to all staff and students which included an introduction to Assistive Technology, a demonstration of solutions to help with focus and visual stress, and an introduction to mind mapping to help explore ideas and organisation. This 90-minute meeting also included a question-and-answer session.

For GAAD 2023, we took part in Blackboard’s Fix Your Content competition and made 543 accessibility improvements on MyAberdeen. The University came 3rd in Europe and 28th overall. We also organised a workshop on ‘Accessibility’ and an Expert Panel on ‘Improving accessibility & strategies for overcoming common challenges’.

To celebrate Global Accessibility Awareness Day (GAAD) 2024, a member of the Research and Innovation team has pledged to make the team’s general guidance and ethical guidance documents and templates on the web fully accessible over the coming months. They will be working with colleagues from the eLearning team in the Centre for Academic Development to achieve this before GAAD 2025.

5.2.4 International Women’s Day

Every year, we celebrate International Women’s Day (IWD) to mark the impact that women have made culturally, socially and economically on a local, national and international level. The celebration also presents an opportunity to highlight the ongoing challenges that women face in the workplace and in wider society.

Programming of events links directly with the Aberdeen 2040 Inclusive strategic theme and closely aligns with the interdisciplinary challenge of Social Inclusion and Cultural Diversity. Following these themes allowed the Events team to curate programmes that would discuss how to challenge bias, broaden perceptions and the shared responsibility to create a gender equal world. Events organised in 2021 and 2022 were reported in our PSED Interim Report 2023.

The 2023 theme was ‘EmbraceEquity’ to celebrate women’s achievements, raise awareness about discrimination and take action to drive gender. Events included an online event with three fantastic speakers Rosalind Main, Ceewhy Ochoga and Professor Devi Sridhar who delivered inspiring talks. We also shared a recording of the insightful talk by TEDx Aberdeen speaker Lyly Fong. Other events included two talks by two women’s rights activists who supported the women liberation movement in Aberdeen for many years; two books lunch and the celebration of the 5th anniversary of the Centre for Women’s Health Research.

The 2024 theme was ‘InspireInclusion’, a campaign to collectively forge a more inclusive world for women. Events included talks from leading female researchers at the University Professor Eleonora Belfiore, Dr Varuni Wilmalasiri, Professor Ekaterina Pavloskaia, Dr Nour Halabi, Professor Mirela Delibegovic, Caroline Laurenson, Dr Lucky Saraswat and Hossa Skandary-Macpherson) who are breaking boundaries and making a difference in their own fields and beyond. These speakers discussed their career journeys and challenges and how they address equality, inclusion and diversity within the research environment and culture.

5.2.5 LGBTQ+ Pride Month 

Building on our foundational purpose to be open to all and dedicated to the pursuit of truth in the service of others and in alignment with Aberdeen 2040 strategy ‘Inclusive commitments’, the University has continued to be proud to host events and activities in support of Pride and in celebration of the diversity of its community. The University theme of Pride 2024 was ‘Intersectionality’. 

In 2024, the celebrations kicked off with a creative session ‘Paint your Pride’. Staff and students joined DJ Inner Saboteur (who identifies as queer) and the Students’ Union for banner painting and a bracelet making session. 

On Saturday 25 May 2024, members of the University community attended Grampian Pride 2024 to show their support and allyship to the LGBTQ+ community.

Between May and June, the University hosted three talks, which were organised by internal academic staff:

· Queer Theology Open Forum (28 May 2024) which focussed on queer theory and theology as well as on exploring queerness in faith context;
· Queer Classics (7 June 2024) which focussed on exploring the queer classics in literature and their reception.
· What can we learn about the LGBTQ+ Community through history and culture? This talk was hosted by Emily Garside and focussed on queer history and culture as a way of promoting knowledge, inclusivity and kindness.

In June 2024, training was provided by Marion McLaughlin from Aurora Autistic Consulting around intersectionality on being neurodivergent and queer, aiming to mythbust common misconceptions. 

The Pride Picnic at King’s Pitches was organised by the Wellbeing Team and the LGBTQ+ Network to provide staff and students with an opportunity to celebrate with others, play games and enjoy good company.

Book displays and signposting to university and local support services could be seen on the ground floor in Old Aberdeen Library (a branch of Aberdeen City Libraries), the second floor of the University Sir Duncan Rice Library, at Taylor Law Library and the Medical Library at the University Foresherhill Campus. A reading list was also created.

5.2.6 Neurodiversity Celebration Week

The University has continued to host events during Neurodiversity Celebration weeks. Events hosted in past years are reported in our PSED Interim Report 2023. 

In 2024, the following were organised/progressed:

· Autism Talk by Alastair Meek: a talk about why we don’t really know what autism is, and give advice on how to understand it.

· Foresterhill Pop-up with the Wellbeing Team providing staff and students with an opportunity to discover support available, provide feedback and burst some myths around Neurodiversity.

· Created a video with members of our neurodivergent community talking about common myths associated with neurodiversity, and what the facts really are.

· Through a dedicated webpage the University also promoted a series of online events. 

The webpage also provides useful information about the support that is available at the University for neurodivergent staff and students as well as about the University of Aberdeen Neurodivergent Equality Policy.

5.2.7 Transgender Awareness Week

As part of Transgender Awareness Week in 2021/22, we shared a video message from the Principal and Vice Chancellor, Professor George Boyne in support of the University’s transgender community The video can be found here: Transgender Awareness Week: A Message from Principal George Boyne - YouTube 

The Experience, Engagement and Wellbeing team promoted the Trans Students’ Forum and its events such as Vigil on Trans Day of Remembrance. 

In 2021, as part of the University’s Disability History Month and Transgender Awareness Week Celebrations, student and Disabled Students’ Forum Liaison Officer, Rian Hiney discussed his experience as a disabled, bisexual, trans man. The video was shared with the University community and can be found here: Disability History Month: A Conversation with Student, Rian Hiney | Blog | Students | The University of Aberdeen (abdn.ac.uk)

5.3 DFN PROJECT SEARCH
Project SEARCH is a transition to work programme committed to transforming the lives of young people. It provides real-life work experience, combined with training in employability and independent-living skills, to young people with learning disabilities and/or autism who want to go on to find paid employment. 

Project SEARCH University of Aberdeen offers a one-year Internship programme to twelve young people aged 16-24 every year who are supported to undertake 3 work placements within the University and study towards City & Guilds qualifications. Upon graduation, Interns receive support to enter paid employment.

Graduates from the University’s scheme are employed in a variety of roles in organisations across the North East of Scotland, including Audio Visual Technician, Waste Operative, Customer Retail Assistant, Domestic Assistant, Data Processing Assistant and Catering Assistant.  A video following an Intern's journey to employment as Audio Visual Technician with the University's Media Services team is online at - Cameron's AV Story.

The programme was recognised in September 2023 by DFN Project SEARCH UK for successfully supporting young people into employment for 10 years.  

5.4 RACE EQUALITY CHAMPIONS
In 2021, the University appointed Race Equality Champions across its Schools and Directorates to play a critical role in supporting the implementation of the University’s Antiracism Strategy 2022-2025 and the inclusive commitments of Aberdeen 2040. 

The remit of the REC is as follows:
· Act as a point of contact for staff and students on race equality matters in the School or Directorate
· Always maintain confidentiality unless in exceptional circumstances and/or where a breach of confidentiality is agreed
· Signpost staff and students to appropriate internal or external information and support 
· Promote University race equality developments and initiatives within the School or Directorate
· Liaise with the Head of School/Director and other managers about the implementation of good practice in race equality and participate in School committees on equality, diversity and inclusion
· Build expertise on race equality and contribute to awareness-raising and capacity building activities
· In due course support the local implementation of the University’s commitments under the Race Equality Charter 
· Interact with the staff and student Race Equality Networks where appropriate
· Maintain current knowledge of support services, processes and structures
· One Race Equality Champion, on a rotational basis, will be a member of the Race Equality Strategy Group to elevate the work of the Champions and feed in key trends and discussions.

The RECs meet quarterly in a Forum which is chaired by University Senior EDI Partner. At each meeting, actions from the Antiracism Strategy Action Plan 2024-2029 are discussed and progressed (examples include the Decolonising the Curriculum project; actions to close the University Ethnicity Degree Awarding Gap; ways to promote policies and processes in each area of the University; enhancing the reporting channels for race-related incidents, etc.).

Two RECs are members of the University Race Equality Strategy Group (RESG); all the other RECs attend RESG on a rotational basis to contribute to the discussion and allow information to flow between RESG and all parts of the University.

Since last Report 2023:

Received guidance on how to handle a disclosure of a racist incident

· Guidance and support for the RECs is provided by central EDI Team. In 2024, a handbook on ‘How to deal with the disclosure of a racist incident’ was developed to support the role of the RECs and School EDI Leads. The guidance was recently promoted to all staff through E-zine and included in the Handbook for Personal Tutors.

RECs were invited to attend a session on Inclusive Management 

· In November 2024, RECs, EDI Leads and members of School EDI Committees were invited to attend a session on ‘Inclusive Management’ run by University Senior EDI Partner. The session aimed to enhance participants’ knowledge and understanding of EDI, discuss what inclusive management is and why it is important; and how to enhance inclusion and lead EDI by example. The session was well-received.

RECs will be formally consulted throughout 2024/2025 for the development of the University Antiracism Strategy 2025-2030.

5.5 EDI LEADS
The University’s academic Schools have been addressing EDI issues through the appointment of eighteen School EDI Leads, two of which sit on the University Equality, Diversity and Inclusion Committee (EDIC). 

The Leads chair School EDI Committees and report to the School Executives and Heads of School ensuring:
· strategic oversight of all School EDI matters
· implementation of institutional EDI-related policies within the School
· the preparation of Athena Swan submissions and implementation of related action plans.

The School EDI Leads meet quarterly in a Forum chaired by University Senior EDI Partner to discuss challenges in their areas and share good practice.

Since last Report 2023:

EDI Leads were invited to attend a session on Inclusive Management

· As stated in the previous paragraph, in November 2024, RECs, EDI Leads and members of School EDI Committees were invited to attend a session on ‘Inclusive Management’ (see paragraph above). 

Appointed three EDI Leads in Directorates

· In 2024, to address feedback and provide specific, similar support for Professional Services (PS) Directorates, we appointed 3 EDI Leads (existing staff who wish to support EDI) within PS Directorates.  This is an exciting development, and the new Leads are currently undertaking training and induction, with their roles commencing in March 2025.

5.6 STAFF EQUALITY NETWORKS
The University’s Staff Equality Networks have continued to play a central role in the development of EDI policies, practices and initiatives. The chairs of the Networks are members of the Equality Diversity and Inclusion Committee (EDIC) and/or the Race Equality Strategy Group (RESG), positioning them at the heart of EDI decision-making. 

The contribution of the Networks continues to be invaluable, with the chairs engaging proactively in decision-making and offering safe spaces for colleagues to share experiences and/or discuss how the University can continue to support EDI. 

In 2021, we assessed the effectiveness of the Networks through a student internship project. A survey was sent to all members of the Networks and interviews were carried out with the chairs. 72 members (out of a total of 462, 23%) responded to the survey. The results showed that most respondents (between 61% and 71%) were satisfied with the Networks, the way they were organised and run, the level of communication, the type of support provided and the frequency of meetings. Overall, 67% of respondents felt that being part of the networks improved their experience as an employee at the University and their sense of belonging in the university. 73% strongly/agree that the Networks progress equality, diversity and inclusion at the University. 

Respondents, however, suggested to improve the visibility of the networks, promote their events through their webpages or other forms of communications, provide the profile of the chairs of the networks as ‘role models’, organise cross-networks events. The results of the survey were shared with the chairs and actions have been implemented since then. 

Since the last Report 2023:

Created a new Equality Networks’ webpage

· We have created a clear and accessible webpage where all information regarding the Networks can be found; the profile of the chairs has been added.

Increased the visibility of the Equality Networks

· Events organised by the Equality Networks are widely promoted through Newsletter, Teams sites and E-zines. Networks are also promoted at main University events involving staff and students.

Established three new Networks

· Following feedback received by staff and students, between 2023 and 2024 we established the Menopause Network and the Neurodiversity Network strengthening the voice of people experiencing challenges due to menopause or in relation to neurodivergence. As with all the other Networks, these two Networks contribute to the development of University good practice aimed at increasing the inclusivity of what we do. Moreover, recently, we also established the Gaelic Network providing Gaelic speakers an opportunity to connect.

The chairs of the Equality Networks meet quarterly in a Forum chaired by University Senior EDI Partners to discuss challenges and areas of partnership working. Each Network used to receive a small budget each year to be spent towards their activities or for cross-Networks activities. Recent financial challenges, however, have paused this with the commitment to reinstate the fund in the future.   Requests for funding for activities are considered on a case-by-case basis. 

Action 41 (outcome 3): We will continue assessing the effectiveness of the Equality Networks in helping the University identify and overcome the barriers faced by their members while they work or study with us.   Identify areas of improvement by repeating the survey and interviewing the chairs of the Networks. 

5.6.1 Staff Disability Network

The Staff Disability Network meets online and in person. Several social picnics have been held in the Cruickshank Botanic Gardens during the warmer months.

Valuable feedback has been provided on policies and guidance including the Neurodiversity Equality Policy and the development of A Guide to Reasonable Adjustments for Staff with Disabilities and their Line Manager.

The Network has been consulted on campus estates developments and has considered and reviewed plans for the Johnston Business School, the Kings Quarter Project and the University’s flagship Science Teaching Hub, and more recently (2023/24) on reimaging our campuses project.

During the 2024 Disability Awareness Month, the Disability Network and the neurodiversity Network organised three inspiring talks, open to all:

1. Working, Supporting and communicating with disabled individuals
2. Debating the Medical vs Social model of disability
3. How to access IT hardware/software for study/work

5.6.2 Neurodiversity Network

The Neurodiversity Network for staff and students was established in 2024 and is open to all (currently it includes approx. 90members).

The Network aims to increase understanding and acceptance of neurodivergence; create a safe space where experiences and challenges can be shared; reduce stigma, challenge myths and stereotypes; collate and share information. 

The following events have been organised by the Network in 2024:
· PhD-ing while Neurodivergent: a neurodivergent Sociologist from Durham University shared the struggles and successes of conducting and completing a PhD while neurodivergent
· Navigating Neurodivergence: Experiences of Neurodivergent Women in Academia (co-organised with the Women’s Development Network)
· Neurodiversity Natter: a networking event to get to know staff and students and chat about Neurodiversity.



5.6.3 LGBTQ+ Staff and Postgraduate Network

The LGBT+ Network Group supports staff and Postgraduate students who identify as Lesbian, Gay, Bisexual, Transgender or any other sexual orientation/gender identity. This support is through advocacy, one-to-one support and events and campaigns.

In-person social events and monthly online meetings used to occur regularly to enable maximum engagement, support hybrid working and increase opportunities for engagement. Past events were reported in our PSED Interim Report 2023.

Recently, both chairs of the Network left the University and were replaced by new chairs, who are continuing to review the direction of the Network.

5.6.4  Staff Menopause Network

In 2023, after the launch of the University Menopause Policy for staff and students, we established the Menopause Network which aims to raise awareness of the potential impact of menopause at work and provide a support mechanism for staff who are experiencing the menopause. 

The Network currently includes 88 members. In 2024, the following events were organised:
· The chair of the Network has hosted and delivered presentations internally (e.g. at Directorate and School forums, to the Mental Health First Aiders Network, open sessions for male staff and lunchtime sessions for Network members) and externally e.g. to Grampian Women’s Aid

· The chair is a member of the University Equality, Diversity and Inclusion Committee, positioning them at the heart of decision-making in this area

· Network members have benefitted from coaching on physical activities such as Pilates and chair yoga

· Colleagues have shared personal experiences of supporting colleagues and family experiencing menopause and this includes a video presented by Debbie Dyker, a Senior Management Team member sharing her personal experiences and a colleague from the Health and Safety Team describing experiences of managing colleagues who have discussed menopause symptoms

· External speakers addressed the Network and the wider staff body, for example, Dr Emily Parfitt from the private ROC Clinic provided a presentation and answered questions on World Menopause Day

· Specific events have been held for students e.g. an in-person event Is my mum going mad? designed to educate and raise awareness, and this included two students sharing their experiences of menopause-related research being conducted within the School of Psychology

5.6.5 Parents and Carers Network

[bookmark: _Hlk182915307]All parents, parents-to-be, and carers among staff and students are welcome to join the Parents and Carers Network. The Network provides a confidential, supportive and informal setting where parenting stories, doubts, and tips can be shared and support is shared and signposted. 

Topics such as flexible working arrangements, self-care, returning to work, and work-life balance have been explored by the Network. 

Members of the Network liaise through Facebook. Feedback on University Policies and Processes is regularly provided to UEDIC through the Network chairs sitting on the Committee.

The Network has recently supported postgraduate students who are parents to connect and get information on support service available. A ‘Parents Mental Health Day: Soup and Social’ event was organised by the Network in 2024 to provide parents and carers an opportunity to meet others and discuss their challenges and the support available. The event was attended by Vice-Principal Education (chair of the University EDIC). 

5.6.6 Staff and Postgraduate Research Students Race Equality Network

The Network provides an informal social space for discussion of shared experiences related to race at the University and explores best practice in advancing race equality in learning and working practices and everyday life on campus. The Network is open to all staff and postgraduate research students and is co-chaired by two Race Equality Champions (one academic and one Professional Services staff).

The Network provides feedback on University policies and processes, which are seen from a race-lens. These include the development of the University Antiracism Strategy, the discussion of the Race Equality Charter student and staff surveys; the development of the Antiracism Action Plan; the assessment of marketing materials; etc..).

One of the two co-chairs of the Network established and led alongside the Students’ Union Vice-President for Welfare a short-life Black History Month Group which organised successful events for BHM 2023 and 2024.

5.6.7 Women’s Development Network

The Women’s Development Network (WDN) is designed to connect female staff at all grades, career paths in both formal and informal settings. The Network count more than 150 members and has been proactive in organising events (see our PSED Interim Report 2023).

Between 2023 and 2025 the Network:

· hosted a talk by Sarah Higgins on ‘Leadership’.

· Organised a panel discussion hosted by Professor Ele Belfiore that highlighted the innovative and imaginative research taking place as part of the University Social Inclusion and Cultural Diversity Interdisciplinary theme. The panel included inspiring University female researchers.

· Hosted a talk on Navigating Neurodivergence: Experiences of Neurodivergent Women in academia

· discusses and shared good practice related to work-life balance and its impact on health and wellbeing; support for a successful career progression; and wellbeing support to excel personally.

· organised a networking event to celebrate International Women’s Day 2025, with talks (including by University Vice-Principal Education), mentoring, food and drinks. The event was well-attended and received positive feedback.

5.6.8 New Staff Network

In 2022, a New Staff Network was established as a staff-run community open to all new employees of the University.

The goal of the network is to connect staff across the University and help create a friendly and welcoming environment. 

All new staff members are welcome to join and there is no strict definition for what ‘new’ means and no limit for how long the staff wishes to engage with the Network.

5.7 SUPPORTING STUDENTS WHO IDENTIFY WITH EQUALITY CHARACTERISTICS
A series of peer support videos and blogs have been developed and include:
· My Experience as an Estranged Student: My Experience as an Estranged Student - YouTube
· A Warm Welcome to our First Generation Students: A Warm Welcome to our First Generation Students - YouTube
· A Refugee’s Tale: A Refugee's Tale | Blog | Students | The University of Aberdeen (abdn.ac.uk)

In 2024, the Race Equality Champions received a presentation from a mature PhD student candidate on ‘Unseen communities’-Inequalities experienced by Gypsy, Roma and Irish Travellers in the UK. The presentation was aimed at raising awareness of the inequalities experienced by these minority groups and to lobby the University to think about actions in support of these groups. Actions agreed will be discussed with RESG and the UEDIC and will be included in the Antiracism Action Plan.

5.8 ADHD FOUNDATION UMBRELLA PROJECT
In 2022, the University was delighted to participate in the ADHD Foundation Neurodiversity Charity’s Umbrella Project to raise awareness and understanding of neurodiversity and support the roll-out of the Neurodiversity Policy. Umbrellas were displayed across the city of Aberdeen and the University was proud to be part of this initiative. Five different colours of umbrellas were displayed in the University’s Cruickshank Botanic Garden along with an information sheet. The design represented the estimated one in five people who have a neurodevelopmental condition, such as ADHD, Autism, Dyslexia, Dyspraxia, Dyscalculia or Tourette’s syndrome.

In 2024, the display was installed in the foyer of the University’s Sir Duncan Rice Library and will remain for the foreseeable future. 


5.9 YOUNG ACADEMY OF SCOTLAND CHARTER FOR RESPONSIBLE DEBATE
The University, through the EDI Committee, has adopted the principles of the Young Academy of Scotland’s Charter for Responsible Debate and is committed to upholding the principles of free speech and academic freedom (background information were provided in the PSED Interim Report 2023).

In 2024, School EDI Leads discussed the challenges that teaching staff may face when facilitating debates in the classroom, particularly when the debates are on sensitive/challenging topics. It was agreed that further guidance on academic freedom OUNG and freedom of speech would be beneficial for all staff (with a particular focus on teaching staff).

Action 42 (outcome 7): We will consider appointing an external consultancy to deliver training on academic freedom and freedom of speech.


[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.





[bookmark: _STAFF_AND_STUDENT][bookmark: _APPENDIX_A:_Distribution][bookmark: _Toc194308301]APPENDIX A: Distribution of staff by protected characteristics

The headcount of staff on 31 July 2024 is 1,665 for academic staff (a slight decrease from 1,694 in 2022) and 1,781 for Professional Services (PS) staff (a decrease from 2,010 in 2022). The decrease in headcount (mainly within the PS staff population) may be due in part to the recent departure of colleagues through the Voluntary Severance/Early Retirement schemes which were needed to stabilise the University’s financial position.
Most of our staff are on open-ended (OE) contracts; however, 20% of the academic population is on open-ended but funding/activity limited (OEFL) contracts. OEFL are mainly used for Research Fellows whose salary is paid through research grants. About 15% of our staff are on Guaranteed Minimum Hours (GMH), which are mainly used for tutors, demonstrators, or clinical staff involved in teaching.
Most of our academic and PS staff are between age bands 25-34 and 55-64, with a slight increase observed over the reporting period within age bands 35-44 (academic and PS staff) and 45-54 (PS Staff). The percentage of staff at age band 65-74 has recently decreased (Tables 9 A-B).
The percentage of female academic staff has slightly increased over the years, and it is almost equal to the percentage of male academic staff. Females continue to be overrepresented within the PS staff population (Tables 10 A-B).
Most of our staff are from a White background; however, over the reporting period the percentage of Racialised Groups has steadily increased both within the academic (Tables 11 A-B) and the PS staff population (Tables 12 A-B). Overall, about 4% of staff have not disclosed their ethnicity and this does not allow us to accurately determine what percentage of staff is in each ethnic group. In June 2024, an email was sent to all staff by HR to encourage people to update their equality data to allow us to assess accurately what groups are underrepresented in the University. We will continue to do so annually and monitor the trends.
Over the reporting period, we observe an increase in the percentage of academic (Table 13 A-B) and PS (Table 14 A-B) staff reporting ‘no religion’ and a reduction in the percentage of those not disclosing this equality data.
Currently, overall, 8.2% of our staff (5.1% academic staff and 11.1% PS Staff) have disclosed a disability (an increase from 6.4% in 2022). However, 5.1% have not disclosed their disability status. (Tables 15 A-B).
Over the reporting period, the percentage of staff not disclosing their sexual orientation has decreased from 26.0% to 14.9% (Tables 16 A-B).
This data indicates a trend towards increased trust and confidence in reporting EDI data and a recognition within the staff population that the data, in conjunction with qualitative data, is important for decision-making.

Table 9A: Distribution of academic staff by age band.
	Age
	Distribution of academic staff by age band

	
	31-Jul-22
	31-Jul-23
	31-Jul-24

	
	Headcount
	Distribution
	Headcount
	Distribution
	Headcount
	Distribution

	16-24
	9
	0.5%
	11
	0.6%
	6
	0.4%

	25-34
	295
	17.4%
	321
	18.4%
	296
	17.8%

	35-44
	503
	29.7%
	543
	31.1%
	506
	30.4%

	45-54
	449
	26.5%
	439
	25.1%
	437
	26.2%

	55-64
	333
	19.7%
	331
	19.0%
	323
	19.4%

	65-74
	94
	5.5%
	87
	5.0%
	85
	5.1%

	Over 75
	11
	0.6%
	14
	0.8%
	12
	0.7%

	Total
	1694
	 
	1746
	 
	1665
	 












Table 9B: Distribution of Professional Services staff by age band.
	Age
	Distribution of Professional Services staff by age band

	
	31-Jul-22
	31-Jul-23
	31-Jul-24

	
	Headcount
	Distribution
	Headcount
	Distribution
	Headcount
	Distribution

	16-24
	210
	10.4%
	258
	12.6%
	185
	10.4%

	25-34
	432
	21.5%
	404
	19.7%
	354
	19.9%

	35-44
	452
	22.5%
	489
	23.8%
	440
	24.7%

	45-54
	472
	23.5%
	458
	22.3%
	428
	24.0%

	55-64
	372
	18.5%
	373
	18.2%
	319
	17.9%

	65-74
	65
	3.2%
	67
	3.3%
	49
	2.8%

	Over 75
	7
	0.3%
	5
	0.2%
	6
	0.3%

	Total
	2010
	 
	2054
	 
	1781
	 












Table 10A: Distribution of academic staff by sex.
	Distribution of academic staff by sex

	Sex
	31-Jul-22
	31-Jul-23
	31-Jul-24

	
	Headcount
	Distribution
	Headcount
	Distribution
	Headcount
	Distribution

	Female
	811
	47.9%
	850
	48.7%
	802
	48.2%

	Male
	883
	52.1%
	896
	51.3%
	863
	51.8%

	Total
	1694
	 
	1746
	 
	1665
	 




Table 10B: Distribution of Professional Services staff by sex.
	Distribution of Professional Services staff by sex

	Sex
	31-Jul-22
	31-Jul-23
	31-Jul-24

	
	Headcount
	Distribution
	Headcount
	Distribution
	Headcount
	Distribution

	Female
	1325
	65.9%
	1359
	66.2%
	1155
	64.9%

	Male
	685
	34.1%
	695
	33.8%
	626
	35.1%

	Total
	2010
	 
	2054
	 
	1781
	 







Table 11A: Distribution of academic staff by ethnicity.
	Distribution of academic staff by ethnicity

	Ethnicity
	31-Jul-22
	31-Jul-23
	31-Jul-24

	
	Headcount
	Distribution
	Headcount
	Distribution
	Headcount
	Distribution

	Racialised Groups
	295
	17.4%
	368
	21.1%
	349
	21.0%

	White 
	1317
	77.7%
	1302
	74.6%
	1241
	74.5%

	Not disclosed/not known
	82
	4.8%
	76
	4.4%
	75
	4.5%

	Total
	1694
	 
	1746
	 
	1665
	 





















Table 11B: Distribution of academic staff by ethnic group.
	Distribution of academic staff by ethnic group

	Ethnic group
	31-Jul-22
	31-Jul-23
	31-Jul-24

	
	Headcount
	Distribution
	Headcount
	Distribution
	Headcount
	Distribution

	Arab
	12
	0.7%
	20
	1.1%
	18
	1.1%

	Asian or Asian British - Bangladeshi
	5
	0.3%
	6
	0.3%
	8
	0.5%

	Asian or Asian British - Indian
	49
	2.9%
	63
	3.6%
	65
	3.9%

	Asian or Asian British - Pakistani
	15
	0.9%
	15
	0.9%
	23
	1.4%

	Black or Black British - African
	40
	2.4%
	51
	2.9%
	44
	2.6%

	Black or Black British - Caribbean
	2
	0.1%
	1
	0.1%
	2
	0.1%

	Chinese
	60
	3.5%
	65
	3.7%
	67
	4.0%

	Information refused/not known
	89
	5.2%
	76
	4.4%
	75
	4.5%

	Mixed - White and Asian
	9
	0.5%
	9
	0.5%
	8
	0.5%

	Mixed - White and Black African
	2
	0.1%
	4
	0.2%
	3
	0.2%

	Mixed - White and Black Caribbean
	1
	0.1%
	1
	0.1%
	1
	0.1%

	Other Asian background
	50
	3.0%
	58
	3.3%
	58
	3.5%

	Other Black background
	4
	0.2%
	6
	0.3%
	6
	0.4%

	Other Ethnic background
	21
	1.2%
	47
	2.7%
	25
	1.5%

	Other Mixed background
	18
	1.1%
	22
	1.3%
	21
	1.3%

	Other White background
	477
	28.2%
	455
	26.1%
	425
	25.5%

	White - British
	473
	27.9%
	467
	26.7%
	439
	26.4%

	White - Irish
	27
	1.6%
	25
	1.4%
	21
	1.3%

	White - Scottish
	340
	20.1%
	355
	20.3%
	356
	21.4%

	Total
	1694
	 
	1746
	 
	1665
	 


	Distribution of Professional Services staff by ethnicity

	Ethnicity
	31-Jul-22
	31-Jul-23
	31-Jul-24

	
	Headcount
	Distribution
	Headcount
	Distribution
	Headcount
	Distribution

	Racialised Groups
	169
	8.4%
	221
	10.8%
	182
	10.2%

	White
	1786
	88.9%
	1780
	86.7%
	1537
	86.3%

	Not disclosed/not known
	55
	2.7%
	53
	2.6%
	62
	3.5%

	Total
	2010
	 
	2054
	 
	1781
	 


Table 12A: Distribution of Professional Services staff by ethnicity.



















Table 12B: Distribution of Professional Services staff by ethnic group.
	Distribution of Professional Services staff by ethnic group

	Ethnic group
	31-Jul-22
	31-Jul-23
	31-Jul-24

	
	Headcount
	Distribution
	Headcount
	Distribution
	Headcount
	Distribution

	Arab
	1
	0.0%
	6
	0.3%
	9
	0.5%

	Asian or Asian British - Bangladeshi
	4
	0.2%
	3
	0.1%
	1
	0.1%

	Asian or Asian British - Indian
	28
	1.4%
	23
	1.1%
	24
	1.3%

	Asian or Asian British - Pakistani
	4
	0.2%
	11
	0.5%
	11
	0.6%

	Black or Black British - African
	40
	2.0%
	51
	2.5%
	53
	3.0%

	Black or Black British - Caribbean
	2
	0.1%
	6
	0.3%
	4
	0.2%

	Chinese
	23
	1.1%
	28
	1.4%
	18
	1.0%

	Information refused/not known
	55
	2.7%
	53
	2.5%
	62
	3.5%

	Mixed - White and Asian
	11
	0.5%
	8
	0.4%
	6
	0.3%

	Mixed - White and Black African
	4
	0.2%
	3
	0.1%
	3
	0.2%

	Mixed - White and Black Caribbean
	3
	0.1%
	3
	0.1%
	2
	0.1%

	Other Asian background
	20
	1.0%
	25
	1.2%
	19
	1.1%

	Other Black background
	4
	0.2%
	3
	0.1%
	0
	0.0%

	Other Ethnic background
	15
	0.7%
	33
	1.6%
	12
	0.7%

	Other Mixed background
	10
	0.5%
	18
	0.9%
	20
	1.1%

	Other White background
	319
	15.9%
	305
	14.8%
	260
	14.6%

	White - British
	531
	26.4%
	517
	25.2%
	440
	24.7%

	White - Irish
	12
	0.6%
	14
	0.7%
	11
	0.6%

	White - Scottish
	924
	46.0%
	944
	46.0%
	826
	46.4%

	Total
	2010
	 
	2054
	 
	1781
	 


Table 13A: Distribution of academic staff by religion/no religion.
	Distribution of Academic staff by religion

	Ethnic group
	31-Jul-22
	31-Jul-23
	31-Jul-24

	
	Headcount
	Distribution
	Headcount
	Distribution
	Headcount
	Distribution

	Religion
	626
	37.0%
	674
	38.6%
	658
	39.5%

	No Religion
	666
	39.3%
	699
	40.0%
	685
	41.1%

	Not known/Not disclosed
	402
	23.7%
	373
	21.4%
	322
	19.3%

	Total
	1694
	 
	1746
	 
	1665
	 



Table 13B: Distribution of academic staff by type of religion.
	Distribution of Academic staff by type of religion

	Religion
	31-Jul-22
	31-Jul-23
	31-Jul-24

	
	Headcount
	Distribution
	Headcount
	Distribution
	Headcount
	Distribution

	Buddhist
	13
	0.8%
	20
	1.1%
	20
	1.2%

	Christian - Church of Scotland
	131
	7.7%
	128
	7.3%
	124
	7.4%

	Christian - Other denomination
	236
	13.9%
	245
	14.0%
	229
	13.8%

	Christian - Roman Catholic
	127
	7.5%
	143
	8.2%
	130
	7.8%

	Hindu
	28
	1.7%
	30
	1.7%
	37
	2.2%

	Jewish
	6
	0.4%
	9
	0.5%
	9
	0.5%

	Muslim
	51
	3.0%
	64
	3.7%
	75
	4.5%

	No info
	244
	14.4%
	216
	12.4%
	171
	10.3%

	No religion
	666
	39.3%
	699
	40.0%
	685
	41.1%

	Other
	17
	1.0%
	21
	1.2%
	34
	2.0%

	Refused
	158
	9.3%
	157
	9.0%
	151
	9.1%

	Spiritual
	17
	1.0%
	14
	0.8%
	 
	0.0%

	Total
	1694
	 
	1746
	 
	1665
	 


Table 14A: Distribution of Professional Services staff by religion/no religion.
	Distribution of Professional Services staff by religion

	Ethnic group
	31-Jul-22
	31-Jul-23
	31-Jul-24

	
	Headcount
	Distribution
	Headcount
	Distribution
	Headcount
	Distribution

	Religion
	658
	32.7%
	689
	33.5%
	580
	32.6%

	No Religion
	1053
	52.4%
	1098
	53.5%
	995
	55.9%

	Not known/Not disclosed
	299
	14.9%
	267
	13.0%
	206
	11.6%

	Total
	2010
	 
	2054
	 
	1781
	 



Table 14B: Distribution of Professional Services staff by type of religion.
	Distribution of Professional Services staff by type of religion

	Religion
	 
	 
	 

	
	Headcount
	Distribution
	Headcount
	Distribution
	Headcount
	Distribution

	Buddhist
	9
	0.4%
	7
	0.3%
	10
	0.6%

	Christian - Church of Scotland
	234
	11.6%
	230
	11.2%
	183
	10.3%

	Christian - Other denomination
	190
	9.5%
	208
	10.1%
	178
	10.0%

	Christian - Roman Catholic
	132
	6.6%
	138
	6.7%
	115
	6.5%

	Hindu
	20
	1.0%
	19
	0.9%
	17
	1.0%

	Jewish
	1
	0.0%
	2
	0.1%
	2
	0.1%

	Muslim
	28
	1.4%
	37
	1.8%
	32
	1.8%

	No info
	143
	7.1%
	112
	5.5%
	90
	5.1%

	No religion
	1053
	52.4%
	1098
	53.5%
	995
	55.9%

	Other
	17
	0.8%
	26
	1.3%
	43
	2.4%

	Refused
	156
	7.8%
	155
	7.5%
	116
	6.5%

	Spiritual
	27
	1.3%
	22
	1.1%
	 
	0.0%

	Total
	2010
	 
	2054
	 
	1781
	 


Table 15A: Distribution of academic staff by disability status.
	Distribution of Academic staff by disability status

	Disability status
	31-Jul-22
	31-Jul-23
	31-Jul-24

	
	Headcount
	Distribution
	Headcount
	Distribution
	Headcount
	Distribution

	Disabled
	71
	4.2%
	85
	4.9%
	85
	5.1%

	No disability
	1543
	91.1%
	1555
	89.1%
	1485
	89.2%

	Not known/Prefer not to say
	80
	4.7%
	106
	6.1%
	95
	5.7%

	Total
	1694
	 
	1746
	 
	1665
	 



Table 15B: Distribution of Professional Services staff by disability status.
	Distribution of Professional Services staff by disability status

	Disability status
	31-Jul-22
	31-Jul-23
	31-Jul-24

	
	Headcount
	Distribution
	Headcount
	Distribution
	Headcount
	Distribution

	Disabled
	166
	8.3%
	214
	10.4%
	197
	11.1%

	No disability
	1767
	87.9%
	1749
	85.2%
	1494
	83.9%

	Not known/Prefer not to say
	77
	3.8%
	91
	4.4%
	90
	5.1%

	Total
	2010
	 
	2054
	 
	1781
	 







Table 16A: Distribution of academic staff by sexual orientation.
	Distribution of Academic staff by sexual orientation

	Sexual orientation
	31-Jul-22
	31-Jul-23
	31-Jul-24

	
	Headcount
	Distribution
	Headcount
	Distribution
	Headcount
	Distribution

	Bisexual
	36
	2.1%
	44
	2.5%
	35
	2.1%

	Gay or Lesbian
	34
	2.0%
	20
	1.1%
	34
	2.0%

	Heterosexual or Straight
	1179
	69.6%
	1230
	70.4%
	1235
	74.2%

	Information Refused
	441
	26.0%
	446
	25.5%
	349
	21.0%

	Other
	4
	0.2%
	6
	0.3%
	12
	0.7%

	Total
	1694
	 
	1746
	 
	1665
	 




Table 16B: Distribution of Professional Services staff by sexual orientation.
	Distribution of Professional Services staff by sexual orientation

	Sexual orientation
	 
	 
	 

	
	Headcount
	Distribution
	Headcount
	Distribution
	Headcount
	Distribution

	Bisexual
	65
	3.2%
	91
	4.4%
	66
	3.7%

	Gay or Lesbian
	32
	1.6%
	15
	0.7%
	43
	2.4%

	Heterosexual or Straight
	1538
	76.5%
	1557
	75.8%
	1373
	77.1%

	Information Refused
	349
	17.4%
	366
	17.8%
	266
	14.9%

	Other
	26
	1.3%
	25
	1.2%
	33
	1.9%

	Total
	2010
	 
	2054
	 
	1781
	 




[bookmark: _Toc194308302]APPENDIX A: Distribution of students by protected characteristics

Student numbers have slightly decreased both at Undergraduate (UG) and Postgraduate (PG) level.
Undergraduate students are mainly in the age bands  <20 and 21-24, whilst half of our PG population is 30 or older (~25-30% are in the age bands 25-29) (Tables 17 A-C).
Female students are slightly overrepresented at all study levels, and their percentage has slightly increased, over the reporting period, within the Postgraduate Taught (PGT) and Research (PGR) student population (Tables 18 A-C).
Our UG population is mostly (77.3%) from a White background. However, the percentage of UG students from Racialised Groups has steadily increased from 17.8% in 2020/21 to 20.7% in 2022/23. The percentage of Racialised Groups within the PGT and the PGR population is 42.9% (an increase from 36.1% in 2020/21) and 38.0% (slight decrease from 38.8% in 2020/21), respectively (Tables 19, 20, 21 A-C).
About half of UG and a third of PG students have disclosed ‘no religion’. Over the reporting period, the percentage of students that have not disclosed this equality data has increased (Tables 22-24 A-B).
The percentage of students disclosing a disability has increased over the reporting period and it is currently 25.0% for UG, 11.9% for PGT and 19.0% for PGR students (Tables 25 A-C).
Over the reporting period, the percentage of staff not disclosing their sexual orientation has slightly increased (Tables 26 A-C).


Table 17A: Distribution of Undergraduate students by age.
	Distribution of Undergraduate (UG) students by age

	Age
	2020/21
	2021/22
	2022/23

	
	Number
	Proportion
	Number
	Proportion
	Number
	Proportion

	0-20
	5144
	52.2%
	5466
	53.9%
	5547
	57.1%

	21-24
	3364
	34.1%
	3258
	32.1%
	2988
	30.8%

	25-29
	578
	5.9%
	593
	5.8%
	570
	5.9%

	30+
	766
	7.8%
	823
	8.1%
	608
	6.3%

	Total
	9852
	 
	10140
	 
	9713
	 



Table 17B: Distribution of Postgraduate Taught students by age.
	Distribution of Postgraduate Taught (PGT) students by age

	Age
	2020/21
	2021/22
	2022/23

	
	Number
	Proportion
	Number
	Proportion
	Number
	Proportion

	0-20
	23
	0.4%
	15
	0.3%
	36
	0.7%

	21-24
	1548
	29.7%
	1409
	25.9%
	1281
	26.3%

	25-29
	1142
	21.9%
	1274
	23.4%
	1123
	23.1%

	30+
	2495
	47.9%
	2750
	50.5%
	2423
	49.8%

	Total
	5208
	 
	5448
	 
	4863
	 








Table 17C: Distribution of Postgraduate Research students by age.
	Distribution of Postgraduate Research (PGR) students by age

	Age
	2020/21
	2021/22
	2022/23

	
	Number
	Proportion
	Number
	Proportion
	Number
	Proportion

	0-20
	0
	0.0%
	0
	0.0%
	0
	0.0%

	21-24
	135
	13.3%
	134
	13.7%
	124
	14.1%

	25-29
	360
	35.4%
	319
	32.7%
	294
	33.5%

	30+
	523
	51.4%
	522
	53.5%
	459
	52.3%

	Total
	1018
	 
	975
	 
	877
	 


















Table 18A: Distribution of Undergraduate students by sex.
	Distribution of Undergraduate (UG) students by sex

	Sex
	2020/21
	2021/22
	2022/23

	
	Number
	Proportion
	Number
	Proportion
	Number
	Proportion

	Female
	5862
	59.5%
	6019
	59.4%
	5701
	58.7%

	Male
	3967
	40.3%
	4093
	40.4%
	3988
	41.1%

	Other
	23
	0.2%
	28
	0.3%
	24
	0.2%

	Total
	9852
	 
	10140
	 
	9713
	 



Table 18B: Distribution of Postgraduate Taught students by sex.
	Distribution of Postgraduate Taught (PGT) students by sex

	Sex
	2020/21
	2021/22
	2022/23

	
	Number
	Proportion
	Number
	Proportion
	Number
	Proportion

	Female
	2936
	56.4%
	2987
	54.8%
	2787
	57.3%

	Male
	2265
	43.5%
	2456
	45.1%
	2072
	42.6%

	Other
	7
	0.1%
	5
	0.1%
	4
	0.1%

	Total
	5208
	 
	5448
	 
	4863
	 



Table 18C: Distribution of Postgraduate Research students by sex.
	Distribution of Postgraduate Research (PGR) students by sex

	Sex
	2020/21
	2021/22
	2022/23

	
	Number
	Proportion
	Number
	Proportion
	Number
	Proportion

	Female
	500
	49.1%
	498
	51.1%
	462
	52.7%

	Male
	516
	50.7%
	475
	48.7%
	409
	46.6%

	Other
	2
	0.2%
	2
	0.2%
	6
	0.7%

	Total
	1018
	 
	975
	 
	877
	 



Table 19A: Distribution of Undergraduate students by ethnicity.
	Distribution of Undergraduate (UG) students by ethnicity

	Ethnicity
	2020/21
	2021/22
	2022/23

	
	Number
	Proportion
	Number
	Proportion
	Number
	Proportion

	Racialised Groups
	1757
	17.8%
	1851
	18.3%
	2015
	20.7%

	White
	7985
	81.0%
	8157
	80.4%
	7504
	77.3%

	Not known
	110
	1.1%
	132
	1.3%
	194
	2.0%

	Total
	9852
	 
	10140
	 
	9713
	 








Table 19B: Distribution of Undergraduate students by ethnic group.
	Distribution of Undergraduate (UG) students by ethnic group

	Ethnicity
	2020/21
	2021/22
	2022/23

	
	Number
	Proportion
	Number
	Proportion
	Number
	Proportion

	Asian or Asian British-Bangladeshi
	38
	0.4%
	44
	0.4%
	54
	0.6%

	Asian or Asian British-Indian
	180
	1.8%
	209
	2.1%
	248
	2.6%

	Asian or Asian British-Pakistani
	175
	1.8%
	205
	2.0%
	232
	2.4%

	Black or Black British-African
	257
	2.6%
	269
	2.7%
	288
	3.0%

	Black or Black British-Caribbean
	16
	0.2%
	16
	0.2%
	18
	0.2%

	Chinese
	287
	2.9%
	312
	3.1%
	338
	3.5%

	Mixed
	316
	3.2%
	327
	3.2%
	348
	3.6%

	Other 
	273
	2.8%
	258
	2.5%
	276
	2.8%

	Other Asian background
	197
	2.0%
	194
	1.9%
	196
	2.0%

	Other Black background
	18
	0.2%
	17
	0.2%
	17
	0.2%

	Unknown/not applicable
	110
	1.1%
	132
	1.3%
	194
	2.0%

	White
	7985
	81.0%
	8157
	80.4%
	7504
	77.3%

	Total
	9852
	 
	10140
	 
	9713
	 




Table 20A: Distribution of Postgraduate Taught students by ethnicity.
	Distribution of Postgraduate Taught (PGT) students by ethnicity

	Ethnicity
	2020/21
	2021/22
	2022/23

	
	Number
	Proportion
	Number
	Proportion
	Number
	Proportion

	Racialised Groups
	1882
	36.1%
	2311
	42.4%
	2087
	42.9%

	White
	3164
	60.8%
	2965
	54.4%
	2598
	53.4%

	Not disclosed/not known
	162
	3.1%
	172
	3.2%
	178
	3.7%

	Total
	5208
	 
	5448
	 
	4863
	 



Table 20B: Distribution of Postgraduate Taught students by ethnic group.
	Distribution of Postgraduate Taught (PGT) students by ethnic group

	Ethnicity
	2020/21
	2021/22
	2022/23

	
	Number
	Proportion
	Number
	Proportion
	Number
	Proportion

	Asian or Asian British-Bangladeshi
	33
	0.6%
	236
	4.3%
	58
	1.2%

	Asian or Asian British-Indian
	181
	3.5%
	441
	8.1%
	489
	10.1%

	Asian or Asian British-Pakistani
	53
	1.0%
	55
	1.0%
	66
	1.4%

	Black or Black British-African
	344
	6.6%
	536
	9.8%
	459
	9.4%

	Black or Black British-Caribbean
	12
	0.2%
	18
	0.3%
	18
	0.4%

	Chinese
	794
	15.2%
	586
	10.8%
	605
	12.4%

	Mixed
	105
	2.0%
	119
	2.2%
	97
	2.0%

	Other 
	175
	3.4%
	179
	3.3%
	110
	2.3%

	Other Asian background
	166
	3.2%
	115
	2.1%
	146
	3.0%

	Other Black background
	19
	0.4%
	26
	0.5%
	39
	0.8%

	Unknown/not applicable
	162
	3.1%
	172
	3.2%
	178
	3.7%

	White
	3164
	60.8%
	2965
	54.4%
	2598
	53.4%

	Total
	5208
	 
	5448
	 
	4863
	 




Table 21A: Distribution of Postgraduate Research students by ethnicity.
	Distribution of Postgraduate Research (PGR) students by ethnicity

	Ethnicity
	2020/21
	2021/22
	2022/23

	
	Number
	Proportion
	Number
	Proportion
	Number
	Proportion

	Racialised Groups
	395
	38.8%
	365
	37.4%
	333
	38.0%

	White
	604
	59.3%
	585
	60.0%
	502
	57.2%

	Not disclosed/not known
	19
	1.9%
	25
	2.6%
	42
	4.8%

	Total
	1018
	 
	975
	 
	877
	 



Table 21B: Distribution of Postgraduate Research students by ethnic group.
	Distribution of Postgraduate Research (PGR) students by ethnic group

	Ethnicity
	2020/21
	2021/22
	2022/23

	
	Number
	Proportion
	Number
	Proportion
	Number
	Proportion

	Asian or Asian British-Bangladeshi
	10
	1.0%
	6
	0.6%
	2
	0.2%

	Asian or Asian British-Indian
	28
	2.8%
	27
	2.8%
	26
	3.0%

	Asian or Asian British-Pakistani
	10
	1.0%
	9
	0.9%
	6
	0.7%

	Black or Black British-African
	99
	9.7%
	89
	9.1%
	74
	8.4%

	Black or Black British-Caribbean
	4
	0.4%
	4
	0.4%
	3
	0.3%

	Chinese
	54
	5.3%
	50
	5.1%
	53
	6.0%

	Mixed
	28
	2.8%
	29
	3.0%
	30
	3.4%

	Other 
	106
	10.4%
	105
	10.8%
	90
	10.3%

	Other Asian background
	52
	5.1%
	42
	4.3%
	47
	5.4%

	Other Black background
	4
	0.4%
	4
	0.4%
	2
	0.2%

	Unknown/not applicable
	19
	1.9%
	25
	2.6%
	42
	4.8%

	White
	604
	59.3%
	585
	60.0%
	502
	57.2%

	Total
	1018
	 
	975
	 
	877
	 




Table 22A: Distribution of Undergraduate students by religion/no religion.
	Distribution of Undergraduate (UG) students by religion/no religion

	Religion
	2020/21
	2021/22
	2022/23

	
	Number
	Proportion
	Number
	Proportion
	Number
	Proportion

	Religion
	4361
	44.3%
	3270
	32.2%
	2963
	30.5%

	No religion
	91
	0.9%
	5675
	56.0%
	5477
	56.4%

	Not disclosed/not available
	5400
	54.8%
	1195
	11.8%
	1273
	13.1%

	Total
	9852
	 
	10140
	 
	9713
	 



Table 22B: Distribution of Undergraduate students by type of religion.
	Distribution of Undergraduate (UG) students by type of religion

	Religion
	2020/21
	2021/22
	2022/23

	
	Number
	Proportion
	Number
	Proportion
	Number
	Proportion

	Buddhist
	75
	0.8%
	72
	0.7%
	68
	0.7%

	Christian-Church of Scotland
	557
	5.7%
	477
	4.7%
	474
	4.9%

	Christian-Roman Catholic
	854
	8.7%
	748
	7.4%
	735
	7.6%

	Christian-Other denomination
	1049
	10.6%
	1097
	10.8%
	743
	7.6%

	Hindu
	77
	0.8%
	92
	0.9%
	117
	1.2%

	Jewish
	19
	0.2%
	32
	0.3%
	32
	0.3%

	Muslim
	443
	4.5%
	513
	5.1%
	577
	5.9%

	Pagan
	15
	0.2%
	130
	1.3%
	45
	0.5%

	Sikh
	100
	1.0%
	17
	0.2%
	27
	0.3%

	No religion
	91
	0.9%
	5675
	56.0%
	5477
	56.4%

	Any other religion or belief
	1172
	11.9%
	92
	0.9%
	145
	1.5%

	Not disclosed/not available
	5400
	54.8%
	1195
	11.8%
	1273
	13.1%

	Total
	9852
	 
	10140
	 
	9713
	 




Table 23A: Distribution of Postgraduate Taught students by religion/no religion.
	Distribution of Postgraduate Taught (PGT) students by religion/no religion

	Religion
	2020/21
	2021/22
	2022/23

	
	Number
	Proportion
	Number
	Proportion
	Number
	Proportion

	Religion
	1907
	36.6%
	2442
	44.8%
	1941
	39.9%

	No religion
	2545
	48.9%
	2209
	40.5%
	1757
	36.1%

	Not disclosed/not available
	756
	14.5%
	797
	14.6%
	1165
	24.0%

	Total
	5208
	 
	5448
	 
	4863
	 



Table 23B: Distribution of Postgraduate Taught (PGT) students by type of religion.
	Distribution of Postgraduate Taught (PGT) students by type of religion

	Religion
	2020/21
	2021/22
	2022/23

	
	Number
	Proportion
	Number
	Proportion
	Number
	Proportion

	Buddhist
	80
	1.5%
	74
	1.4%
	96
	2.0%

	Christian-Church of Scotland
	266
	5.1%
	201
	3.7%
	188
	3.9%

	Christian-Roman Catholic
	383
	7.4%
	344
	6.3%
	276
	5.7%

	Christian-Other denomination
	650
	12.5%
	931
	17.1%
	654
	13.4%

	Hindu
	106
	2.0%
	269
	4.9%
	298
	6.1%

	Jewish
	7
	0.1%
	8
	0.1%
	8
	0.2%

	Muslim
	286
	5.5%
	479
	8.8%
	313
	6.4%

	Pagan
	79
	1.5%
	82
	1.5%
	10
	0.2%

	Sikh
	8
	8.0%
	16
	16.0%
	17
	17.0%

	No religion
	2545
	48.9%
	2209
	40.5%
	1757
	36.1%

	Any other religion or belief
	42
	0.8%
	38
	0.7%
	81
	1.7%

	Not disclosed/not available
	756
	14.5%
	797
	14.6%
	1165
	24.0%

	Total
	5208
	 
	5448
	 
	4863
	 




Table 24A: Distribution of Postgraduate Research students by religion/no religion.
	Distribution of Postgraduate Research (PGR) students by religion/no religion

	Religion
	2020/21
	2021/22
	2022/23

	
	Number
	Proportion
	Number
	Proportion
	Number
	Proportion

	Religion
	511
	50.2%
	491
	50.4%
	430
	49.0%

	No religion
	411
	40.4%
	382
	39.2%
	331
	37.7%

	Not disclosed/not available
	96
	9.4%
	102
	10.5%
	116
	13.2%

	Total
	1018
	 
	975
	 
	877
	 



Table 24B: Distribution of Postgraduate Research students by type of religion.
	Distribution of Postgraduate Research (PGR) students by type of religion

	Religion
	2020/21
	2021/22
	2022/23

	
	Number
	Proportion
	Number
	Proportion
	Number
	Proportion

	Buddhist
	21
	2.1%
	13
	1.3%
	10
	1.1%

	Christian-Church of Scotland
	23
	2.3%
	20
	2.1%
	27
	3.1%

	Christian-Roman Catholic
	80
	7.9%
	68
	7.0%
	53
	6.0%

	Christian-Other denomination
	213
	20.9%
	225
	23.1%
	186
	21.2%

	Hindu
	11
	1.1%
	12
	1.2%
	14
	1.6%

	Jewish
	0
	0.0%
	1
	0.1%
	3
	0.3%

	Muslim
	138
	13.6%
	128
	13.1%
	122
	13.9%

	Pagan
	13
	1.3%
	16
	1.6%
	1
	0.1%

	Sikh
	2
	8.0%
	1
	16.0%
	1
	17.0%

	No religion
	411
	40.4%
	382
	39.2%
	331
	37.7%

	Any other religion or belief
	10
	1.0%
	7
	0.7%
	13
	1.5%

	Not disclosed/not available
	96
	9.4%
	102
	10.5%
	116
	13.2%

	Total
	1018
	 
	975
	 
	877
	 




Table 25A: Distribution of Undergraduate students by disability status.
	Distribution of Undergraduate (UG) students by disability status

	Disability
	2020/21
	2021/22
	2022/23

	
	Number
	Proportion
	Number
	Proportion
	Number
	Proportion

	Disability
	1572
	16.0%
	1826
	18.0%
	2428
	25.0%

	No disability
	8280
	84.0%
	8314
	82.0%
	7285
	75.0%

	Total
	9852
	 
	10140
	 
	9713
	 



Table 25B: Distribution of Postgraduate Taught students by disability status.
	Distribution of Postgraduate Taught (PGT) students by disability status

	Disability
	2020/21
	2021/22
	2022/23

	
	Number
	Proportion
	Number
	Proportion
	Number
	Proportion

	Disability
	372
	7.1%
	465
	8.5%
	578
	11.9%

	No disability
	4836
	92.9%
	4983
	91.5%
	4285
	88.1%

	Total
	5208
	 
	5448
	 
	4863
	 



Table 25C: Distribution of Postgraduate Research students by disability status.
	Distribution of Postgraduate Research (PGR) students by disability status

	Disability
	2020/21
	2021/22
	2022/23

	
	Number
	Proportion
	Number
	Proportion
	Number
	Proportion

	Disability
	72
	7.1%
	135
	13.8%
	167
	19.0%

	No disability
	946
	92.9%
	840
	86.2%
	710
	81.0%

	Total
	1018
	 
	975
	 
	877
	 






Table 26A: Distribution of Undergraduate students by sexual orientation.
	Distribution of Undergraduate (UG) students by sexual orientation

	Sexual Orientation
	2020/21
	2021/22
	2022/23

	
	Number
	Proportion
	Number
	Proportion
	Number
	Proportion

	Bisexual
	525
	5.3%
	780
	7.7%
	958
	9.9%

	Gay or Lesbian
	266
	2.7%
	344
	3.4%
	392
	4.0%

	Heterosexual
	7651
	77.7%
	7530
	74.3%
	6868
	70.7%

	Other
	145
	1.5%
	191
	1.9%
	170
	1.8%

	Not disclosed/not known
	1265
	12.8%
	1295
	12.8%
	1325
	13.6%

	Total
	9852
	 
	10140
	 
	9713
	 



Table 26B: Distribution of Postgraduate Taught students by sexual orientation.
	Distribution of Postgraduate Taught (PGT) students by sexual orientation

	Sexual Orientation
	2020/21
	2021/22
	2022/23

	
	Number
	Proportion
	Number
	Proportion
	Number
	Proportion

	Bisexual
	164
	3.1%
	188
	3.5%
	208
	4.3%

	Gay or Lesbian
	77
	1.5%
	90
	1.7%
	110
	2.3%

	Heterosexual
	3789
	72.8%
	3739
	68.6%
	3471
	71.4%

	Other
	123
	2.4%
	176
	3.2%
	65
	1.3%

	Not disclosed/not known
	1055
	20.3%
	1255
	23.0%
	1009
	20.7%

	Total
	5208
	 
	5448
	 
	4863
	 








Table 26C: Distribution of Postgraduate Research students by sexual orientation.
	Distribution of Postgraduate Research (PGR) students by sexual orientation

	Sexual Orientation
	2020/21
	2021/22
	2022/23

	
	Number
	Proportion
	Number
	Proportion
	Number
	Proportion

	Bisexual
	52
	5.1%
	66
	6.8%
	76
	8.7%

	Gay or Lesbian
	25
	2.5%
	29
	3.0%
	23
	2.6%

	Heterosexual
	764
	75.0%
	706
	72.4%
	609
	69.4%

	Other
	47
	4.6%
	45
	4.6%
	25
	2.9%

	Not disclosed/not known
	130
	12.8%
	129
	13.2%
	144
	16.4%

	Total
	1018
	 
	975
	 
	877
	 













[bookmark: _Appendix_A][bookmark: _APPENDIX_B:_Public][bookmark: _Toc194308303]APPENDIX B: Public Sector Equality Duty Action Plan 2025-2029

This action plan covers the period 2025-2029. Progress towards each action will be monitored, on a quarterly basis, by the University Equality, Diversity and Inclusion Committee and reviewed annually to ensure it remains fit for purpose.

In the Report, actions have been listed in a numerical progressive way, whilst below they have been listed under the relevant Equality Outcome.

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.
	Action
	Rationale
	Responsible person
	Timeline
	Success Measure

	Action 6: Apply for an Institutional Race Equality Charter Silver award by 2029.
	The University holds a REC Bronze award since May 2024 and it is currently implementing its 5-year Antiracism Strategy Action Plan. 

Success against priorities will be measured annually to ensure requirements for Silver award level are met.
	Snr EDI Partner/RESG
	May 29
	Antiracism Strategy Action Plan fully implemented and success achieved against at least two/three of the previously identified priorities.

Silver award achieved.

	Action 30: Apply for an Institutional Athena Swan Silver award.
	The University holds an Athena Swan Bronze award since 2012 and retained it twice, in 2016 and 2021. 

The Silver award will represent a significant step forward in our long journey to advancing gender equality in Higher Education.  
	Snr EDI Partner/GESG
	Sept 26
	Athena Swan Action Plan fully implemented and success achieved against at least two/three of the previously identified priorities.

Silver award achieved.

	Action 31: Apply for Disability Confident level 2 by 2027.
	The University renewed its Level 1 status in December 2024 and aims to achieve level 2 in recognition to its commitment towards disability equality.
	Central EDI Team
	AY 2027/28
	Level 2 achieved.



Outcome 2: Tackle mental health stigma to improve outcomes and experiences for staff and students who have mental ill health.
	Action
	Rationale
	Responsible Person
	Timeline
	Success Measure

	Action 34: Continue increasing awareness of staff and students of the available support and good practice for mental health and wellbeing. 
	To care for the wellbeing of our community, meeting the aims laid out in the wellbeing strategy.
	Mental Wellbeing Engagement Officer
	Ongoing
	Gradual increased engagement with support services.

	Action 35: Create, in Schools and Directorates, local wellbeing action plans recognising that one size fits all approach may present challenges. The local action plans will be rolled out in line with the annual planning cycle.
	To support localised meaningful wellbeing enhancement.
	Wellbeing and Engagement Manager
	May 2025
	Each school/directorate has a plan, with mechanism in place to deliver actions and monitor impact. 

	Action 36: Continue rolling out Staff Wellbeing workshops to promote new and existing wellbeing and support resources, initiatives, opportunities and resources available to our students.
	To bring to life some of the key pillars of the Wellbeing Strategy focusing on upskilling and empowering staff to prioritise wellbeing by beginning to embed positive wellbeing culture change across the institution.
	Wellbeing and Engagement Manager
	Ongoing
	Examples of localised meaningful change/sharing of best practice. 

Roll out of workshops in all areas.

	Action 37: Run monthly Student Support Roadshows to promote existing and new wellbeing and support services, events, and opportunities for students.
	Aligned to awareness campaigns and the student pressure points raise awareness of support services and promote a positive wellbeing culture 
	Wellbeing and Engagement Manager
	Ongoing
	Roadshows in place, and gradual increased engagement with support services

Positive feedback received from students (measured through surveys).

App downloaded and engagement with resources and support.

	Action 38: Create Healthpoints across campus, to provide staff and students with free information on healthcare and other relevant services.
	To improve access to healthcare and wellbeing information
	Wellbeing and Engagement Manager
	Ongoing
	Gradual increased level of engagement with materials and positive feedback received from students and Public Health team

	Action 39: Develop a wellbeing training framework to help staff and students to access the information they need to support individual and others wellbeing.
	To provide manageable access to relevant wellbeing training for all, ensuring a consistent baseline of wellbeing knowledge
	Mental Wellbeing Engagement Officer
	Dec 2025
	The number of staff undertaking the different levels of training increases over time.

Feedback received by attendees is overall positive.

	Action 40: Evaluate the impact of the 2021-2025 Mental Health and Wellbeing Strategy with a view to formulating the Strategy and Action Plan for 2025-2030.
	To assess the success of the strategy and inform 2026 – 2030 strategy
	Wellbeing and Engagement Manager
	Sept 2025
	Understanding of the impact of current strategy and clear framework for next 5 years



Outcome 3: Eliminate barriers which may present due to multiple intersectional protected characteristic identities.
	Action
	Rationale
	Responsible Person
	Timeline
	Success Measure

	Action 18: Once the 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.
	To ensure that the new Recruitment and Selection Policy (released in 2023) has been effective in increasing the recruitment of underrepresented groups.
	Central EDI team and HR 
	AY26-27
	Data analysis shows that there is a gradual and steady increase in the appointment of individuals from underrepresented groups (e.g., racialised groups and women in senior positions).

	Action 19: Assess, through quantitative and qualitative data analysis, the clarity, transparency, inclusivity and fairness of the new (post 2023) Promotion Policy and Process.
	To ensure that the new Promotion Policy and Process (launched in 2023) is clear, transparent, fair and inclusive.
	Central EDI team
	Annually after promotion exercise is complete.
	Quantitative data analysis shows no equality issues.

Surveys results show that ~75% of staff think that the post-2023 promotion policy and process are clear, transparent, fair and inclusive.

	Action 20: Establish a EDIC-subgroup to consider and take forward recommendations to increase take-up of EDI training and development.
	To find a mechanism to increase uptake of the EDI training modules offered by the University through Skill Boosters.
	Clerk to EDIC
	By Jun-25
	EDIC-subgroup up and running with recommendations submitted to EDIC and SMT.

A gradual and steady increase of the uptake of the EDI training modules is observed.

	Action 21: Improve visibility and accessibility of EDI training and development resources, such as via the website (and as a consideration on transition to the new CRM), for all staff groups.
	To ensure increased engagement with EDI training and development materials. 
	Accessibility team and central/local EDI teams
	AY 24-25
	Increased accessibility and awareness of the EDI training and development resources.

	Action 22: Continue to deliver sessions on ‘Autism’ and actively encourage staff to complete the online training module on ‘Introduction to Neurodiversity’.
	To continue increasing awareness of the different forms of neurodiversity and empower staff and students to disclose neurodiversity and be supported appropriately.
	Disability and Neurodiversity Networks
	Ongoing
	Awareness sessions delivered and well attended.

~75% of attendees have found the sessions useful.

	Action 24: Review the Trans Equality Policy.
	To ensure the Policy remains fit-for-purpose.
	Organisational Development Team
	AY25-26
	Policy reviewed and implemented.

	Action 33: Implement the University Gaelic Action Plan. Progress will be monitored regularly by the Gaelic Language Steering Group and annually by the University Equality, Diversity and Inclusion Committee.
	To embed Gaelic in the University’s operations, raise awareness and visibility of the language within the organisation, and create opportunities for Gaelic to be learned and used on campus
	Gaelic Officer and Gaelic Plan Working Group
	2025-2030
	All actions completed by 2030.

~75% of actions completed with the desired outcome.

	Action 41: Continue assessing the effectiveness of the Equality Networks in helping the University identify and overcome the barriers faced by their members while they work or study with us.   Identify areas of improvement by repeating the survey and interviewing the chairs of the Networks.
	To ensure the Equality Networks remain fit-for-purpose.
	Central EDI team and the chairs of the Equality Networks
	AY 26-27
(every 3 years)
	Effectiveness of the Equality Networks assessed. Equality Network reviewed based on feedback received.



Outcome 4: Create an antiracist university developing and implementing the antiracism strategy.
	Action
	Rationale
	Responsible Person
	Timeline
	Success Measure

	Action 4: Develop the University Antiracism Strategy for 2025-2030 through consultation with staff, students and Trade Unions.
	The University developed its first Antiracism Strategy in 2022 and it covers 2022-2025. 
	Snr EDI Partner/RESG
	Oct-Dec 25
	Strategy developed and promoted to existing and prospective staff and students.

	Action 5: Implement University Antiracism Strategy Action Plan by 2029 and report progress (twice/year) to the University Equality, Diversity and Inclusion Committee.
	RESG developed a five-year Action Plan with a vision to create an antiracist University. The Action Plan will be implemented by 2029 and success against each action measured annually through quantitative and qualitative data analysis.
	RESG and EDIC
	2025-2029
	By 2029, all actions have been implemented.

At least 75% of the actions have been completed with the desired outcome.

	Action 7: Continue increasing awareness of hate crime and the support available to those disclosing an incident.
	To empower staff and students to recognise hate crime and tackle it by reporting it.
	EDI Leads, Race Equality Champions and EDI Groups
	Ongoing
	The number of incidents disclosed formally has gradually increased.

Positive feedback on the University reporting channels and support mechanisms is received by those disclosing an incident (measured through surveys).

	Action 8: 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.
	To increase awareness of the occurrence of racism and to increase trust in our reporting channels and support mechanisms.
	Central EDI team
	Quarterly
	Awareness of and trust in the University reporting channels and support services increases (measured through surveys).

	Action 9: 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.
	To continue working in partnership with the members of the Roundtable and influence national policies and practices.
	
Antiracism Roundtable
	Quarterly
	At least two areas of partnership working are implemented every year.

The Roundtable feedback regularly to the Antiracism Observatory for Scotland.

	Action 10: Continue monitoring progress made by Schools on decolonising the curriculum project and assess the effectiveness of the Decolonising the Curriculum Toolkit.
	To ensure the decolonising the curriculum project progresses well.
	RESG
	Annually
	Inclusive teaching materials are in place in all schools.

	Action 25: Deliver further Race Literacy training sessions from 2026/27 academic year. Actions will be taken to increase engagement.
	To continue increasing knowledge and understanding of race and racism.
	Central EDI team
	AY 26-27
	Race literacy training sessions delivered.
At least 1,000 staff (an increase from ~500 in 2021/22) engage with the training and ~75% of attendees find the training useful.

	Action 26: 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.
	This guidance, developed in 2024, was initially released to frontline staff and subsequently rolled out to all staff. We will need to assess whether the staff has been useful to their users.
	Snr EDI Partner
	Dec-25
	~75% of those who had opportunity to use the guidance have found it useful/very useful.

Guidance reviewed based on feedback received.



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
	Action
	Rationale
	Responsible Person
	Timeline
	Success Measure

	Action 17: Proactively encourage staff to complete the Digital Accessibility online training modules and monitor completion annually.
	To ensure staff are aware of how to produce work that is digitally accessible.
	Digital Accessibility Team; Central and local EDI Teams; Neurodiversity and Disability Networks.
	Ongoing
	Gradual increased completion of the Digital Accessibility online training modules.

	Action 23: Ensure that Deafness awareness sessions are delivered to EDI Leads, Race Equality Champions and staff in student/staff facing services by 2026.
	To ensure frontline staff are aware of how to support individuals who are deaf or hard of hearing.
	Central EDI team to work with external consultancy
	AY25-26
	Sessions delivered and well attended.

~75% of the attendees have found the training useful.

	Action 27: Enhance the accessibility of the University website to ensure that it is inclusive for BSL users.
	To ensure the information on the University webpages are clear and accessible to all.
	Digital Accessibility team
	Ongoing
	Feedback received by BSL users on the accessibility of our webpages is positive.



	Action 28: Explore whether a basic BSL course can be introduced at the University and which will be open to internal and external stakeholders.
	To ensure most of our staff and students know a basic BSL and can communicate with and support BSL users. 
	Snr EDI Partner
	AY25-26
	BSL course up and running

	Action 29: Create guidance on how to ensure meetings, seminars and lectures are inclusive of people who are hard of hearing, deliver further sessions on deafness awareness.
	To ensure meetings and lectures are inclusive.
	Snr EDI Partner
	By Dec-25
	Guidance created and released to all staff and students.



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
	Action
	Rationale
	Responsible Person
	Timeline
	Success Measure

	Action 11: Ensure all staff are aware of the policies and processes available to report any concerns regarding GBV.
	To ensure staff and students are aware of the reporting channels and the support services available. 
	Deputy Director of People (Student Advice & Support)
	Ongoing
	Online Reporting Tool is reviewed regularly by both the GBV Strategy Group and EDIC to consider impact of awareness campaigns. Local reporting to Support teams in HR and Student Support is monitored regularly to assess changing trends in reporting for consideration by the Strategy Group. 

	Action 12: 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.
	Proactive exploration of specific, local, concerns in Directorates and Schools through HRP team will support ongoing work to combat and address potential GBV/Harassment. 
	Head of Human Resources
	2025/26 AY
	Active discussions are in place with each Director and HOS relating to their areas and specific concerns linked to harassment and GBV are explored with other staff as required – exploration of local training and awareness events considered as part of this work. 

	Action 13: 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).
	To ensure all staff have knowledge and understanding of EDI.
	Vice-Principal (Education)
	Paper to EDIC by Dec-25, then to SMT.
	Proposal to make EDI online training modules mandatory to all staff is considered and approved by EDIC and then by SMT. 

	Action 14: Staff are aware of how to deal with harassment by a third party.
	To ensure harassment is recognised and dealt with appropriately.
	Head of Human Resources
	Ongoing
	Staff’s awareness gradually increases (measured through surveys).

	Action 15: Implement the three-year Gender-based Violence Action Plan and report progress, twice/year, to the University Equality, Diversity and Inclusion Committee.
	Ensure that the three-year strategic plan, approved in January 2025, is implemented through the work of the Strategy Group to further our aims to support our staff and students under the Inclusive strand of Aberdeen2040. 
	Deputy Director of People (Student Advice & Support)
	2025-2027 (with annual reporting on yearly operational plans to EDIC)
	Successful completion of the three-year Strategy meeting annual operational targets as outlined in regular reporting to EDIC. 



Outcome 7: Create and maintain an inclusive culture which everyone (staff and students) feels a part of, which is safe, respectful, and supportive.
	Action
	Rationale
	Responsible Person
	Timeline
	Success Measure

	Action 16: Deliver further training sessions on Antisemitism which will be open to all staff.
	To ensure awareness of antisemitism and of the reporting channels and support services available to those disclosing antisemitism.
	Deputy Director of People (Student Advice & Support
	AY 25-26
	Sessions delivered.
Increased awareness of and trust in the University reporting channels and support services available (measured through surveys). 

	Action 42: Consider appointing an external consultancy to deliver training on academic freedom and freedom of speech.
	To support teaching staff to facilitate debates in the classroom.
	Central EDI team 
	By end of AY25-26
	Session delivered and well attended.

~75% of attendees have found the session useful.



Outcome 8: Embed clear lines of responsibility and accountability for progressing EDI including effective EDI governance structures.
	Action
	Rationale
	Responsible Person
	Timeline
	Success Measure

	Action 1: Continue delivering SMT- led open sessions on EDI to keep staff and students informed on the progress made towards the commitments under the Inclusive theme of Aberdeen 2040.
	To engage staff and students with the EDI work at the University.


	Senior Management Team and central EDI Team
	Every two years
	Sessions delivered and well attended.

An increased number of staff and students engage with the EDI work at the University.

	Action 2: Accountability for progressing EDI will continue to sit within SMT at an Institutional level and within Heads of School and Professional Services Directors at a local level. Representatives from the different parts of the University will continue to be members of central committees.  
	To ensure clear and accountable EDI governance and an effective flow of information across the different parts of the University.
	SMT, University and local EDI Groups and Committees
	Review structure every two years
	Clear and accountable EDI governance.



	Action 3: Progress towards each Action Plan will be monitored by the relevant Equality Group. A paper outlining progress made and challenges met in the completion of actions will be received by the University EDI Committee at least twice/year. An annual report on progress will continue to be submitted to SMT.  
	To ensure progress is made towards each EDI Action Plan and challenges are discussed with SMT.
	EDI Action Plans’ Managers
	Progress monitored twice/year.

Report submitted to SMT annually
	~75% of actions in each EDI Action Plan are completed by the agreed timeline.



Outcome 9: Increase diversity of representation within University Court and Decision-making committees.
	Action
	Rationale
	Responsible Person
	Timeline
	Success Measure

	Action 32: We will continue to monitor and take proactive steps to ensure racial and gender diversity of our University and local decision-making committees
	To ensure the voices of underrepresented groups are heard within the decision-making committees.
	University and local EDI groups
	Annual data analysis
	Gradual and steady increased representation of women and Racialised Groups within University and local decision-making committees.



[bookmark: _APPENDIX_C:_Public][bookmark: _Toc194308304]APPENDIX C: Public Sector Equality Duty Action Plan 2021-2025

In this Appendix we report the University PSED Action Plan 2021-2025 with an update, in the last column, of the progress made until February 2025. Actions in the table have been reorganised to reflect the new agreed University Equality Outcomes (see Section 1 for more details).

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.
	Action
	Rationale
	Responsible Person
	Timeline
	Success Measure
	Progress February 2025

	1.1 Support five Schools to submit Athena Swan awards at Silver level
	Five Schools (Law, Divinity, History and Philosophy, Natural and Computing Sciences, Social Sciences and Biological Sciences) have stated their intention to submit Silver level awards.
	Heads of School, Chair of School EDIC working with Senior EDI Partners
	April 2022
	Silver award submissions submitted
	Between 2021 and 2024 four Schools have been awarded a Silver award: Psychology, Biological Sciences, Education and Social Sciences. The Schools of Law, Divinity, History, Philosophy & Art History, Business and Natural & Computing Science  retained their Bronze award. The School of Medicine, Medical Sciences and Nutrition achieved its first Bronze award at a School level, superseding Bronze awards received by each of the five Institutes (achieved between 206 and 2018).

Currently, we are supporting two Schools preparing their application: Psychology (to retain its Silver or upgrade it to Gold) and the School of Language, Literature, Music and Visual Culture (to retain their Bronze award). Both applications are due to be submitted by September 2025.

	1.2 Submit a Silver level institutional Athena Swan award
	The University has held a Bronze award since 2012. A Silver award requires the University to demonstrate the impact of actions taken. The revised Athena Swan guidelines support the University’s ambitions to achieve a Silver award.
	Vice-Principal Education working with Senior EDI Partners
	April 2026
	Silver award submission submitted
	We are continuing implementing the University Athena Swan Action Plan and work is underway in preparation for an Athena Swan Silver application, The work is led by the Gender Equality Steering Group. It is noted that a Silver application requires a demonstration of success against at least two of the previously identified priorities.

	1.3 Submit a Bronze application to the Race Equality Charter
	The University has already started work on this following signing up to the Charter in September 2019
	RESG working with Senior EDI Partner
	February 2024
	Bronze award submitted and achieved
	In May 2024, the University was awarded its first Race Equality Charter Bronze award becoming the third Scottish University to hod a REC award. The University is currently implementing its Antiracism Action Plan which was submitted to Advance HE alongside the Bronze application.

	1.4 Achieve a Bronze award in the Stonewall Workplace Equality Index
	The University has participated in the Stonewall Workplace Index for six years. Through supportive feedback from Stonewall Scotland, we have a detailed action plan for achieving an award in the WEI
	Vice-Principal Education working with Equality, Diversity and Inclusion team and Chair of Staff and PG Student LGBT+ Network
	February 2022
	Bronze award achieved
	The University achieved a Silver Award in 2022



Outcome 2: Tackle mental health stigma to improve outcomes and experiences for staff and students who have mental ill health.
	Action
	Rationale
	Responsible Person
	Timeline
	Success Measure
	Progress February 2025

	2.1 Agree updated version of the Mental Health and Wellbeing Policy and five-year Strategy
	New policy and strategy required to reflect updated position of the University in its journey to tackling mental health stigma
	Wellbeing and Engagement Manager
	December 2021 (Policy and strategy agreed) 2021-2025 (implementation)
	Policy and strategy launched with effective communication and implementation plan
	In September 2021, a Mental Health and Wellbeing Policy for all staff and students was approved. Underpinned by this Policy, the Staff and Student Wellbeing Strategy 2021 – 2025 was published. Work has commenced to inform the 2025 – 2030 strategy.

	2.2 Review Stress Management Policy and launch revised version
	Enhance the policy to take account of progress made
	Head of Health, Safety and Wellbeing
	June 2021 (launch new version)
	Policy reviewed, consulted upon and agreed by the Policy and Resources Committee
	The Policy was reviewed and launched in September 2021. Work is ongoing to delivery Stress Risk Assessment workshops as well as more targeted sessions in areas impacted by change management.

	2.3 Review the training requirements relating to the HSE Management Standards
	Review required to establish what extra training is required to support implementation of the Stress Management Policy
	Head of Health, Safety and Wellbeing
	September 2021
	Training requirements and the resources needed to deliver them identified. Training plan agreed.
	This action has been incorporated into the Health and Safety Management Plan 2022-2025 and the Wellbeing Action Plan for 2022/23.

Managing stress has been included in the Middle Managers Training Programme.

A range of training has been offered including online training made available for all staff, in conjunction with AMOSSHE and UHI.

	2.4 Maintain Healthy Working Lives Silver award accreditation and strive towards Gold standard.
	Nationally recognised accreditation which supports improved health, safety and wellbeing in organisations in a structured and productive way. Demonstrates University’s commitment to creating healthy working lives for colleagues.
	Wellbeing and Engagement Manager
	September 2022/dependent on NHS restarting award
	Annual review passed. Award programme currently paused due to Covid 19 pandemic.
	The programme has stopped so this action is no longer relevant.

	2.5 Deliver the annual calendar of wellbeing events and activities online and on campus when restrictions allow.
	A variety of wellbeing events and campaigns will be delivered to support staff and student wellbeing. These are based around national health campaigns and the needs of staff and students. Community needs are continually monitored, and campaigns will reflect this.
	Wellbeing and Engagement Manager
	2021-2025
	Successful events delivered online. Measured through monitoring participation levels and feedback responses
	A number of wellbeing events and activities have been delivered online and more recently in person. Most notably, the BeWell and Inclusion Fairs which were attended by an estimated 1300 members of staff and students. Figures for all event and activities have been collected.

	2.6 Train new Mental Health First Aiders when the courses and funding become available.
	Training needed to account for turnover of staff and build in some additional capacity in cover for some parts of the University.
	Wellbeing and Engagement Officer
	Dependent on availability of courses
	Courses run to accommodate everyone on the waiting list, when this is permitted.
	Efforts are currently being focused on supporting our 130 strong network of mental Health first Aiders, providing them additional knowledge and support to fulfil their role. This forms part of a wider suite of training to upskill and empower the entire community to support mental health.

	2.7 Fully implement reporting/monitoring procedure for Mental Health Champions and Mental Health First Aiders.
	Feedback on activities and effectiveness of the MHFA purely anecdotal/verbal at present, via the MHFA Forum. Need to quantify this
	Wellbeing and Engagement Officer
	Dependent upon findings of 2.8
	Quantitative evidence of MHFA activities reported to enable analysis and feedback.
	An annual feedback and monitor system has been developed and rolled out

	2.8 Carry out an Evaluation of MHFA and MH Champions activities.
	Study needed to identify reasons why the reporting form is not being utilised and any other concerns impeding the effectiveness of the MHFA and Champions. (Very little research has been done on this in the UK).
	Wellbeing and Engagement Officer
	July 2021 (evaluation completed)
	Report produced with recommendations for consideration by the Mental Health and Wellbeing Group, and the Equality Diversity, Inclusion Committee.
	The network is reviewed on an ongoing basis.

	2.9 Continue to roll out the Suicide Prevention Training Plan.
	Training needed to support MHFA and Academic Tutors.
	Wellbeing and Engagement Officer
	2021-2025
	Deliver courses as detailed in the training plan and meet demand.
	The University launched its suicide safer University strategy in September 2024. 
40 members of staff from across the University and Students Union have Across the 3 sessions delivered this year



Outcome 3: Eliminate barriers which may present due to multiple intersectional protected characteristic identities.
	Action
	Rationale
	Responsible Person
	Timeline
	Success Measure
	Progress February 2025

	3.1 Consider intersectional approaches when delivering events and engagement activities
	The University is increasingly alert to the issues combined protected characteristics can present. Some of this work is already being undertaken as part of the University’s Charter work, but it needs to become an ingrained part of data analysis
	Equality, Diversity and Inclusion team working with EDI Events and Engagement Group
	Ongoing
	Feedback on events and engagement activities is positive and refer to positive outcomes in relation to multiple identities
	EDI events organised throughout the years (e.g., Black History Month; International Women’s Day; BeWell and Inclusion Weeks; etc..) have had and will continue to have intersectionality at its core.

	3.2 Update Equality Impact Assessment template with guidance on intersectionality
	The current EQIA process is focussed on specific protected characteristics. To raise awareness of intersectionality the EQIA form requires to be updated
	Equality, Diversity and Inclusion Team
	September 2021
	EQIA template updated and re-launched
	The EQIA template was updated to include a broader range of identities such as neurodivergent and carer experienced.
Moreover, in October 2023, the University EDI Committee reviewed the EIA process and agreed that going forward EIAs should be attached to policies as they go through the approval process and final approval is by the committees approving the policy (the University EDI Committee will continue to provide feedback on EIA attached to policies).

	3.3 Increase number of staff and student profiles in newsletters and other communication channels which refer to intersectional identities
	Raises awareness of the issues around intersectionality
	Communications Team working with Equality and Diversity Adviser and Student Experience Team
	2021-23
	At least one profile launched every six months
	Staff and student profiles have been a regular feature in the staff and student newsletters. The newsletters also contain sections dedicated to wellbeing and to equality, diversity and inclusion.



Outcome 4 (reworded in April 2023 to align with NEO): Create an antiracist university by developing and implementing the antiracism strategy action plan.
	Action
	Rationale
	Responsible Person
	Timeline
	Success Measure
	Progress February 2025

	4.1 Develop and implement a Race Equality/Antiracism Strategy
	Key remit of RESG to develop a strategy and important to launch a strategy which communicates the University’s goal to create an anti-racist culture and set out what this means for staff and students
	Vice-Principal Education working with Equality, Diversity and Inclusion team
	September 2021
	A successful strategy will lead to a culture where staff and students experience a sense of belonging, measured through focus groups and surveys
	An Antiracism Strategy was launched in July 2022.
In 2023/24 the University developed an Antiracism Strategy Action Plan which will be implemented by 2029. Work is now underway (data analysis and consultation with staff and students) to review the Strategy 2022-25 and launch the next Strategy 2025-2030.

	4.2 Analyse feedback on the Race Equality training launched in January 2021 and agree training approaches for refresher training/reflection and additional training for groups of staff
	Appropriate, challenging and reflective training is a key aspect of tackling racial harassment
	Equality, Diversity and Inclusion Team working with Staff Development and Head of HR
	September 2021 and ongoing
	Feedback on the training analysed and recommendations for the next phase approved
	Feedback from race training in 2021 and 2022 has been analysed and acted upon. 
In 2023, a procurement exercise was initiated with the aim to appoint an external consultancy to deliver further and tailored training to frontline staff on how to deal with the disclosure of a racist incident. None of the proposals received met the University’s requirements. A guidance was developed internally and distributed initially to all frontline staff and subsequently to all staff and personal tutors.

	4.3 Implement and launch new racial harassment reporting system with regular communication of the reporting options
	Listening activities have shown that a range of reporting procedures are valued and that strong communication of those is required
	Acting Deputy Director of People
	June 2021
	Expect numbers of reports to increase as the system is communicated Listening sessions / race surveys indicate increased awareness of reporting procedures
	The Online Reporting Tool has been launched and awareness of this has been raised through digital communications, posters and digital signage across the University’s campuses.

In 2022, the Race Equality Strategy Group (RESG) assessed the Tool to ensure it was fit-for-purpose, clear and accessible. The Toolkit was enhanced based on RESG’s feedback and promoted to staff and students through Newsletters, Teams sites and quarterly-released EDI Digests.

Data form the Tool are extracted on a quarterly basis and shared (anonymously) with relevant committees (e.g., RESG and EDIC) for information and actions.

	4.4 Develop and launch new race equality webpage and monitor traffic
	A dedicated webpage is required to act as a ‘home’ for resources, information about actions the University is taking, support and reporting procedures, consultation initiatives
	Equality, Diversity and Inclusion team working with HR Intern
	May 2021
	Webpage launched. Number of hits indicates that it is being used by staff and students Race equality surveys indicate that staff and students are aware of the page
	The Race Equality Webpage has been launched and awareness of this page has been raised through digital communications.

The webpage has been populated with articles, reading suggestions, and webinars. 
Results from the 2022 Race Equality Charter (REC) staff and student surveys were published in the webpage. The results from the October 2025 REC surveys will be published there as well.

The webpage provides up-to-date information regarding race-focussed Groups, Networks and resources for all.

	4.5 Achieve 100% uptake on Understanding Race Bias online training
	Mandatory training should be completed by all staff
	Equality, Diversity and Inclusion team working with Head of HR
	September 2022
	100% uptake achieved Race surveys and listening activities demonstrate the impact of the training
	All existing staff are encouraged, through their line manager, to complete this training. However, this training is mandatory only for all new starters (who must complete it within 3 months from the start of their employment; completion is monitored by Staff Development) and for staff sitting on recruitment and promotion committees. Completion (completion is monitored by HR).

	4.6 Develop and launch race communications plan
	A planned approach to communications on race equality is required to maintain an open and transparent approach with the University community and to provide opportunities for staff and students to engage with the work on creating an anti-racist culture
	Head of Organisational Development working with Head of Communications
	April 2021 and ongoing
	Communications Plan developed and launched Expect increased representations and queries from staff and students about activities
	Regular communications have been shared with the community and can be seen here

	4.7 Working group to recommend a set of terminology/definitions to be used in the University to present its recommendations by September 2021
	It is critical that the University explores the use of terminology and definitions in partnership with staff and students to ensure that processes are in place to monitor use of language and review
	Vice-Principal Education working with Equality, Diversity and Inclusion team
	September 2021
	Working group established and achieving appropriate consultation and meeting remit of the group
	A Race Definitions Task and Finish Group was established and recommended a set of definitions and undertook work on the adoption of the Jerusalem Declaration on Antisemitism.

Further work on this was done by the central EDI Team in 2024 with the inclusion of a set of race-related definitions in a section of a newly developed handbook on “how to deal with the disclosure of a racist incident”.

The Antiracism Roundtable has identified ‘Race Terminology’ has an area for partnership working during AY2024-25.

	4.8 Establish a network of Race Equality Champions
	The Race Equality Champions will be in place by March 2021 and the network will serve to support the Champions to undertake their role effectively and to provide the University with vital feedback which could inform decision-making
	Equality, Diversity and Inclusion team
	End of April ongoing
	Champions appointed Network created Network providing useful space for discussion and ideas for moving forward with creating an antiracist University
	23 Race Equality Champions across the University’s Schools and Directorates have been appointed.

The Champions meets on a quarterly basis in a Forum which is chaired by the Senior EDI Partner. At each meeting, the RE Champions work on the implementation of actions from the Antiracism Strategy Action Plan. During 2023/24, the RE Champions have actively contributed progressing work on decolonising the curriculum in their area and sharing progress with the members of the Forum; researching resources to close the ethnicity degree awarding gap, increasing awareness of race inequalities in the Institution and individual areas; reviewing the Antiracism Strategy 2022-25 with the view of launching the Strategy 2025-2030 by December 2025.

	4.9 Publish the Antiracism Strategy Action Plan
	The Antiracism Strategy Action Plan is available on the University of Aberdeen intranet pages and are shared widely with our staff and students
	Senior EDI Partner working with Vice Principal Education and Head of the School of Medicine, Medical Sciences and Nutrition
	March 2023
	Our community understand how and when the University will achieve its goals set out in the Antiracism Strategy
	An Antiracism Strategy Action Plan has been developed by the Race Equality Strategy Group between 2023 and 2024.

The Action Plan was shared with Heads of School, Professional Services Directorates, School EDI Leads and Race Equality Champions, and local EDI Committees. The Action Plan will need to be implemented by 2029.

	4.10 Establish a communication framework for continuing to share progress made against the Antiracism Strategy with staff and students as per the Implementation Plan
	A planned approach is needed to ensure that the University community is kept updated as to the progress of the Antiracism Strategy.
	Head of Communications and Senior EDI Partner working with Vice Principal Education and Head of the School of Medicine, Medical Sciences and Nutrition
	Ongoing
	Staff and students receive regular updates on progress via email  
	The Implementation Plan has been shared with Court and sets out the broad timelines for reporting on the Antiracism Strategy.  A Communications framework is being developed to align with this.

	4.11 Conduct focus groups with staff and students to further understand the results of the REC surveys
	Detailed conversations are required to enhance understanding of the issues raised by staff and students through the REC surveys. 
	Senior EDI Partner 
	October 2023
	Focus groups provide further insights as to the barriers faced by racialised groups in the University
	A focus group was organised in December 2023 to explore barriers experienced by Racialised Groups academic staff in their career progression. The focus group was attended by 5 members of staff and issues highlighted were reported in the Race Equality Charter Bronze submission and reflected in the Antiracism Action Plan 2024-2029.

	4.12 Develop an Antiracism Strategy Action Plan to support the implementation of the Antiracism Strategy and address the issues identified in the REC surveys.
	An operational plan is required to translate the strategic actions identified in the Antiracism Strategy into achievable actions.
	Vice Principal Education and Senior EDI Partner
	February 2023
	A SMART action plan is developed, monitored and shared with the University community.
	An Antiracism Strategy Action Plan has been developed by the university Race Equality Strategy group. It covers 2024-2029 and include actions under 8 priority areas. The Action Plan was shared with School EDI Leads, Race equality Champions, Heads of School and Professional Services Directors. School and Directorates will have an active role in the implementation of some of those actions.

	4.13 Submit an annual report of progress and challenges to the Senior Management Team (SMT) and Court. 
	Leadership in antiracism is critical to progress in this area.  The Senior Management team must be kept updated and be aware of challenges or barriers to progress.
	Vice-Principal Education and Senior EDI Partner
	Annually
	Helpful reports are produced for the SMT and Court, generating discussion and ideas.
	Progress on the Antiracism Strategy and Action Plan is shared with EDIC twice/year. EDI reports to SMT annually.

	4.14 Repeat Race Equality Charter surveys every two years. 
	Requirement of the Race Equality Charter.  Explore views on racial inequalities, monitor the success of our actions and identify where a change in approach is required.
	Vice Principal Education, Head of SMMSN and Senior EDI Partner
	May 2024
	Staff and student surveys are conducted and achieve a higher response rate than that in the 2022 surveys
	The first Race Equality Charter survey was done in March 2022. The University ran its biennial Engagement staff survey in November 2024. To avoid overlapping with this survey and avoid surveys’ fatigue, we decided to repeat the survey in October 2025 (rather than October 2024).

	4.15 Increase engagement in race training that is open to all staff
	Identify barriers to undertaking race training and address these. 

Race training is advertised more widely and encouraged by senior staff

This is required to ensure that all staff understand their responsibilities to deliver the Antiracism Strategy
	Vice-Principal Education and Senior EDI Partner
	June 2024
	Feedback on barriers is received and addressed and senior staff contact teams about race training opportunities and encourage attendance

Engagement in race training open to all staff increases
	No progress to report in February 2025



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.
	Action
	Rationale
	Responsible Person
	Timeline
	Success Measure
	Progress February 2025

	5.1 Continue to implement and review the University’s BSL Action Plan
	Required under legislation but is also key to the implementation of Aberdeen 2040 Inclusive commitments
	Equality, Diversity and Inclusion team
	ongoing
	Actions implemented with reviews undertaken
	After the implementation of the BSL action 2018-2023, the University BSL Working Group developed the BSL Action Plan 2024-2030 which was published in StaffNet both in BSL and English. The Action Plan was developed through consultation with staff and students which was carried out in collaboration with Further (NESCol) and Higher Education (RGU). We are currently implementing it.

	5.2 Approve and implement an Accessibility and Inclusion in Education Policy
	Policy required after inconsistencies in the implementation of EDI practices identified across the University. Policy to highlight and support enhanced and consistent implementation of EDI practices across Education
	Dean of Student Support working with Head of Organisational Development
	December 2021 (approve) December 2022 (implement) 2025 (review)
	Policy approved and launched Expect increased queries about accessibility in Teaching and Learning as colleagues begin to implement the Policy
	Following consultation, it was agreed that an online framework would be more appropriate than a policy. An Inclusivity and Accessibility in Education Framework has been launched.



	5.3 Continue to work in partnership with the Disabled Students Forum to enhance the accessible accommodation – new website created, and physical changes made
	Feedback from the Disabled Students Forum indicated that students were regularly unable to find information about what was available. Application process needs to be more accessible.
	Dean of Student Support working with Head of Accommodation Estates Committee
	2021-2025
	Feedback from students is positive Students who wish to use the accommodation report being able to access information more easily – monitored through surveys/focus groups
	Website developed for easier navigation. A range of accommodation with accessible rooms and hearing impairment facilities are advertised.



	5.4 Implement the recommendations of the Higher Education Commission report Arriving at Thriving: learning from disabled students experiences (2020)
	A working group has been established to take this forward – the report requires careful consideration regarding the student journey as it indicates that disabled students face challenges and barriers across all aspects of university life
	Dean of Student Support working with Inclusion Practitioners Group Estates Committee
	September 2021 (actions agreed and communicated) 2021 – 2025 (review of implementation)
	Feedback from Disabled Students Forum and wider student body improves, measured through focus groups/surveys
	Significant work has been undertaken to support disabled students and to implement the recommendations of the Report. Wider work on creating inclusive campuses to be launched as part of Aberdeen 2040 commitments.


	5.5 Review support offered to disabled staff and implement changes where appropriate
	The Staff Disability Network plays a key role in supporting staff and it is through this route that a review would initially be undertaken
	Head of HR working with Chairs of Staff Disability Network and Equality and Diversity Adviser
	December 2021 (review completed) 2021-2025 (implementation of actions)
	Review undertaken Actions identified and implemented Feedback from Staff Disability Network is positive
	Developed a ‘guidance on reasonable adjustments’ to support both line managers and staff who are seeking reasonable adjustments

In 2024, we reviewed AccessAble, a toolkit which provides access guides for our buildings and campuses. Training on this Tool was delivered to EDI Leads.

The Support for timed exams/assessments for disabled students has been recently enhanced and promoted through School Inclusion Coordinators and Exams Team to ensure that adjustments are in place for students who need/request them.

In May 2023, the University initiated the ‘Reimaging our Campuses’ project which includes a specific working group for ‘Inclusion, Accessibility and Wellbeing’. Staff and students (including School EDI Leads) were provided the opportunity to join the workstreams. The University EDI Committee provided feedback on the project (in relation to the Inclusion, Accessibility and Wellbeing part). The project is still underway.




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.
	Action
	Rationale
	Responsible Person
	Timeline
	Success Measure
	Progress February 2025

	6.1 Publish a comprehensive policy and accompanying procedures supporting the statement of commitment
	Enshrining the values of the statement of commitment into University policy is critical to operationalise its principles
	Acting Deputy Director of People/Head of HR Partners
	June 2021 (published) 2021-2025 (implemented)
	Policy approved and launched. Expect increased queries/reports of GBV as the policy becomes embedded
	An Addressing Gender-Based Violence & Sexual Harassment Strategy Group has been established and is responsible for driving change in combating GBV. The Group oversees the Combating GBV Action Plan.

In November 2021, the University launched its first Addressing GBV & Sexual Harassment Policy. This Policy was reviewed in 2024 and enhanced in relation to its reference to domestic abuse and intimate partner violence.

	6.2 Continue to participate in pilot training for staff and roll this out to all frontline support staff and Senior Personal Tutors
	Training is critical to raising awareness and creating a culture where staff and students can confidently and safely discuss/report GBV
	Acting Deputy Director of People/Head of HR Partners
	December 2021/ongoing
	Effective training assessed through feedback rolled out
	A range of training has been offered including online training made available for all staff, in conjunction with AMOSSHE and UHI.

Since its launch in 2022, over 400 staff have actively engaged with LISTEN, a new Risk Assessment, which is offered by Emily Test. More sessions are planned for 2025.

Some key senior staff in the Student Support team have had enhanced training in Domestic Abuse risk assessment. 

	6.3 Work with AUSA to develop and deliver Consent training to students entering the University and to all student leaders (Club Captains and Committees and Society Presidents and Committees)
	Training for students in specific roles is critical to raising awareness and creating a culture where students can confidently and safely discuss/report GBV
	Acting Deputy Director of People/Head of HR Partners
	September 2022
	Effective training assessed through feedback rolled out
	Ongoing – the University is collaborating with EmilyTest on this.



	6.4 Work with local partners and institutions (RGU, NESCOL, Police Scotland, ACC and NHS) to further the idea of a “Fearless Aberdeen”
	Woking with local partners is critical to challenging GBV
	Acting Deputy Director of People/Head of HR Partners
	December 2021 and ongoing
	Partner organisations contacted Actions developed regarding the role of the University and the partners in taking forward the University’s priorities.
	Since 2021, first responder training has been delivered to over 40 members of staff by Rape Crisis and continue to work with them on their training being rolled out at the University to key frontline staff.



Outcome 7 (reworded in April 2023 to better align with the NEOs): Create and maintain an inclusive culture which everyone (staff and students) feels a part of, which is safe, respectful, and supportive.
	Action
	Rationale
	Person Responsible
	Timeline
	Success Measure
	Progress February 2025

	7.1 Achieve 100% completion rate in Inclusion Essentials mandatory online training (advise on implementation at Qatar campus)
	Mandatory training should be completed by all staff
	Senior Vice-Principal working with Equality and Diversity Adviser and Head of HR
	September 2022
	Uptake reports indicate 100% completion rates
	All existing staff are strongly encouraged, through their line managers, to complete this training. This training, however, is currently mandatory only for new starters (completion is required within the first 3 months of employment and is monitored by Staff Development) and for staff sitting on recruitment and selection panels as well as on promotion committees (completion is monitored by HR).

	7.2 Undertake analysis of the results of the staff survey 2020 by protected characteristic and develop and implement actions with EDIC where issues are identified
	Understanding where there may be barriers or concerns in relation to specific questions in the survey will assist in teasing out where discrimination is identified
	Senior Vice-Principal working with HR Specialist Services Partner
	May 2021 (discussion with EDIC) 2021-2025 (implementation of actions)
	Analysis completed and appropriate actions approved and implemented
	Detailed analysis of specific questions in the 2020 staff survey has been undertaken and discussed with EDIC. Issues identified included lower levels of satisfaction in the LGBT+ community as compared to other groups. Action has been taken to address this through the Stonewall Workplace Equality Index framework and by the Staff and PG Student LGBT+ Network.

	7.3 Implement the Dignity at Work and Study Toolkit and roll out appropriate training.
	The Dignity at Work and Study Working Group has engaged in powerful debate and conversation on the development of the Toolkit. The Toolkit will, along with appropriate training and awareness raising, support the University’s development of a culture which embraces diversity by understanding the barriers, both at an individual and group level, encountered by staff and students and how to address these.
	Director of People working with Senior HR Organisational Development Partner
	December 2021 (Toolkit launched) 2021 – 2025 (implementation and review)
	Toolkit launched successfully, measured by hits on website, feedback from SMT/UMG Appropriate training delivered, receiving excellent feedback, measured through feedback forms
	The Toolkit was launched during the BeWell Week in October 2024. Presentations were delivered to School Executives by the HR Partners to increase awareness of the Toolkit and explain how it can be used.



	7.4 EDIC to review the results of the Staff Survey 2022 to determine where specific actions may be required to address inequalities
	The results of the Staff Survey 2022 are analysed by School and Directorate
	Senior HR Partner, Head of Organisational Development and Vice Principal Education
	December 2023
	Set of actions to address inequalities identified and an action plan developed and implemented to support this
	In April 2023, EDIC received a paper where the results of the EDI questions in the survey were further split by protected characteristics and discussed for action planning.
Results split by ethnic groups were further discussed with the University Race Equality Strategy Group, were reported in the Race Equality Charter Bronze award submission and inequalities addressed in the Antiracism Strategy Action 2024-2029.

	7.5 Review Staff Survey questions and National Equality Outcomes to ascertain how the questions may require to be re-framed
	A full review of the Staff Survey questions is conducted  
	Senior HR Partner
	December 2023
	New questions are approved and implemented into the Staff Survey 2024
	The review was done and some questions added, as relevant.


Outcome 8 (New Equality Outcome. Actions in this section were reported in the PSED Interim Report 2023 under ‘Governance’): Embed clear lines of responsibility and accountability for progressing EDI including effective EDI governance structures.
	[bookmark: _Hlk189537992]Action
	Rationale
	Responsible Person
	Timeline
	Success Measure
	Progress February 2025

	8.1 Review the frequency of meetings of University EDIC, with a view to adding one more meeting per year
	Agenda items have been steadily increasing in number with enhanced level of robust discussion at each meeting
	Vice-Principal Education working with Head of Organisational Development
	September 2021
	Number of EDIC meetings eases pressure on agenda length and provides enough scope for strong discussion
	Currently EDIC meets four times a year.  

Approved minutes are published on StaffNet and summarised on an EDI Digest which is released on a quarterly basis to ease flow of information between the committee and staff/students.

	8.2 Review the operation of EDIC to ensure that it retains its remit as a strategic body. Consider an operational arm of EDIC to present the key questions to be discussed by EDIC
	Important that EDIC is perceived as and operates as a strategic decision-making body within the wider University governance structure to reflect the breadth and scope of EDI activities
	Vice-Principal Education working with Head of Organisational Development
	September 2021
	EDIC retains its position as a strategic body, contributing to the wider University strategic framework
	Remit and membership are reviewed annually at first meeting of the committee cycle.

Agenda is set up based on a business cycle to ensure all protected characteristics/wider inclusion EDI matters are covered.

Papers presented to EDIC have a section where the presenter ask what they wish to ask to the committee to approve/discuss.

	8.3 Support the School EDICs to link into the University EDIC to support consistency in approaches
	It will be important to ensure that the School EDICs are fully appraised of the discussions at the University EDIC and are then supported to understand what those mean for the School EDICs
	Vice-Principal Education, School EDICs and Head of Organisational Development
	Ongoing
	A robust framework of governance exists between the School EDICs and the University EDIC to achieve effective flow of communication and support
	Each academic School has, since 2021, an EDI Committee which is chaired by the School EDI Lead(s) in that area. 18 School EDI Leads have been appointed in 2021 and meet quarterly in a Forum to share challenges and good practice. Currently, two EDI Leads sits on the university EDIC to represent all School EDI Leads.

Moreover, an EDI Digest is released quarterly to ensure flow of information between the University EDI Committee and all staff/students.







Outcome 9 (New Equality Outcome. Actions in this section were reported in the PSED Interim Report 2023 under ‘Court’): Increase diversity of representation within University Court and Decision-making committees.
	Action
	Rationale
	Responsible Person
	Timeline
	Success Measure
	Progress February 2025

	9.1 Actively monitor the diversity of Court and establish mechanisms for achieving a membership which reflects more closely the diversity of the University staff and student community
	Significant improvement had been made regarding the gender imbalance on Court. It is critical that Court now seeks to address under-representation in relation to other characteristics
	University Secretary and Chief Operating Officer working with clerk to Court and Head of Organisational Development
	2021-2025
	Actions taken to address under-representation where appropriate Actions result in a Court which is more representative of the University community
	Steps have been taken to achieve greater diversity and a gender balance. Court has 25 members. As 2024, 17% of Court members are from a racialised Group background and 52% of are female. The composition of the University (Court, Senate and Senior Management Team) and School (Education, Research, School Executive and EDI) decision-making committees by protected characteristics will be monitored annually as a part of the University’ commitment towards Race Equality and Athena Swan Charters. 

To ensure a fair, transparent and bias-free recruitment process, all staff involved in the recruitment of Court and other decision-making committees must undertake EDI online modules such as Inclusion Essentials, Tackling Racial Bias and Understanding Unconscious Bias training. 



OTHER ACTIONS 

Transgender Equality
	10.1 Develop supporting guidance for the Transgender Equality Policy through consultation with staff and student groups
	The Policy provides high-level guidance however there is a need for practical support to achieve the full implementation of the Policy
	Equality, Diversity and Inclusion Team with Chair of the Staff and PGR LGBT+ Network
	September 2021
	Guidance developed and launched
	Guidance on gender pronouns is currently being developed. The timeframe for developing supporting guidance for the Transgender Equality Policy has been extended to September 2023. 

	10.2 Roll out associated training on the Policy and Guidance to staff, exploring online options
	School-based session delivered by the STA was well-received and training would support the implementation of the Policy
	Head of HR, Head of Organisational Development and Staff Development
	December 2021
	Training identified and delivered Feedback indicates the training was helpful Feedback from networks and forums indicate the training has had a positive impact
	Transgender and Non-Binary Skill Boosters online course has been added to the eLearning webpage. Two transgender awareness sessions were delivered to 60 members of staff in November 2022. Feedback was overall positive.




EDI Events and Engagement Group

	10.3 Plan an events calendar for 2021 and seek approval of this from EDIC
	A calendar must be produced to support the Diversity Calendar and to reflect the funding received from DT
	Acting Deputy Director of People working with Equality, Diversity and Inclusion team and clerks to the group
	May 2021 (approval from EDIC) 2021-2025 (implementation of action plan)
	Calendar produced detailing resources and timescales
	An events calendar was planned for 2021 and 2022 with timescales. Key celebrations were Black History Month and LGBTQ+ Pride Month.
In 2024 we reviewed our approach and introduced a more sustainable/collaborative approach between Equality Networks, Students’ Union, staff and students. Short-life working groups (comprising staff and students) have been established to organise EDI events at core dates as well as to increase engagement with EDI. This approach has worked well and will continue in the future. The REF2021 EQIA was developed and uploaded to the University webpages. It can be found here “ – No change 

	10.4 Communicate with the staff and student community on the work of the Group and the events and engagement planned
	Strong communications plan required to ensure the community is aware of the events and engagement opportunities
	Acting Deputy Director of People working with Equality and Diversity Adviser and clerks to the group and Communications
	Ongoing
	Communications plan developed and launched Feedback from staff and students on feedback forms indicate they were aware of events in good time
	Staff and students have been asked for feedback following a number of celebrations such as International Women’s Day and Black History Month.

The short life working groups review the feedback and keep it in mind prior to the following event(s).

	10.5 Work with staff and students from across the University to harness expertise, lived experience, interests and knowledge and elevate and support EDI initiatives taking place across the University
	Events and engagements which are based on feedback from staff and students and which address the lived experience of staff and students should inform the work of the group to deliver events which are likely to be successful and impactful
	Acting Deputy Director of People working with Equality, Diversity and Inclusion team and clerks to the group
	Ongoing
	Feedback from staff and students indicates that events and engagement themes are relevant and can drive meaningful change
	EDI events are organised at core dates by short-life working groups which include staff, students and chairs of networks.

	10.6 Secure an annual budget for the work of the Group
	Budget critical to be able to plan appropriately and to maintain the momentum of the group
	Acting Deputy Director of People working with Head of Organisational Development and clerks to the group
	Annually
	Budget secured Plan of action regarding how the budget will be spent
	The Group was dismantled in 2024 dismantled. However, funds are provided, where possible, to short-life working groups where they are required for EDI events.

	10.7 The EDI Events and Engagement Group and Antiracism Roundtable to co-create Black History Month events in 2023
	Areas for cross working amongst the EDI Events and Engagement Group and partners with the Antiracism Roundtable identified to support antiracism work in the northeast of Scotland
	EDI Events and Engagement Chair working with Vice Principal Education
	October 2023
	Appropriate University of Aberdeen Black History Month events and initiatives advertised externally and one event delivered in collaboration with Antiracism Roundtable partners
	A Black History Month short-life working group was created in 2023 and 2024 to create a programme of events to celebrate BHM. The events were organised by the University but were open to internal and external individuals. Members of the Roundtable were invited to attend events organised by each member organisation.

The University will work in partnership with members of the Roundtable for Black History Month 2025.



Research Excellence Framework

	10.8 [bookmark: _Hlk184820237]Continue the equality monitoring of decision-making in the REF process and involve EDIC in the analysis of data
	EDIC requested that it be kept appraised of the monitoring being undertaken to assess the contribution of different staff groups to the REF process
	Senior Policy Adviser, Research and Innovation
	May 2021 (EDIC discussing REF EQIA) 2021 – 2025 (continued monitoring and implementation of actions)
	Analysis used to implement meaningful actions to address under-representation in the REF process
	The annual deep dive and benchmarking exercise of the University Research Committee includes an analysis of applications, awards and research income by gender and ethnicity.” A paper went to the University Research committee in October 2024. The exercise will be repeated next year and will drill down to REF panel level to provide additional context to the analysis.
An online dashboard which shows applications, awards and research income by protected characteristic by School/discipline/institute is being developed and will be shared with EDIC.” – this has now been developed and is available here 


Aurora Leadership Programme
	10.9 Monitor the effectiveness of the Aurora Leadership Development Programme
	Schools and Professional Services areas continue to support staff to attend the Aurora Leadership Programme and it is important to monitor the experiences of those staff and ascertain the impact of the programme
	Senior EDI Partner working with School Athena Swan Leads
	Ongoing with regular review
	Monitoring undertaken and recommendations made as appropriate
	55 members of staff across the University were supported through Aurora during the 2021/2022 academic period. 13 delegates attended Aurora in 2022/23 and 11 in 2023/24. 



Carers
	10.10 [bookmark: _Hlk184821206]Achieve accreditation as a Carers Positive employer
	The Parents and Carers Network has noted the impact on working life being a carer has. An accreditation such as the Carers Positive award would signal University commitment to supporting carers
	Equality, Diversity and Inclusion team working with Chairs of Parents and Carers Network
	January 2022 (initial accreditation) 2021-2025 (implementation of principles of the Charter)
	Accreditation achieved Related policies and guidance developed, launched and implemented
	Work on this is being undertaken. However, the timeframe has been moved to 2025/26



Equality Networks
	10.11 Build links across the Staff Equality Networks and facilitate partnership working where appropriate
	Organise a meeting for the EDI team to meet with the Equality Networks chairs/co-chairs – there have been conversations about how the chairs could work together on initiatives and further develop intersectional approaches
	Head of Organisational Development
	June 2023
	Initiatives and events are delivered through collaboration across the Equality Networks
	Since February 2023, Equality Networks chairs me on a quarterly basis in a Forum chaired by members of central EDI Team. The chairs discuss challenges, upcoming events and areas for partnership working.

	10.12 Share the results of the intern Equality Networks project and agree actions for implementing ideas shared through the surveys
	The report provides recommendations for developing and enhancing the Networks and building on strong foundations
	Senior EDI Partner working with Head of Organisational Development
	June 2023
	The discussions on the report generate change where appropriate and where a positive impact will be experienced by the Network group members. Actions are successfully implemented
	The results were presented to the Equality chairs, actions agreed and implemented. 





New National Equality Outcomes
	10.13 Consult EDIC on the NEOs and the University’s approach to addressing them and options for the University’s current Equality Outcomes
	EDIC will need to be involved in setting the direction for the University and in mapping the data requirements for the NEOs.  
	Head of Organisational Development
	May 2023
	A coherent approach to addressing the NEOs while being cognisant of the University’s internal Equality Outcomes is established and approved through appropriate governance structure.  
	In April 2023, the University reviewed its Equality Outcomes with the aim to align them with the NEOs published in 2023.
EDIC approved the revised EO which are now published here



