University of Aberdeen - Revised Equality Outcomes 2023-25

1. Introduction 
This report sets out the University of Aberdeen’s revised Equality Outcomes for the period up to 2025 as approved by Equality, Diversity and Inclusion Committee in June 2023. The Equality Outcomes have been revised to embed, at a strategic level, the National Equality Outcomes and related success measures. 
This report should be read in conjunction with our 2023 Equality Mainstreaming Report. 

2. National Equality Outcomes
National Equality Outcomes (NEOs), developed by the Equality and Human Rights Commission (EHRC) and the Scottish Funding Council (SFC) in consultation with the sector, identify and respond to persistent inequalities in the tertiary education system. The NEOs aim to address inequalities across the protected characteristics and place an emphasis on improving outcomes for individuals by using a data-driven approach. The NEOs provide the opportunity to consolidate work already undertaken and ongoing at the University on tackling harassment intended to create a safe and inclusive culture using a data-driven approach and across several protected characteristics. 

In order to revise the University of Aberdeen Equality Outcomes a mapping exercise was undertaken to understand how the University’s PSED Equality Outcomes relate to the NEOs and to assess which NEOs are relevant to the University i.e., if the inequalities identified via the NEOs are reflected within our data, and whether there are any associated inequalities for which we did not have an equality outcome.
Data sources relevant to support adopting of the NEOs were identified. These include our Staff Engagement Survey, National Student Survey, the Annual Student Experience Survey, data analysed via the Governance and Planning team (either within Bi-Dashboards or separate reporting) and data analysed via the EDI team (for example for the Advance HE equality charters work and submissions). We also identified gaps in our current data, which would be needed to assess inequalities at the University of Aberdeen.  

The proposed approach to revising the University’s Equality Outcomes was approved by University of Aberdeen’s Equality, Diversity and Inclusion Committee (EDIC) in April 2023. The revised Equality Outcomes were subsequently approved by EDIC in June 2023.

3. The Revised Equality Outcomes
Table 1 sets out the revisions to the PSED University Equality Outcomes (2021-2025) and shows a streamlined version of the previous PSED University Equality Outcomes (as reported within the last PSED report published in April 2023). Links have been provided to specific EDI action plans, which provide greater detail. 
Revisions have been made to Equality Outcomes 7-9,

· Outcome 7: Reduce the level of discrimination reported in the staff survey from 11% to 5% in 2022 has been replaced with: ‘Create and maintain an inclusive culture which everyone (staff and students) feels a part of, which is safe, respectful, and supportive.’
· Outcome 8 is a new outcome setting out our approach to EDI Governance: ‘Embed clear lines of responsibility and accountability for progressing EDI including effective EDI governance structures.’ 
· Outcome 9 is a new outcome setting out our aspiration to: ‘Increase diversity of representation within University Court and decision-making committees’ 

There is no change to the remaining Equality Outcomes - as listed in Table 1. Data driven success measures informed by the NEOs have been embedded throughout Table 1 where these were not already present. 

4. Approach to implementation
Further work is underway to address identified data gaps and to embed success measures, as reflected in italics Table 1, within the specific EDI or institutional action plans - such as the Tackling GBV and sexual harassment action plan, anti-racism strategy, wellbeing strategy/action plan and student and staff experience action plans as applicable. It is proposed that success measures are embedded within specific action plans by December 2024.
Table 1: University of Aberdeen revised Equality Outcomes 2021-25
	Equality Outcome
	Rationale / Evidence
	Key Activities
	Success Measure 
	Responsibility

	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


NEO
Institutions will have regard to significant imbalances on courses and take action to address it. (PC - Sex)
	The revised Athena Swan guidelines support the University’s ambitions to achieve a Silver award.
Five Schools have stated their intention to submit Silver level awards.

The charters and accreditations provide a framework through which to identify and address the barriers to create greater inclusivity for people in all roles 

	Support five Schools to submit Athena Swan awards at Silver level by April 2022

Submit a Silver level institutional Athena Swan award by 2026.

Submit a Bronze application to the Race Equality Charter by 2024

Achieve a Bronze award in the Stonewall Workplace Equality Index by 2022

Institutional Athena Swan and Gender Pay Gap action plans includes activities relating to gender pay, women leadership programmes such as Aurora and Transgender Equality
	Submissions submitted to deadline.

Positive impact of Athena Swan submissions evidenced through successful Silver submissions.
	Heads of School/Chair of School EDIC working with Senior EDI Partners 

GESG

RESG



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



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)
	Wellbeing is a theme within Aberdeen 2040 which articulates the University’s aspiration to care for the wellbeing, health and safety of our diverse community, supporting and developing our people to achieve their full potential.

Evidence gathered through questions embedded within staff and student engagement surveys and surveys/focus groups targeted specifically on wellbeing. 

	Mental health and wellbeing policy and strategy developed.
Stress Management Policy revised and launched.

Deliver annual calendar of wellbeing events and activities. 
Train new and support and Mental Health First Aiders. 
Implement reporting / monitoring procedure for Mental Health Champions and Mental Health First Aiders.

Continue to roll out the Suicide Prevention Training Plan, Student Mental Health Agreement, Audit and enhanced training and resources.

Embed data driven success measures within strategy / action plan by December 2024.
	Mental health and wellbeing of staff and students Improve as evidenced through staff and student surveys. Other ways to gather evidence of staff and student wellbeing has also been collected via targeted surveys and focus groups. 

We will continue to gather evidence on wellbeing from staff and student surveys, including measures of staff and students’ awareness of how to access support.

	Head of Health, Safety and Wellbeing

Wellbeing & Engagement Manager / Experience, Engagement & Wellbeing

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



	Important to recognise intersectional experiences and embed within our approach inc data analysis

The current EQIA process is focused on specific protected characteristics. To raise awareness of intersectionality the EQIA form requires to be updated

Raises awareness of the issues around intersectionality

Raise awareness of lived experiences from an intersectional perspective
	Equality Impact Assessment template updated with guidance on intersectionality.

Increase number of staff and student profiles in newsletters and other communication channels which refer to intersectional identities.

Establishment of EDI Events and Engagement Group

Plan and implement (intersectional) events calendar. 

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
	EQIA template updated and re-launched

At least one profile launched every six months

Calendar produced detailing resources and timescales

Communications plan developed and launched 

Feedback on events and engagement activities is positive and refer to positive outcomes in relation to multiple identities

Budget secured and plan of action regarding how the budget will be spent

	Organisational Development / EDI Team






Experience, Engagement & Wellbeing / EDI group

	Outcome 4: Create an antiracist university by developing and implementing the antiracism strategy action plan.


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 and Representation - Outcome 9
	Listening exercises
REC staff and student surveys and consultation
REC self-assessment data analysis

Recommendations set out in the following:
- Universities UK Tackling racial harassment in Higher Education report 
- Universities UK Tackling Islamophobia and anti-Muslim hatred: Practical guidance for UK universities briefing  
- Universities UK Changing the culture report  


Full details can be found in the antiracism strategy action plan
	The anti-racism strategy action plan includes key activities under the following themes: 
· Leadership, Accountability and Governance (e.g. diversify decision-making committees and raising awareness)
· Voice of Racialised Groups (via consultation with all staff and students (engaging particularly those from Racialised Groups))
· Reporting Racism and Support Structures (e.g.,  enhance the channels for reporting race-related, raise awareness and increase trust in reporting mechanisms)
· Attracting, Appointing and Nurturing Talent (e.g., through addressing under-representation of racialised groups at senior grades.)
· Diversifying the Curriculum and Closing the Ethnicity Awarding Gaps 
· Improve Research Culture 
	Key success measures within the anti-racism strategy action plan include: 
· By 2030, at least 30% representation of Racialised Groups within Court and 30% within SMT is achieved (baseline as at 2022: Court: 56% White; 20% RG; 16% not known; 8% ND); SMT= 0% of RG) and ensure proactive encouragement is provided to staff from racialised groups to apply for senior roles and Court vacancies. 
· Increased staff and students’ sense of belonging and desire to stay in the University 
· Staff and students know how to report a race-related incident to the University and to the Police, are aware of the support available to them and trust the reporting and complaint process. 
	RESG

	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.


NEO 
Disabled students report feeling satisfied with the overall support and reasonable adjustments received, including from teaching staff, while on their course. (PC - disability)







	Key to the implementation of Aberdeen 2040 Inclusive commitments.

Feedback from the Disabled Students Forum indicated that students were regularly unable to find information about what was available.

Arriving at Thriving report indicated that disabled students face challenges and barriers across all aspects of university life

Reasonable Adjustments Policy required after inconsistencies in the implementation of EDI practices identified across the University. 

Baseline data and success measures prepared by the Planning team – which relates to retention, attainment, and satisfaction to enable monitoring and development of actions as appropriate. 

Further work is required to evaluate student satisfaction with reasonable adjustments provided.
	Student focused:
Improve the Accessibility and Inclusion in Education Framework to increase engagement with Schools.

Revise student disability provisions to ensure they remain relevant and to embed provisions which should be anticipatory for all students (such as provision of lecture slides in advance).

Embed data driven success measures within relevant student experience and or School action planning by December 2024.

Staff focused:
Implement reasonable adjustment guidance. Review support offered to disabled staff and implement changes where appropriate.

BSL Action Plan
Continue to implement and review the University’s BSL Action Plan

Estates focused:
Embed approach to improving accessibility within Estates Master planning
	BSL action plan implemented

Accessibility and Inclusion in Education Framework implemented and engaged with

Reduce student disability satisfaction gap.

Establish baseline for satisfaction with reasonable adjustments and improve as applicable. 

Improve experience of disabled staff as evidenced by staff engagement survey.


	[bookmark: _Hlk137196693]Student:
Dean of Student Support, reporting to Student Experience Committee










Staff:
Organisational Development / EDI Team


BSL action plan:
Organisational Development / EDI Team

Estates 


	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


NEOs
Able to evidence UoA 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)
	Enshrining the values of the statement of commitment into University policy is critical to operationalise its principles

Training for students in specific roles is critical to raising awareness and creating a culture where students can confidently and safely discuss/report GBV.

Working with local partners is critical to challenging GBV.

Student data gap to be addressed to identify our baseline (to evidence NEOs):
· Data which evidence awareness of reporting systems (staff and students)
· Data which evidence confidence in reporting systems (students)
· Data which evidence whether students and staff feel safe in relation to their disability, gender re-assignment, race, religion or belief, sexual orientation, sex. (students)
	Publish a comprehensive policy and accompanying procedures supporting the statement of commitment.

Continue to participate in pilot training for staff and roll this out to all frontline support staff and Senior Personal Tutors

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)

Work with local partners and institutions (RGU, NESCOL, Police Scotland, ACC and NHS) to further the idea of a “Fearless Aberdeen”

Embed data driven success measures within strategy / action plan by December 2024.
	Policy approved and launched - evidence UoA’s approach (NEO)

Effective training assessed through feedback rolled out.

Partner organisations contacted Actions developed regarding the role of the University and the partners in taking forward the University’s priorities. 

Staff and students feel safe, know how to report and are confident in reporting mechanisms and processes - measured via staff and student surveys. Online reporting platform data can also be used to demonstrate areas of improvement.



	Tackling GBV and sexual harassment strategy group

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

NEOs
Disabled staff and students report feeling safe in the tertiary system. (PC - disability)

Trans staff and students 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 procedures 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 university and college. (PC - sexual orientation)
	The Dignity at Work and Study Working Group has engaged in powerful debate and conversation on the development of the Toolkit. 

Analysis of Staff Survey results, 2020 and 2022, including analysis by School and Directorate

Data gap to be addressed to identify our baseline (to evidence NEOs):
· Data which evidence awareness of reporting systems (staff and students)
· Data which evidence confidence in reporting systems (students)
· Data which evidence whether students and staff feel safe in relation to their disability, gender re-assignment, race, religion or belief, sexual orientation, sex.  (students)

	Implement the Dignity at Work and Study Toolkit and roll out appropriate training.

Undertake analysis of the results of the staff survey 2020 by protected characteristic and develop and implement actions with EDIC where issues are identified.

Further actions going forward pending formation of new Staff Experience group / Students - via Student Experience group.

Embed data driven success measures within staff experience committee action plans and student experience committee action plans as applicable by December 2024
	Toolkit launched successfully, measured by hits on website, feedback from SMT/UMG 

Appropriate training delivered, receiving excellent feedback, measured through feedback forms.

Staff and students feel safe, know how to report and are confident in reporting mechanisms and processes - measured via staff and student surveys. Online reporting platform data can also be used to demonstrate areas of improvement.


	Staff focused:
Director of People / Staff Experience Committee


Student focused:
Deputy Director of People / Student Experience Committee

	Outcome 8: ‘Embed clear lines of responsibility and accountability for progressing EDI including effective EDI governance structures.’


	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

EDI Governance Audit in 2022 recommended:
· Monitoring of KPIs and Action plans - KPIs should be monitored by EDIC on a periodic basis and EDIC papers should include a high-level status update against KPIs
· Quality of management information - EDIC should consider whether an Equality Data Strategy is required and EDIC papers should reviewed to assess effective use of data
· Escalation and governance structures - EDIC should consider how School EDI activity is escalated into University EDI governance structures
	Review the frequency of meetings of University EDIC, with a view to adding one more meeting per year

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

Support the School EDICs to link into the University EDIC to support consistency in approaches

Establish process for monitoring EDI action plans on a periodic basis as recommended in the EDI governance audit (2022)
	Number of EDIC meetings eases pressure on agenda length and provides enough scope for strong discussion

EDIC retains its position as a strategic body, contributing to the wider University strategic framework

Success as reflecting the EDI Governance Audit - A robust framework of governance exists between the School EDICs and the University EDIC to achieve effective flow of communication and support and Action plan monitoring tool in place


	Vice-Principal Education / 
Organisational Development



	Outcome 9: ‘Increase diversity of representation within University Court and Decision-making committees’.

NEOs
Where representation is not proportionate to the relevant population, increase the representation of disabled staff in the workforce and on 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)
	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
	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.

Extend monitoring to UoA decision-making committees (as well as Court).
	Court is more representative of the University community

University decision-making committees are more representative of the University community

	University Secretary and Chief Operating Officer / Organisational Development



