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FOREWORD

It is with great enthusiasm that we present this comprehensive report on our equality
outcomes progress for 2021-2025 and the newly proposed outcomes for 2025-2029. As we
reflect on our journey, it is evident that progressive moves have been made in our collective
efforts to advance equality and human rights in all that we do to make Aberdeen as a safe,
welcoming and inclusive city but there remains more to be done.

Our commitment as a committee has seen us enhance community engagement and
collaborative working which have been instrumental in addressing systemic inequalities and
promoting an environment where every individual is valued and respected.

As we progress further, global and national events like war, civil unrest, economic growth
and changing trends in demographics and health means we need to be resilientand
responsive to such changes and remain committed to reducing inequality that persists.

The proposed new outcomes outlined in this report are designed to build on our
achievements, address emerging issues with innovative solutions and ensuring that progress
is both sustainable and impactful. Together, we can continue to champion the cause of
equality and human rights, creating a fairer and more inclusive future for our citizens.

| invite you to explore this report which marks our dedication and maps our plans for the
next 4 years to come. Let us remain united in our mission to advance equality, fostering a
society where every person's dignity and rights are upheld.

Our Equality Outcomes and Mainstreaming Report and supporting action plans will be
working documents and will be monitored regularly to make sure it achieves the desired
outcomes for our City.

Councillor Christian Allard

Convenor of the Anti-Poverty and Inequality Committee




Key Findings and Summary

While progress has been made in advancing equality and tackling discrimination, there remains more
that we needto do and have the duty to consider how to further advance equality, address
inequalities by ensuringthat policies and operations do not discriminateand that we foster good
relations within the communities we serve.

We have revisited our current set of outcomes and reported progressin this report. The consultation
and engagement revealed that there are some areas we must carry onimproving, so we have
refreshed some outcomes and made them our long-term goals and have brought back some
outcomes as refreshed and proposed new outcomesin Section 8.

We also recognise that:

Collaboration between sectors remains necessary to address existing powerimbalances and
develop policies thatare aimed atreducinginequality and disadvantage. Work done through
Community Planning Partnership, Aberdeen Health and Social Care Partnership and the
HDRC is pivotal in progressing this.

A range of factors drive inequality of opportunity, including location and infrastructure,
demographicprofile, quality of local services, local skill profiles,employment opportunities
and growthinlocal sectors. Equality needs to be everyone’s business to address and remove
barriers.

A holisticapproach to understand root causes of discrimination and inequality is necessary
to address all factors that contribute to the inequality experienced. We remain committed
betterunderstand impacts of intersectionality and apply this knowledge to our operations.
The review of all the dataand feedback from the lived- experience highlights the importance
of intersectionality. We explain intersectionality in Section 1.

Poverty plays akey role inthe effects of inequality and discrimination. Financial security and
employment have been highlighted as a priority need for many groups who participatedin
the community survey.

Although efforts are being made, there remains the potential for more systematicaction to
tackle racism within organisation and services, in recruitment and employment and in the
way we deliverand design ourservices. Ourapproach through ourdraft anti racist strategy is
taking a positive and progressive approach to this.

We have known for some time that the populationis ageing, and overall population growth
isslowingdown in Scotland and more planning will be required to address the implications
of an ageing population, including the increased prevalence of disabilities and long-term
conditions, the potential increase ininequalities, and increased demand for services and
infrastructure. Census 2022 data can be furtherexplored at Home | Scotland's Census

As Aberdeen City also experiences demographicchangesinrelation to welcoming diverse
communities, this willrequire a comprehensive and planned approach to supportand enable
integration andinclusion especially for those arriving as asylum seekers and refugees.
Consideration should be given to the challenges experienced by those with the No Recourse
to PublicFunds condition.

Our equality datacollectionis and will need to be continuously evolving to maintain current
data sources that can be usedtoinform effective decision making.

The cost-of-living crisis has had a disproportionateimpact on different groups, particularly
Scotland’s low-income households.

Equality remains keyin all our otherstrategicplanslikethe Local Housing Strategy, Aberdeen
City Health and Social Care Strategic Plan, Community Learning and Development Plan and
the Local Development Plan to ensure we are mainstreaming equality through everything we
do.



https://www.scotlandscensus.gov.uk/

Equality Outcomes and Mainstreaming
Report (2021-2025)

1. Introduction

This document presents the Council’s progress for mainstreaming equality within the
organisation for 2021 — 2025 and to pay due regard to the Equality Act 2010 and its General
Duties of eliminating discrimination; advancing equality of opportunity; and fostering good
relations between persons who share a protected characteristic and those who do not.
Having due regard for advancing equality involves:

e Removing or minimising disadvantages suffered by people due to their protected
characteristics.

¢ Taking steps to meet the needs of people from protected groups where these are
different from the needs of other people.

* Encouraging people from protected groups to participate in public life or in other
activities where their participation is disproportionately low.

The protected characteristics as defined by the Equality Act 2010 are: Age, disability, gender
reassignment, marriage and civil partnership, pregnancy and maternity, race, religion or
belief, sex and sexual orientation.

The term ‘intersectionality’ acknowledges and examines how a combination of more than
one protected characteristic canlead to or spread distinct forms of discrimination or
disadvantage. The illustration below is a useful tool for thinking about how different
characteristics intersect with systems and structures to shape a person’s experience. Our
report identifies some intersectional issues as we continue to gather information and
evidence from lived experiences to develop a deeper understanding of impacts.
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Figure 1: Diversity Wheel demonstrating how personal characteristics intersect with systems and structures to shape a person’s
experience.(Source: Scottish Government )



https://www.equalityhumanrights.com/equality/equality-act-2010/protected-characteristics
https://www.gov.scot/binaries/content/documents/govscot/publications/research-and-analysis/2022/03/using-intersectionality-understand-structural-inequality-scotland-evidence-synthesis/documents/using-intersectionality-understand-structural-inequality-scotland-evidence-synthesis/using-intersectionality-understand-structural-inequality-scotland-evidence-synthesis/govscot%3Adocument/using-intersectionality-understand-structural-inequality-scotland-evidence-synthesis.pdf

A. What is Mainstreaming?
Mainstreamingisthe process of embedding equality, inclusion and human rights considerations and
practices duringall that we do when exercising publicfunctions. As a publicauthority, we must

produce new outcomes every 4years and report the progress every 2years to show how we are
mainstreaming equality.

In practice, these processes would be connected to how:

e Decisionsare made

e Policiesare designed and developed
e Servicesare delivered

e Moneyis allocated and spent

B. Whatisan Equality Outcome?

Equality Outcomes are defined as, ‘the results intended to achieve specificand identifiable
improvementsin people’s lifechances.’

C. Whatisthe Equality Outcomes and Mainstreaming Report?

This report sets out the continuous progress we are making to mainstream equality and
human rights as public sector for an approximate population of 223,919 as reported in the
Census 2022 and as an employer over an approximate 8,200 employees. This report is a legal
requirement and provides an update on the Equality Outcomes and Mainstreaming Report
2021- 2025 and should be reviewed alongside supporting documents in the appendices. Our
list of appendices is provided here.

1.2 Legal requirements

Our workis governed under Section 149 of the Equality Act 2010 (The Act) which placesageneral
duty known as the PublicSector Equality Duty (PSED) on publicauthorities to have due regard to
eliminate discrimination; advance equality of opportunity; and foster good relations between
persons who share a protected characteristicand those who do not.

The Act has been further supplemented by Scottish Ministers who have placed Scottish Specific
Duties on publicauthoritiesto:

e report on mainstreaming the equality duty.

e publish equality outcomes and report progress.

e assess and review policies and practices.

e gather and use employee information.

e publish information on board diversity and succession planning.

e publish gender pay gap information.

e publish statements on equal pay.

e consider award criteria and conditions in relation to public procurement.
e publish required information in a manner that is accessible.

In addition, the Fairer Scotland Duty (Part 1 of the Equality Act 2010) places a legal responsibility on
particular publicbodiesin Scotland to actively consider how they can reduce inequalities of outcome



https://www.legislation.gov.uk/ukpga/2010/15/section/149
https://www.equalityhumanrights.com/guidance/public-sector-equality-duty/public-sector-equality-duty-specific-duties-scotland
https://www.equalityhumanrights.com/guidance/public-sector-equality-duty/public-sector-equality-duty-specific-duties-scotland
https://www.gov.scot/publications/fairer-scotland-duty-interim-guidance-public-bodies/

caused by socio-economic disadvantage when making strategic decisions. This report and appendices
provide our progress on meeting our duty from 2021 — 2025.

Our last progress was reported on 30 April 2023 as required underthe Equality Act (Specific Duties)
(Scotland) Regulations 2012 and the progress report can be through the link Equality Outcomes and
Mainstreaming Progress Report - 2021-2023 (3).pdf.

Thisreportalso sharesour proposed new outcomes forthe next4years from 2025-2029 as required
underthe Scottish Specific Duties in Section 8.

1.3 Wherewe are now

Since our last progress report that was published in 2023, Scotland has seen several challengesand
unforeseen events, including the aftermath of Scotland’s departure from the European Union with
effect from 2021, the profound impact of the COVID-19 pandemic, and relentless increasesinthe
cost of living, partly because of the warin Ukraine. The impacts of these events are still being felt
and hence have contributed to a changeable progress for equality and human rights as whole. We
know from the ‘Is Scotland Fairer’ report published in 2023 that the that the pandemicexposed and
exacerbated existing inequalities, particularly among marginalised groups. Issues such as access to
healthcare, economicdisparity, and digital exclusion were brought to the forefront, prompting a
change in how we do things.

1.3.1 Demographics of Aberdeen

Scotland’s census in 2022 produced updated insightsinto the current demographics of Scotland’s
populationand breaksitdownto alocal level sowe can also explore the presentview of Aberdeen’s
population. This data helps us understand the potential needs of our city and citizens and how can
we shape our servicesto meetthe needs of these changes. Forthe first time, census datain Scotland
included information on UK Armed Forces veterans and trans status or history and sexual orientation.

A question on British Sign Language (BSL) users was also included in the Census 2022 which has
helpedusgeta clearerpicture of BSL users in Aberdeen which has often been considered as an
underrepresented group.

Aberdeen’s population was reported at 223,919 in the Census 2022. Aninteractive map with specific
data range forthe North East Scotland has been developed by the Health Determinants Research
Collaboration Aberdeen and can be accessed through the Health Inequalities Atlas .

1.3.2 CensusData 2011 and 2022 comparisons

The last data that most publicsectors have used was from the Census 2011. Since then, new data

evidence has been built through Census 2022 which has required services to revisit their planning
and service delivery to respond to these demographicchanges. Forexample:

e Scotland’s population grew by 144,400 (2.7%) since 2011. Thiswas due toan increasein
people born outside of Scotland. This change highlights diversity of people, culture, food,
religion and othersocial needs. Such change could mean the need for more community
space, places of worship and services that might be needed around larger gatherings.


https://www.aberdeencity.gov.uk/sites/default/files/2023-03/Equality%20Outcomes%20and%20Mainstreaming%20Progress%20Report%20-%202021-2023%20%283%29.pdf
https://www.aberdeencity.gov.uk/sites/default/files/2023-03/Equality%20Outcomes%20and%20Mainstreaming%20Progress%20Report%20-%202021-2023%20%283%29.pdf
https://www.equalityhumanrights.com/sites/default/files/2023/Is%20Scotland%20Fairer-%20Equality%20and%20Human%20Rights%20Monitor-%20accessible%20PDF.pdf
https://www.aberdeencity.gov.uk/hdrc-aberdeen/about-hdrc-aberdeen
https://www.aberdeencity.gov.uk/hdrc-aberdeen/about-hdrc-aberdeen
https://www.aberdeencity.gov.uk/hdrc-aberdeen/research-and-evidence

1.3.3

a.

In 2022 over halfa million peoplelivingin Scotland wereborn inthe rest of the

UK (563,500). Afurther halfa millionwereborn outside of the UK (554,900). The number of
people born outside of the UK increased by 185,600 since 2011. Cross border migration and
internal migration tend to be higherforeducation oreconomicpurposes. Thisimpacts on
Aberdeen’s employment and education opportunities also links with local and health needs.
The number of people livingalone hasincreased by 100,00 since the censusin 2011. In 2022
there were 40,600 more people aged 55 to 64 livingalone thanin 2011. Single households
would alsoindicate a higherdemand for suitable housingand may also be contributing to
economicdisadvantage factorsifitisasingle income household.

In 2022 there were 590,500 households with dependent childrenin Scotland, orjust under
oneinfour households. Thisisadecrease of 25,900 or 4.2% since 2011, reflectinga decrease
inthe number of childrenin Scotland overthe same period. The impact of thisis already
beingrealised as we have an ageing population, and more is being done to attract migration
and improve recruitment. In Aberdeen during the same period, the number of households
with dependent childrenincreased from 22,354 in 2011, to 23,361 in 2022.

The census shows a gradual shiftfrom marriage or civil partnerships towards cohabiting. Out
of a total of 2,509,269 households across Scotlandin 2022, 29% contained alegally
recognised couple—down from 32% in 2011. 11% of householdsin 2022 contained a
cohabiting couple, which was anincrease from 9% in 2011. In Aberdeen, the number of
households with legally recognised couples decreased from 29,375 in 2011, or 28% of all
households, to 27,605 in 2022, or 25% of households.

In 2022 there were 248,954 households containing lone parent familiesin Scotland, or
around 1in 10 households, which was adecrease from 263,360 in 2011, or 11% of
households. In Aberdeen, the number of lone parent family households increased from
8,297 in 2011 to 8,864 in 2022 and represented 8% of householdsin both years.

An overview of Protected Characteristics within Aberdeen’s population

Age and Sex

We use the definition of ‘Age’ to be as a person belonging to a particular age (forexample 32year
olds) orrange of ages (forexample 18to 30 yearolds). Thislooks at how certain ‘age groups’ are
impactedin decision making and operations.

Sex underthe Equality Act 2010 isdefined asa man or a woman or a girl or boy.

The data suggeststhere are 51.6% females and 48.84% malesin Aberdeen with the largest age group
inthe population are between 35-49 years and the smallest population are those aged between 16-

24.



Figure 2: Aberdeen population by Age and Sex

b. Ethnicity
Under the Equality Act, ethnicity would be considered as part of ‘Race’ whichisa group of people

defined by their colour, nationality (including citizenship) ethnicity or national origins. A racial group
can be made up of more than one distinct racial group, such as Black British.

We acknowledge thatethnicity isacomplexissueto define. Thereis no consensus about what
constitutes an 'ethnicgroup'. Research by the Scottish Government and by the UK government
shows thatit means different things to different people, which can depend on the context or
situation, and understanding of the term evolves over time. [t encompasses aspects of identity, race,
ancestry, history, culture, anditis diverse.

The percentage of people in Scotland with a minority ethnicbackgroundincreased from 8.2% in the
previous censusto 12.9% in 2022. Thisis a largerincrease than overthe previous decade (from 4.5%
1o 8.2%).
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Figure 3: Ethnicity in Aberdeen City


https://www.gov.scot/binaries/content/documents/govscot/publications/advice-and-guidance/2022/03/data-collection-publication-guidance-ethnic-group/documents/data-collection-publication-guidance-ethnic-group/data-collection-publication-guidance-ethnic-group/govscot%3Adocument/data-collection-publication-guidance-ethnic-group.pdf
https://www.ethnicity-facts-figures.service.gov.uk/style-guide/writing-about-ethnicity/

c. Religion

Referstoany religion, including alack of religion. Belief refers to any religious or philosophical belief
and includes alack of belief. Generally, a belief should affect your life choices or the way you live for
it tobe includedinthe definition as perthe Equality Act.

Across Scotland as a whole, 20.4% responded ‘Church of Scotland’ as their religion, down from 32.4%
in2011. The nextlargestreligious groups were ‘Roman Catholic’ (13.3%), ‘Other Christian’ (5.1%) and
‘Muslim’ (2.2%). A total of 51.1% in Scotland’s Census 2022 responded ‘noreligion’ which was an
increase from 36.7% in 2011.

Locallyin Aberdeen, Church of Scotland and Roman Catholic are the majority religious group
however, 57.99% reported to have noreligion and 5.83% did not state any religion.

No religion
Church of Scotland
Roman Catholic

Other Christian

Religion not stated

Muslim
Hindu
57.99% Buddhist
Pagan
14.58% Other religion
Sikh

Jewish

Figure 4: Religion in Aberdeen City

d. Sexual Orientation

Sexual orientation as defined by the Equality Act 2010 is as whetheraperson's sexual attractionis
towards theirown sex, the oppositesex orto both sexes. At 87.3%, most of the population identified
as Heterosexual / Straight and 7.53% did not answer the question.

Heterosexual/Straight
Not answered

Bisexual

Gay or Lesbian

Other sexual orientation

Figure 5: Sexual Orientation in Aberdeen City
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e. Disability

As defined in the Equality Act, a person has a disability if they have a physical or mental impairment
which has a substantial and long-term adverse effect on that person's ability to carry out normal day-
to-day activities. A total of 224,030 responses werenoted to this question relatingto Aberdeen.

178,845 did not have their day-to-day activities limited, 27,152 stated their day-to-day activities were
limited alittleand 18,033 stated their day-to-day activities were limited a lot.

Day-to-day activities not Day-to-day activities Day-to-day activities
limited limited a little limited a lot

Figure 6: Disability and Ability in Aberdeen City

f. British Sign Language (BSL)

Through our local consultationin Aberdeen, British Sign Language (BSL) users have expressed
different views, and some do not see BSL as a disability and more of alinguistic minority while others
may define themselves as having a disability. The question on BSLwas new tothe Census 2022 and a
total of 2.2% of people aged 3 and over can use British Sign Language (BSL).

11



In Aberdeen, the breakdown of BSLusers is: 863 aged 3-15, 704 aged 16-24, 2232 aged 25-49, 1065
aged 50-64 and 534 aged 65 and over. We must note that beinga BSL user may alsoinclude hearing
interpreters orfamily members who can use the sign language.

-
Ashgrove - 01
Ashgrove - 02
Ashgrove - 03
Ashgrove - 04
Ashgrove - 05

Balgownie and Donmouth
East - 01

Figure 7: BSL users by Age in Aberdeen City

g. Additional DemographicTrends

134

According to new statistics from National Records of Scotland, 176,100 UK Armed Forces
veteransresided in Scotland at the last census. In Scotland, half of the veterans (50.4%) were
aged 65 and over, and almostone third (30.6%) were aged 50 to 64, whichis consistent with
reportsindicatingan aging populationin Scotland.

In 2022, Aberdeen saw anincrease in migration where there was a total of approximately
10,748 migrants which was significantly higherthan our neighbouring council in
Aberdeenshire who had 1207 migrants to the area.

Migration should be consideredin abroader context, encompassinginternal migration where
individuals move within a country, including movements between different council areas, as
well as larger-scale migration from other countries. A report by the Scottish Government
indicatesthat Aberdeenisone of the four majorcitiesin Scotland preferred by migrants, and
it hasa younger population compared to otherlocal authoritiesin Scotland.

As part of migration, over 3000 displaced people have been welcomed to Aberdeen city
since 2016, the vast majority of whom have arrived since 2021 via Afghan resettlement
routesandin 2022, through the Ukrainian scheme routes. Arrivals also occur through asylum
routes andthere are currently around 380 asylum seekers in either Contingency or Dispersed
accommodationin Aberdeen.

Population Needsin Aberdeen

The Population Needs Assessment (PNA) brings togetheravery broad range of data coveringthe
people, place and economy of Aberdeen and explores how this can be related to the services and

12


https://www.gov.scot/binaries/content/documents/govscot/publications/independent-report/2020/09/internal-migration-scotland-uk-trends-policy-lessons/documents/internal-migration-scotland-uk-trends-policy-lessons/internal-migration-scotland-uk-trends-policy-lessons/govscot%3Adocument/internal-migration-scotland-uk-trends-policy-lessons.pdf
https://communityplanningaberdeen.org.uk/wp-content/uploads/2023/10/Final-PNA-2023-1.pdf

interventions that are being provided by the Council and its partners. Key highlights from the
assessmentinform us thatlife expectancy and healthy life expectancy in the City has either
stalledorisindecline.

The Population Needs Assessment looks at the health and wellbeing needs of ourdiverse people
and helpsin prioritising outcomes and reduce inequalities. The research and evidence base
collected from such assessmentformasolid base to understand the inequalities faced by all
people with protected characteristics.

It alsotells usthat whilstthe long-term trend in many factors relating to the determinants of

health

and wellbeing has been positive, this should be viewed in context of 2importantissues:
i.Increasing povertyinthe cityis clearly shownin the data, but the impact of thison
many relatedindicatorsis notyetfully evident, since these indicators have atime lag.
ii. Where there are general positive trends, in many cases these can mask very significant
differences andinequalities across the city’s geographical communities and communities
of interestincluding protected characteristics and confirms the findings of the ‘Is Scotland
Fairer’ report.

1.4 Planning for a changing population

A reporton Navigating Demographic Change by the Improvement Services highlights how the change

indemographicsimpacts local councilsin Scotland. The reportalso highlights international responses
as well asothers from, within the United Kingdom.

The findings of the report in relation to Scotland’s changing demographic highlights some areas we
can focus on to take a mix of preventative and adaptive approaches to sustain a population change.

1.4.1  Equality, Diversity and Inclusion

e Avrecentconsultation paper by the Scottish Government as part of theirequality and
mainstreaming strategy identified 6 key drivers. Thesedriversincluded:
- Strengthening leadership
- Development of accountability
- Ensuring effective regulatory and policy environment
- Utilising evidence and experience
- Enhancing culture and capability
- Improving capacity

These drivers are most likely to be the national framework, and we will align with these to
improve our own practices.

e We will needtorevisit ourplansregularly toensure that we are changing and developing
new services forthe population we serve. While we have used exi sting data to shape
services, it will be important to work with people and theirlived-experience to getadeeper
understanding of their experiences and impacts of our decisions from anintersectional point
of view.
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https://www.equalityhumanrights.com/sites/default/files/2023/Is%20Scotland%20Fairer-%20Equality%20and%20Human%20Rights%20Monitor-%20accessible%20PDF.pdf
https://www.equalityhumanrights.com/sites/default/files/2023/Is%20Scotland%20Fairer-%20Equality%20and%20Human%20Rights%20Monitor-%20accessible%20PDF.pdf
https://www.improvementservice.org.uk/__data/assets/pdf_file/0017/54143/Navigating-Demographic-Change.pdf

1.4.2

1.4.3

Health and Wellbeing

An ageing population has meantthatthere will be implications for many aspects of our
services. Housingto meettheirneeds, better transportinfrastructure to support
independenceand wellbeing, care homes and care support. There will also be an anticipated
impact on the benefits people canapply forand othersubsidies offered to older people.
Ariseinageing population willalso have animpact on health inequalities. Wider medical
research has highlighted through Covid-19that some groups face more disadvantages than
others.

Integration and Community Cohesion

As the population has changed, the reason forthe changes have also varied. Whilesome
people have migrated willingly, other groups were forced to leave countries of origin due to
othercircumstances. There will be aneed forenhanced support forasylum seekers and
other people arriving through otherimmigration routes to include working visas, family
visas, students visas with aninitial focus on overcoming communication barriers, mental
health support, and access to healthcare and housing.

We acknowledge that change can sometimes be seen as positive or negative. Awider
awareness of Hate Crime and PublicOrder (Scotland) Act 2021, how to report hate crime will
be requiredto ensure protectionforall groups.

2. Mainstreaming Equality-a review of 2021 -2025

2.1

National Progress - Legal Reforms across Scotland

Legal reforms have beeninstrumental in protecting the rights of individuals and advancing equality.
Anti-discrimination laws have been enacted to provide protection against bias and prejudicein

various spheres, including employment, housing, and publicservices. Landmark court rulings have
setimportant precedentsin upholding equalityand humanrights.

2.1.1 PublicSector Equality Duty (PSED)

Since our progress reportin 2023, the Scottish Government has reiterated its
commitmentto reviewing the effectiveness of the PublicSector Equality Duty (PSED) in
Scotland, including the effectiveness of the Scottish Specific Duties (SSDs), for which
Scottish Ministers have legislative competence under the Equality Act 2010 (Specific
Duties) (Scotland) Regulations 2012 (Scottish Government, 2021b). The Improving
Effectiveness programme as part of the PSED has delivered 2key changestoinclude
reporting on ethnicity and disability pay gaps and working on guidance toolkits for public
bodies onthe use of ‘Inclusive communications’. Any regulatory change is anticipated to
come intoforce in 2025.

2.1.2 Hate Crime and PublicOrder (Scotland) Act 2021

The Hate Crime and PublicOrder (Scotland) Act 2021 (“The Act”) - passed by the Scottish
Parliamentin 2021 and implemented on 1 April 2024 will provide greater protections for
and creates a new crime of "stirring up hatred" relating to age, disability, religion, sexual
orientation, transgenderidentity or beingintersex.
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2.1.3 UNCRC(Incorporation) (Scotland) Act 2024

The UNCRC (Incorporation) (Scotland) Bill was unanimously passed on the 7th of
December 2023 in Scottish Parliament. In January 2024, the UNCRC became an Act, with
it comingintofullcommencementinlJuly 2024. The Act recognisesthe importance of
childhood and the unique needs of children across the globe setting out the civil,
political, economic, social, and cultural rights that all children, everywhere, are entitled
to and itremains, to this day, a core international humanrights treaty.

2.1.4 The ConsumerDuty

The consumerdutyis a statutory duty introduced by the Consumer Scotland Act

2020 that placesa duty on relevant publicauthoritiesin Scotland to help ensure
consumerinterests are given sufficient weight throughout the strategic decision making
processincludingreducing harm.

2.1.5 Employmentlaw - Duty to preventsexual harassment

The Worker Protection Act 2024 is an amendmenttothe Equality Act 2010 and came
into effect on 26 October 2024. This new legislation introduces a legal duty foremployers
to take reasonable steps to prevent sexual harassmentinthe workplace. The Act
requires employers to proactively identify and mitigate potential risks of sexual
harassment, including those posed by third parties such as customers and clients. The
Act requires thatemployers must take "reasonable steps" to prevent sexual harassment
of employeesinthe course of theiremployment. Thisincludes anticipating scenarios
where workers may be subject to sexual harassment and taking action to preventit. The
duty appliesto sexual harassment, which is defined as unwanted conduct of asexual
nature that violates aworker's dignity or creates anintimidating, hostile, degrading,
humiliating, or offensive environment.

2.2 Local Progress

2.2.1 Community Engagement and Research

Community engagement and research are essential for advancing equality outcomes. Meaningful

community engagement which then resultsin quality equality data and evidence requires working
collaboratively with and through those who share similar situations, concerns, or challenges.

Effective consultationis acritical processforensuringthat our employees and citizens are involved in
shaping and supporting decision making processes on issues thatare importanttothem ordirectly
affectthem. The ultimate purpose is to shift the power balance and work to ensure those who may

have been excluded orface barriersin doing so are at the core of designing activities that meet their
needs.

Legally, stipulations in the relevant specific duty regulation (Regulation 4) of the Equality Act notes
that listed authorities should take reasonable steps toinvolve persons who share arelevant
protected characteristicand any person who appears to the authority to represent the interests of
those persons; and should consider relevant evidence relating to persons who share arelevant
protected characteristic.

As part of this process, the Equalities Team have worked across the council to ensure that
consultation and engagementis representativeand inclusive, wherediverse people should have the
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opportunity to participate and provide feedback across all council services. Community engagement
has been the core force in developing this report with feedback and input from the different groups
of people which helps us build resilient communities that are better prepared to withstand future
challenges. We have identified processes and resources to support the consultation as well as
ensuring that the format, questions and accessibility are key to the process. Consultation processes
have beeninformed by the National Standards for Community Engagement and Scottish Government
Consultation Good Practice Guidelines.

As part of the engagement and consultation we carried out with external communities toinformthe
progress and development of the new outcomes as aservice provider, we had an online survey with
261 contributions with an online reach of 2684 people. Othersessions we undertook were spread
overthe yearas we began our engagement, and interactions would approximate to over 400 people
overthe months.

e In personsessionsat Marischal College onvarious datessince June

e Regularsessions with GRECkey to the co-development of the outcomes

e Disability EquityPartnership

e Equality Participation Network

e Shopmobility Aberdeen

e DeafBlind Scotland

e GREC Language Cafe

e Popup sessionsatBon Accord Shopping Centre, Vaccination Centre

e YoungAmbassadors

e Aberdeen Youth Movement: youth aged 12-25 yearsold

e SilverCitySurfers

e Disability-friendly in person event

e Phonecalls

e Stallsatvariousevents

e Oneto onesessions with community representatives

e Attending community events with awide publicfootfall, forexample, Mela, Black History
Month and the Aberdeen Health and Social Care Partnership Conference.

e FourPillars

e FountainofLove

e Black and Scot

e Aberdeen Action on Disability

To develop ouroutcomes as an employer, aninternal Employee Experience Survey was carried out

with 1711 respondents. Not everyoneresponded to the all the questions. We have also considered
feedback provided by our Employee Equality Groups.

Our reporton the Community Engagement and Survey Analysis can be accessed in Appendix2and
our reporton Employee Survey Analysis is listed as Appendix 3and liststhe more details and dataon
the methodology of ourengagement.

Considerable progress has been made towards community engagement by Aberdeen City Council
since 2021. With the increased prominence of the Integrated Impact Assessments (l1As) as part of
any decisions we make, the assessments look for evidence on consultation and engagement to
ensure that officers are engaging with communities with aview to understand their experiences and
usingthatinformation toinform proposals their views are considered as part of our decision-making
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as a Council. The llAs are helping to mainstream equality outcomes within our business as a council
by ensuring equality and humanrights considerations are made in everythingwe do. We look at the
Integrated Impact Assessmentin more detailin section 2.4.1 of this report.

2.2.2 Events

As Council we promote and support diversity through organising, attending, promoting, funding
eventsthatare aimed at fostering good relations and a space for shared learning that has an overall
positive impact on our culture and capability as an employerand a service provider.

Along with encouraging community participation, our Elected Members, Leaders and Officers have
beenregular participantsin such events thus improving our relationship with communities and
openingaccesstoworkingtogetheronshared goals. Listed beloware some of the many events that
Aberdeen City Council and the leaders have supported since our last reporting cycle.

e Polish Community's Scottish Ceilidh Event

e Visittothe Gurudwarain Seaton with the Aberdeen Sikh Sangat

e Multicultural Burns Nightevent

e Lord Provost hosted events at the Town House to celebrate ‘Iftar’ - eventto mark the
breaking of fastin Ramadan. The event was co-ordinated by our elected members through
the Aberdeen Mosque and Islamic Centre (AMIC).

e International Workers Memorial Day was commemorated

e Visitto Aberdeen Hindu Temple

e White Armband Day event

e Aberdeen Chinese Elderly Association Dinner

e Aberdeenlgbo Community New Yam Festival

e GuyanaGateway Business Conference

e Aberdeen Friends of Ukraine Dinner

e IndianAssociation of North East Scotland annual Diwali celebration

e Aberdeen Funolympics Event at Beach Ballroom (sporting event for children with speci al
needs)

e Holocaust Memorial Day (HMD) Commemoration which has been held annually, and
Marischal College is lit up externally with the HMD colourtheme.

e Aberdeen Mela- One World Day — multicultural event at Union Terrace Garden

e Black History Month event

e International Women’s Day

2.3 Our Council, Culture and Capability

‘Aberdeen — A place where all people can prosper’

Our vision for Aberdeen City as setoutin the Local Outcome Improvement Plan (LOIP) isdeeply
connected to our commitmentto Equality, Diversity, and Inclusion (EDI). The LOIP emphasises that
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all people should be able to access the opportunities available in the city, regardless of their
background or circumstances. This vision reflects adesire to help all people, families, businesses,
and communities todowell, succeed, and flourish in every aspect.

To achieve thisvision, the LOIP commits to tacklingissues that prevent equal opportunity forall to
lead a happy and fulfilling life. Thisincludes addressing inequalities in health, education, and
employment opportunities, which are most high for families living in poverty. The LOIP also
highlights the importance of early intervention and prevention to create conditions for prosperity
and support future generations.

The refreshed Council Delivery Plan sets out how the council will contribute to Aberdeen City’s Local
Outcome Improvement Plan (LOIP) and the Council’s Partnership Agreement, Strategy Framework
and Legislative Duties and, in doing so, details the Council’s key priorities forthe yearahead through
Commissioning Intentions. Commissioning intentions mean how we align the use of resources with
assessed needs, whatisrequired and what we have committed to. This would include:

e assessing and forecasting needs.

¢ linkinginvestment to agreed outcomes.

e considering options.

e planning the nature, range and quality of future services.
e putting these services in place; and

e evaluating the impact of those services.

The Equality Outcomes support the delivery of ourvision and the LOIP by ensuring due regard is paid
with the aim of eliminating discrimination, advancing equality of opportunity, and fostering good
relations. We will work collaboratively to ensure the needs of all protected characteristics are part of
the delivery.

To mainstream equality across the organisation requires adeliberate focus on culture —where
equality, diversity and inclusion is championed and highly visible within our campaigns,
communications, strategies and policies; the voice of lived experience is utilised to understand
barriers and challenges; training is provided to raise the capability of the workforce; opportunitiesfor
co-creation are provided and embedded within governance structures; and thatthe impactis
measured.

2.3.1 Visible commitment to Equality, Diversity and Inclusion (EDI)

Aberdeen City Council has made publicstatements and updated policies to reflect our commitment
to EDI. Thisincludes participating in national consultations to make sure the voice of the North East
of Scotland is heard, adding detailed descriptions about our commitmentto EDI on our website and
providinginformation about our employeegroups. Thisincludes signing up to national strategies and
in published communications campaigns. We highlight some of these policiesin section 4where we
reporton our outcomes as an employerandincludes some of our publicfacing policies.

In our Diversity in Recruitment update report, we highlighted key areas of progress and actions to
include:

e Workforce Planning: Throughinvolving all service areas to address diversity and workforce
needs.

e Positive Action: Measures to encourage underrepresented groups to apply forseniorroles,
including talent pipelines and the Aspiring Leaders programme.
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e Employee Engagement: Co-creation of an Equality, Diversity and Inclusion Action Plan with
various employee working groups.

The Workforce Deep Dive reportalso highlights the progressive steps being taken to understand and
improve areas of underrepresentation within our workforce.

Highlight actions and strategies fromthe reportinclude:

e Internal Talent Movement: Focus on retaining and developing internal staff tofill critical
roles, with an emphasis oninternal-only recruitment.

e Talent Pipelines: Building talent pipelines through apprenticeships, internships, and graduate
apprenticeships toaddress future workforce needs.

e Attracting New Talent: Efforts to position Aberdeen City Council as an employer of choice,
including promoting hybrid working and engaging with the community.

We CARE Charterand Commitments
As a council, we remain committed to

providingthe bestservicewe cantoour

citizens. Our We CARE Charterand THE WE CARE CHARTER AND e
COMMITMENTS TO OUR CITIZENS  ~ftioeey

service should look like across all our ;

services. Itisour pledge to ourcitizens ue? ::‘:’;‘é‘if;‘-«ii-:--n-.:“-‘-".» o wensommokin
about what you can expect when e
interacting with us. The Council remain
committed toinvolving citizens and test
the way services are being shaped and
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The charter works to support our
currentoutcomes where people can
access information and services and are
able to participate in civicengagement.
The charter alsoimproves ourtransparency and accountability by communicating what we can do
and whatwe cannot.
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2.3.2 Utilisinglived experience to understand barriers and challenges

The people we serve are diverse and so are their needs. The change in demographics means that we
need torespond tothese changes with proportion and relevance.

OurBudget Consultation

In June 2023, a landmark protocol to engage the publicin future budget setting, was approved at the
Full Council meeting to ensure that citizens will have an opportunity to highlight what they believeis
importantand that information will be considered as part of the budget process moving forward.

A total of 3,192 responses werereceived during the Phase 1 of the process which ran throughout
July 2023. Of those who responded, 55% were women; Very few (<10) respondents were under 18;

and forethnicity and nationality 2,446 of 2,654 (92%) chose to identify as “White — Scottish”; “White
— British”; or “Prefernottosay”; or were “Blank”.

Phase 2 had 2,654 responses and the report highlights data on respondents by protected

characteristics if they responded to the questions. Citizens were ableto access report and progress
on the process at Council Budget consultation results revealed | Aberdeen City Council.

The involvement and engagement of diversecitizens has
beenatthe core of the Budget phases andincluded having
focused sessions that were run by the Aberdeen Youth
Movementforand by young people,sessions were
delivered at the Language Café and delivered in British
Sign Language.

Photo of BSL community members and communicators at one of the
Budget Consultation.

2.3.3 Building Capability

Our Guiding Principles

Organisational values or principles are crucial foran organisation as they provide employees with a
shared purpose and direction. They act as guiding principles that shape the desired culture of an
organisation, promoting an environment of trust and respect. Our Guiding Principles were designed
by ourstaff and strengthen our commitment to creating the kind of culture that our employees say
they want, with associated capabilities to support our workforce with the right tools and support to
carry out theirroles which then supports theirawareness of their responsibility and duty to deliver
fairand equitableservicesto ourcitizens.
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These principles are rootedin a collective commitmentto creatingavibrant, inclusive, and
sustainable workforce. Since 2023, we have had a capability framework foremployees thatis aligned
to our Guiding Principles,and a specific core capability foremployees that sets out the necessity

dutyfor all employees to have awareness, skills and behaviours around equality, diversity and
inclusion.

Our Guiding 5
CrIN | ’
Principles Purpose Pride
We care about our purpose, We take pride in what we do
our city and our people and work to make things better
Our Core
Capabilities Delivering outcomes Change & . . T
p A Gl A oa Improvement Working with others Accountability Care

The ‘Care’ capability provides clearstandards for all employees, relevant to theirjob role, onthe
requirements and expectations for all staff to ‘value’ and champion equality, diversity and inclusion.
This ensures staff understand how they should treat colleagues and interact with people, fostering an
environment where diversity is valued, and everyone can deliver their best forthe city.

Value

We value each other and recognise a job well done

We treat people with dignity and respect — we're all equal — we're all people
We act and speak in a way which is positive, motivating and encouraging

Thank you goes a long way - we appreciate each other
We notice, recognise and celebrate good work
We value everyone but call out poor performance when we see it

Plenty negative feedback but not so much positive
Deliberately putting someone else down

The more you do, the less thanks

Being spoken to like a child

Getting defensive

Using jargon

2.3.4 Co-creationtoensure policiesand processes are considered interms of the impacton
minorities, staff and service users

Inclusive policy development processes have been established to ensure that the needsand
perspectives of marginalised and underrepresented groups are considered at the core of why and
how we do things. Where applicable, we have worked with external communities to help shape
policy. Ourrecently published Equality, Diversity and Inclusion policy and the council’s Recruitment
Pack were developed using feedback from external groups with the aim of ensuring we are movingin
theright direction to recruitand retain a diverse workforce. Monitoring and evaluation mechanisms

have been putin place to track the implementation and impact of equalityand human rights policies
through our Policy and Reviewgroup.

- : - The Policy Group have reviewed 40 policies between 2021- 2025 to ensure equality,
“S" accessibility and compliance are embedded into our policies.
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2.3.5 Evaluating the Impact of our Interventions

It is essential that we evaluate our EDI interventions to understand their effectiveness and determine
whetherthey are achieving theirintended outcomes. By reporting regularly and ensuring that we are
complaint, we can understand what works and what does not. We use feedback to ensure that our
processesand services are relevantand meet the needs of ourdiverse groups and remain
accountable to our publicsector equality duty. It demonstrates to our people and informs our
processes that we are serious about creating an inclusive environment. Some mechanismsinclude:

e Statutory Performance Indicators

e Equality OutcomesSurvey

e Employee Experience Survey

e Diversity Monitoring and improving our data collection

2.4 How are we mainstreaming?
2.4.1 Integrated Impact Assessments

_O’_ Between April 2021 and January 2025, the completion of regular Integrated Impact
“="  Assessmentsrose by 265%, and Budget IIAs surged by 4800%.

The Council isrequired to adhere to the publicsector equality duty, which involves eliminating
discrimination, advancing equality of opportunity, and fostering good relations between individuals
with and without protected characteristics. The Integrated Impact Assessment (II1A)is used to
document the impact of proposed policies and practices to ensure compliance with this duty. The
assessment must be thorough enough to enablethe authority to fulfil its obligations under the
general equality duty.

As well as the increased uptake of the completion of the llAs, there has been and increased
understanding and awareness of the Equality Act 2010 by people who feel theirrights are being
impacted. Recent case laws and judicial reviews have highlighted the importance of engaging with

people ondecisions and policies that will affect them and cause and direct or indirect discrimination
to them preferably at the start of the process.

Engaging communities through llAs has helped build communication opportunities and transparency
between citizens, consumers and decision-makers. We acknowledge more needs to be done to
ensure that people feel theirvoices are heard and valued and would therefore be more likely to
supportand participate inthe planning process. This sense of ownership and collaboration can lead
to stronger, more resilient communities that are better equipped to address future challenges. Itis
importantthat we include people from the start of planning. Some feedback afterthe firstever
Budget consultation that was carried out revealed that the community welcomed the opportunity to
have a say and meetface to face with some of the seniorleaders. Another example of community
ownership was displayed by the Aberdeen Youth Movement has been capturedin this news story:
Empoweredyoung peopleexpress themselves | Aberdeen City Council

As part of our improvements around equality agendas, our lIA form has been continually reviewed
and refreshed to ensure that new legislation and any ways of capturing evidenceisincludedin our
assessment. The Integrated Impact Assessment access page was also modified in October 2023 to
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improve the searchability of [IAs. The council’s assessments can be viewed online at Equality and
Human Rights Impact Assessments | Aberdeen City Council.

The legislation considered within the Integrated Impacts Assessment are listed below and are
provided as links to the relevant legislation.

Fairer Scotland Duty Consumer Duty
2018

Equality Act 2010

Children and Young
People’s Rights

Human Rights Environmental impacts

2.4.2 Collaborative working

Our focus has been onimproving our collaborative working bringing together diverse skill setsand
perspectives, tofosterinnovation and creativity, leading to more robust and effective solutions in
mainstreaming equality across our sector and with partners. The benefits of thisenhanced working
style have meantwe are more effectivein whatwe do, engage with the same users hence reducing
duplication, consultation fatigue and improving overall efficiency and sustainability.

A. Community Planning Partnership (CPP)

The group is made up of publicservice organisations workingin partnership toimprove outcomes for
and with people across the City, especially those mostin need. All Councilsin Scotland are required
to have a Community Planning Partnership in place, there are 32 across Scotland.

Community Planning Aberdeen has 12 core partners, and they also work alongside many more
organisations and community groups. The Local Outcome Improvement Plan (LOIP) is how the group
implements, monitors and reviews how they can improve outcomes for the people of Aberdeen.

Community Planning Aberdeen’s vision for Aberdeen remains ‘A place where all people can prosper’
regardless of aperson’s background or circumstances. To achievethis vision central tothe LOIP is the
ambition to reduce inequalities of outcome which exist across the City because of socio-economic
disadvantage and/or protected characteristics.

In line with the Sustainable Development Goals, the LOIP recognises that ending poverty and other
deprivations must go together with strategies thatimprove health and education, reduce inequality
and supporteconomicgrowth which align with United Nations Sustainable Development Goals and
with the Social Determinants of Health. These goals also align with the publicsector duty to ensure
thereis no discrimination, people have opportunities and there are good re lations within
communities.

Detailed progress updates on Community Planning Aberdeen’s projects that support mainstreaming
of equality and humanrights can be viewed on the webpage: Home - Community Planning Aberdeen
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B. Aberdeen Youth Movement (AYM)

The AYM's missionis to encourage active engagement of young people aged 12-25 years old across
the city, to seek views on council services, and how to develop awiderrange of opportunities for
young people’sinvolvementin the city through various events and campaigns.

The members of AYM have been created abigimpactin getting young people involved in decisions
that will impact them across the city. AYM is supported by the Youth Participation Development
Officer and staff team who are part of the Community Learning and Development Team within
Aberdeen City Council. Our Youth members are not afraid to offer critical analysis of policies and
practices from a youth perspective and are helping the council in making and shaping decisions fit for
the future.

To find out more about the group, access their progress and activities here: Aberdeen Youth
Movement | Instagram | Linktree

C. Equalities Participation Network (EPN)

The networkis funded by the Equalities Team to provide a neutral space for Aberdeen City Council
and people from diverse communitiesin Aberdeen to engage through creating a 2-way
communication between the Counciland the diverse communities for the purpose of advancing
equality. Since its formation in 2018, the network has produced a comprehensive community
directory thatis helping organisations and individuals find contacts and information related to
equality groups and support.

Group agendas, topicdiscussions and copies of presentations are available at: Equalities Participation
Network —Grampian Regional Equality Council

D. The Health Determinants Research Collaboration Aberdeen (HDRC Aberdeen)

HDRC is one of a few Health Determinants Research Collaborations funded by the National Institute
forHealth and Care Researchin2022. HDRC Aberdeenisled by Aberdeen City Council, in
collaboration with The University of Aberdeen, Robert Gordon University, the Grampian Health
Board (also known as NHS Grampian), and PublicPartners.

The HDRC use and work around 5 ‘Social Determinants’ Themes thatlook atthe themesfroman

equality andintersectionality lens and are continuously collecting, analysing and publishing equality
data and evidence thatis being used across arange of our policies and decision making.

We look at these determinants to understand whatinfluence and control the council can use to
addressinequality thatimpacts protected characteristics and will support our drive to mainstream
equality through everything we do.
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To find out more about the work HDRC so or to gain accessto local data, you can find out more
information onthe webpage: Aboutthe HDRC Aberdeen | Aberdeen City Council

2.4.3 Service Level Agreements (SLAs)

We have established formal funding agreements and Service Level Agreements with various

organisations to help provide services within our communities. These collaborations supportusin
fulfilling our general duties and advancing our equality outcomes, while also fostering a culture of
trust and cooperation.

Listed below are 3SLAs delivered through the Equalities Team. There are additional organisations
that receive fundingto carry out functions or deliver services on behalf of the council and are funded
by otherservices across the Council.
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A. Shopmobility Aberdeen’s activities resultin people having greater equality of access to
Aberdeenandallithasto offer, raising the visibility of people with disabilities, breaking
down the barriers and improving relations between disabled and elderly peopleand the
community at large.

LY e 967 individuals used the servicesin 2024 (57 were repeat users)improving
-,Q participation and independence of people with protected characteristics.

e Atotal of 9261 daysservice, anincrease of 2,641 days from 2023, up almost 40%
(this calculation is done by using the number of days each piece of equipment
was used throughout the yearbased on theirloan records).

e Shopmobility have a core group of 15 volunteers who regularly work with them
to provide services to customers and an additional 10 who help at special events

o Shopmobility has also been present at various city events to supportinclusion

and accessibility —forexample SPECTRA light festival, Highland Games, Firework
display and stationed at the Beachfront with their mobile unit.

B. Deafblind Scotland provide advice, supportand opportunities that help enable deafblind
people totake up theirrightful place in theirown communities and works to ensure their
voices are heard across society.

_O’_ e 24 individuals with dual sensory loss have been supportedin Aberdeen

= supportingindividuals with dual sensory loss in Aberdeen to engage with
theircommunities and reduce social isolation. Key activities include one -to-
one person-centred support, tailored to individual needs and abilities. This
support encompasses essential tasks such as safe travel, food preparation,
banking, communication, digital skills and maintaining social connections, all
of which empowerindividuals to live independently.

e The organisation has actively supported the development of the British Sign

Language Plan 2024- 2030 and contributed to the progress of the Equality
Outcomes 2025 and the development of the proposed new outcomes for
2025-2029.
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C. Grampian Regional Equality Council (GREC)

GREC engage in advancing equality across Northeast Scotland working to tackle prejudice and
discrimination, celebrate diversity, build positive community relations, and provide evidence to
change policy and practice.

Equality Participation Network had a total of 35 meetings of the Equalities Participation
network forthe reporting period between 2021- 2025. 40 individuals have attended
meetings, representing more 24 groups covering all protected characteristics.

Notes and additional materials from all meetings are available on grec.co.uk/epn.

Training between 2021-2024, 14 sessions of Intersectionality for Improvement Projects were
delivered, mostly online but with afew in-person sessions. More than 50 ACC staff took part.
Tackling Gypsy/Traveller Inequalities Partnership Periodic meetings chaired by GREC, 5 of
these meetings were heldin 2024.

Casework Project Between 2023 and January 2025, an estimate of 502 people experiencing
prejudice and discrimination were supported by this service.

Prejudice and Discrimination Reporting (PDR) Tool —a total number of 12 submissions were
receivedviathe tool

Counselling Service —Between 2023 and January 2025, an estimate of 102 people
experiencing prejudice and discrimination were supported by this service. 25 Volunteering
gualified counsellors supportin delivering this service.

Third Party Reporting (TPR) Network works collectively and meets every 6 weeks to address
Hate Crime, share good practice and highlight challenges and barriers citizens and partners
may face.

Hate Crime Reporting: GREC also continue to facilitate a Community Planning Partnership
Outcome Improvement Group, refreshed in 2024 to focus onincreasing the levels of
confidence to report hate crime.

Prejudice and Discrimination Reporting (PDR) Tool: Between 2023 and 2024 an estimate of
45 submissions were received, mostly from schools and in relation to racism.

Additional information: GREC provides continuous support forengagement opportunities
and activities everyyear (e.g., ACC consultations, Holocaust Memorial Day, Black History
Month, etc), as well as direct support to schools to help address concerns around prejudice
and discrimination.
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2.4.4 Procurement

Equalityis a key considerationin our procurement activities as part of the Sustainable Procurement
Duty. The Commercial and Procurement Shared Service (CPSS) demonstrate commitments to
equalities, local and national socio-economic priorities and fair work practices (FWP)/Real Living

Wage (RLW) by providing relevant evidence of inclusion rates of FWP/RLW in Procurement Annual
Reports.

CPSS has developed and embedded a consistent,innovative approach to community benefits in

publicprocurement. This approach aims to maximise social value impacts across social, economic,
and environmental pillars forthe benefit of affected communities.

.O. e The CPSS regularly contribute positively to equalities mainstreaming and anti-
s poverty strategies

e Equalities can be a standalone community benefit, integrated into specifications or
an additional component of added value community benefits offering
compassionate and considerateapproaches to physical, social and information
accessibility.

e The primary goal isinclusivity and equal opportunity in employment and skills,
promoting access to high-quality, sustainable, and stable jobs. Effortsinclude pooling
expertise to conduct proactive outreach work, addressing potential barriers,and
focusingonindividuals/groups farthest from employment/training markets.

3. Equality Outcomes as a Service Provider

The current set of outcomes were approved by the Committee on inafull report on 11 March
2021 and the progress report was presented to the committee on 21 March 2023. Thissection
has beensetoutto reporton key highlightsin progress and our nextstepsasa service provider.

Equality outcomes are what we have committed to so that we can achieve improvements on the
life of citizens in Aberdeen. As a publicsector, and as a listed authority, we must produce new
outcomesevery 4yearsand reportthe progress every 2yearstoshow how we are
mainstreaming equality and meeting our duty underthe PublicSector Equality Duty.

3.1 Aberdeen City Council as a service provider (2021 -2025)
3.1.1 Equality Outcome 1

All people with protected characteristics will access information, goods and services knowing that
social and physical barriers are identified and removed, with a focus on Age, Genderreassignment
and Disability.

In this section we have listed some key achievements asthemes under outcome 1.
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Key Achievements

1

10.

Inclusive and accessible play experience: Hazlehead Park was refurbished with feedback
from local schools and Sense Scotland. The new play parkincludesamix of equipment for
youngand older children. Wheelchair-accessible trampoline and roundabout, interactive
panels, musical items and role-play play options. An interactive unitis also strategically
placed away forquiet play.

Community Digital Initiatives: Wi-fiaccess has beeninstalled at Clinterty Park's Community
Centre to support Gypsy/ Traveller residents with literacy and information access.
Engagement with Gypsy Traveller Community: The Gypsy Traveller Liaison Officer has been
supporting residents with literacy and signposting, and efforts are being made to improve
digital skills and access to employment opportunities through various community-based
programs.

Digital Skills and Employment Support: Projects aimed at upskilling individuals in digital
skillshave led to 70 people accessing digital supportforjob applications, with advanced
digital skills programs resulting in positive employment outcomes for participants. A project
aimed specifically aimed at those over 50s had around 600 individuals supported into
employment citywide.

British Sign Language (BSL): A new BSL page was created on our website in 2023 with
improved content forthe BSLcommunity. Thisincludes 12 BSL videos providinginstructions
on keyitemsand information such as the BSL plan and budget consultation for 2024/25. BSL
sessionstook place in relation to the 2024/25 and 2025/26 budget consultations.

Internal Engagement: We have continued to inform our staff about accessibility. This
includes corporate mandatory training, guidance to our CustomerServices teamaround
hidden disabilities and the publication of aninternal blog explaining how to make services
accessible and to provide information in alternative formats and languages.

Alternative Formats: We have promoted alternative formats to access our services including
the implementation of afloor standing bannerat the entrance to our Customer Service
Centre and information on our website. Our Newsbite bulletin, which isissued twice ayear
to Council Tenants, offersinformation in alternative formats and languages. Consultations on
council homes affected by RAAC (Reinforced Autoclaved Aerated Concrete) and rent
consultations also included options for alternative formats to ensure diverse participation.
Community Engagement: A new online tool, launched in September 2024, has notably
impacted community engagement by made community engagement more inclusive and
accessible. The tool meets WCAG standards and includes features like language capabilities
and a voice-note option, supporting more people to access it. By capturing respondents'
demographics, the Council can analyse responses from different communities and identify
areas with low uptake from communities with protected characteristics. This allows for
targeted proactive messaging to those communities, enhancing overallengagement. For key
consultations like RAAC, rent, and budget setting for 2024/25 and 2025/26, alternative
methods such as paperversions and face-to-face sessions, including BSL, were offered to
ensure inclusivity.

Youth Engagement: Aberdeen Youth Movement developed a social media strategy which
uses colours, short statements and youth friendly language toimprove engagement and the
trust of young people toread posts on social media. The group have also used theirengaging
presence to carry out digital consultation, school roadshows, attending publicevents and
hosting events at the 2 universities and college.

Physical access : The Disability Equity Partnership remains crucial in ensuring that physical
access and inclusion are part of our processes and should be considered at the start of the
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projects. DEP has been a part of over 28 projects ranging from the various projects underthe
City Centre Master Plan, Spaces for People, Christmas Village and have provided specialist
and lived- experience advice to these projects and consultations.

11. Access to Communication: The in-house interpreting service InterTrans coordinated 4262
interpreting requestsin 2024, 165 requests for written translations. The service has provided
communicationto 1251 pre-booked appointments and 2846 on demand requests for
communication support. The top 10 most requested languages within the council are
Polish, Arabic, Russian, Ukrainian, Lithuanian, Kurdish Sorani, Pashto, Farsi, Tigrinya and
Kurdish Kurmaniji.

Next Steps:

e We recognise that while we have made many progressive steps towards achieving this
outcome, there willalways be aneed to ensure thatfairand inclusive access remains vital for
removing barriers and addressing discrimination. Just over half of the respondents (52.2%)
agreed with the statement about easily accessinginformation on goods and services, while
19.7% disagreed.

e Feedbackfrom oursurveys and consultation have alsoinformed us where improvements can
be made to make our information, goods and services more accessible. 51% of respondents
access information about the Council’s services through the website, 16.4% through social
mediaand 3.2% physically visit the Customer Service Centre.

e To keepthisintegral to our behaviours and operation, we will refresh Equality Outcome 1
and bringitback as a refreshed and updated equality outcome as along-term goal.

e We will address areas of improvement as highlighted by users and present ourimprovement
outputsthrough an action plan.

3.1.2 Equality Outcome 2

Diverse communitiesin Aberdeen will have an increased sense of safety and belonging within their

neighbourhood and City, with a focus on Race (including Gypsy/Travellers), Religion and Sexual
Orientation.

Key Achievements

1. Between 2021 and 2024, through LOIP there was a project
focused on 100% increase in hate crimes reported to police by
2023. The projectdid not fully meetitsaim of increasing hate
crime reporting to police by 100% by 2023, however, significant
progress was made, with a 49% increase to 344 crimes reported
since the baseline of 231 (2018/19). Specifically, the increase
from 2018/19 has been sustained with acontinued increase each
year. Police Scotland reportan increase in hate crime reportsin
Aberdeen City from 305 in 2019/20 to 344 in 2022/23. The
changestested andimpact of them can be readindetail in the
projectend report 10.4-Draft-Project-End-GREC-Hate-Crime-
v1.3.pdf

2. Intherefreshed LOIP arevised aimof Increase by 10%
community confidence to report hate crimes by 2026 was agreed
and the progress of the focus will be includedin as part of our
nextreporting cycle.

You ARE N>0'!." ALONE

PLEASE REPORT IT.
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Holocaust Memorial Day is commemorated annually in Aberdeen that unites communities to
learn fromthe past and promote asaferfuture. We emphasise youth involvement to
educate them about the Holocaust and genocide, to reflect on experience of those who
faced persecution, share theirknowledge, and protect those at risk of discrimination today.
The Equalities Team participated and presented at the Islamophobia Awareness —Seeds of
Change eventthat was held atthe mosque in November 2024. The event was a step closerto
understanding and working togetherto support belonging and understand the root causes of
discrimination and hate crimes committed against Muslims.

Black History Month was marked atthe end of Octoberin 2023 and 2024 with focuson
recognising and correcting the narratives of Black history and culture . The interactive
sessions were used to share knowledge about history, cultureand personal stories of
perseverance and success.

Reclaimthe Nightisan eventthattakes place globally and Aberdeen Women’s Alliance has
organised marches through the streets of Aberdeen to mark 16 Days of Activism against
Gender-based Violence. The event has brought together members of the community to call
forsaferstreetsand spacesforwomenand girls.

The Council has undertaken significant work in providing registered safe spaces at the Art
Galleryand Aberdeen Maritime Museum and providing an online training programme
developed by Scottish Women’s Aid and Equally Safeto increase amongst all staff, regardless
of gender, the understanding of violence against women and girls, including its causes,
impacts, and the availableroutesto support. The Art Gallery Safe Space where victims of
domesticabuse can discretely ask for help from the venue’s staff was officially opened by
Her Majesty The Queen inJanuary 2024. Aim 9.2 of the Local Outcome Improvement Plan
remainsfocusedto Increase by 15% the reports of domesticabuse to Police Scotland by
2026.

Next Steps:

3.1.3

Safety and belonging remain a priority forindividual wellbeing and their ability to participate
and exercise their rights. We will ensure that furtheractivity will be undertaken toimprove
belonginginthe city.

We will need toimprove the awareness of how peoplecan report hate crime and where they
can getsupport. Thisaligns with our need to make information more accessible so that
people can findthe informationthey need.

We will remainin close partnership with Police Scotland colleagues and other partnersto
work collectively to deliverand training.

Equality Outcome 3

Representationin civic participation of people with protected characteristics will be improved by
ensuring our leaders, staff and organisation champion the equality agenda in the City, with a focus
on Disability, Race and Sex.

Key Achievements

1

We delivered training in community settings to ensure that people understand the
implications of the Equality Act, how this mightimpact theirown behaviourand decisions
and raise awareness of their rights when accessing our services. Some of these sessions were
delivered atthe Come and Network Festival, sessions with our Arm’s Length External
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Organisations (ALEOS) who deliver services on our behalf, the Local Resilience Partnership,
the Community Learning Development Standards Council Scotland.

2. The Lord Provostand Elected Members have beeninvolvedin organising, promoting,
supporting and attending various events across the city to ensure inclusion and diversity are
at the top and ensuringthere is arange of eventsthat promote and support the diversityin
the city. Section 2.2.2 of thisreport shares some of these events.

3. In partnershipwith Elect Her, a UK-wide organisation working to motivate, support and
equipwomen fromall backgrounds to stand for political office, the council hosted 2 events
to encourage and supportwomeninto a political journey. The 2events were wellattended
with some women from minority communities considering standing for local political
positions.

Figure 8: Elect Her - promoting diversity in politics

4. The Anti-Poverty and Inequality Committee welcomed an external advisor who has
contributed to representation, role modelling and collaborative working of minority ethnic
communities within the council’s decision-making process. The committee will maintain
community links by ensuring that the Committee willappoint advisers who are not members
of the Council. These external advisers will be appointed by the Committee as follows:

= 1 residentof Aberdeen with lived experience of poverty

= Upto 2 peoplerepresentingthe charitablesectorin Aberdeen

= 1 personrepresenting higherand furthereducationin Aberdeen

= 1 personrepresenting key interest groupsin Aberdeen (that may be appointed
fora defined period); and

= 1 publichealth professional/practitionerwho works in Aberdeen.

This measure takento include representation at the committee has supported our duty to working
collaboratively to end discrimination, victimisation and harassment, improve equality of opportunity
and fostering good relations within our diverse communities especially those impacted by poverty
and inequality through participation and collaborative working.

Next Steps

e Throughthe feedback and participation at events, we have found that communities
welcome and want more opportunities to participate and network. We will ensure that
future events and opportunities are widely communicated toincrease awareness and
participation.

e Through our consultation process, we found that outcome 3was welcomed but people
foundthe wording difficult to understand especially if they were not fully active with

council initiatives. We will use this feedback to ensure that we use asimple approach to
communicatingthe next outcomes.
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4. Equality Outcomes as an Employer (2021- 2025)

The current set of outcomes were approved by the Operational Delivery Committee on April 11 April
2021, followed by an Action Plan presented to Staff Governance on 12 April 2021, which then
followed by a progress report was presented to the committee on 8" March 2023. This section has
beensetoutto reporton key highlightsin progress and our next steps as anemployer. Additional
information on our workforce data has beenincludedinrelevant appendices as part of this report.

We remain proud to be an equal opportunity employerand are committed to welcomingand
treating everyone fairly. As an equal opportunity employer, we recognise the benefits that adiverse
workforce with different values, beliefs, experiences, and backgrounds brings to the organisation and
wantto ensure we value and learn from this diversity.

The Equality Ambassadors Network offers achannel for knowledge sharing and consultation from an
intersectionalapproach while our employee equality working groups remain a key driving force in
ensuring that our diverse workforce has asafe space to initiate change and improvementin our
practices and collectively deliver progress on our equality outcomes. The employee equality working
groupsare:

e Equality Ambassadors Network

e Age Working Group

e Disability and Inclusion Group

e LGBTQ+Employee Group

e Race and Religion Working Group (known as RED - Race Equality and Diversity)
e Working Group forSex as a Protected Characteristic

4.1 Introduction to Employee Information

One of the duties underthe Equality Act 2010 (Specific Duties) (Scotland) Regulations 2012 is to
gatherand use employee information. Employees are required to provide their Age and Sex as part
of the pre-employment process when joining Aberdeen City Council—and may choose to additional
diversity dataatany point duringtheiremployment through the Council’s HR and Payroll system,
CoreHR.

The duty requires the organisation to gatherannual information on the composition of its employees
as well asannual information on recruitment, development, and retention of employees with respect
to the numberand relevant protected characteristics of employees. The information must be used to
better performthe general equality duty.

The mainstreaming report mustinclude an annual breakdown of the information gathered and must
alsoinclude details of the progress that the organisation has made in gathering and using the
informationto enable itto better perform the general equality duty. The employeeinformationin
this 2025 Mainstreaming Report comprises the following by protected characteristicas shownin
Employee Informationin Appendix 4.

e Composition of employees listed from 2020 -2024

e Recruitmentinformation, namelyapplicants shortlisted applicants and successful applicants
forcalendaryears listed from 2020 -2024

e Developmentinformation, namely employees who undertook corporatetrainingin calendar
years listed from 2020 -2024
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e Retentioninformation, namely employees who leftthe organisationin cal endar listed from
2020 -2024

e Disciplineand grievance datain calendaryears listed from 2020 -2024

e Gender paygap data.

In accordance with the requirements stated in the guidance, the above has been produced forthe
organisation as a whole andin relation to the Education Authority (which comprises teachers and
otheremployeesinthe Education Service). Appropriate analysis has been undertakeninrelation to
the figures.

It should be noted that where there were minimal numbers of employeesin acategory, the actual
figure has been removed from the table and replaced with the words ‘Under5’. Thisis to help ensure
that no individual employees can be identified so that confidentiality in relation to sensitive personal
data can be maintained. The employeeinformation contained in this reportisto be usedinrelation
to the planningof current and future employment equality related initiatives, to make progress
towards our Equality Outcomes.

4.2 Existinginitiatives
The Council is committed to equality, diversity and inclusion forall current and future employees.

The focus on equality, diversity and inclusion remains embedded and is a part of the organisation’s
current Workforce Delivery Plan.

The Council already has several initiatives and activities which support equality, diversity and
inclusionincluding:

¢ Arange of policies and guidance documentsincluding an equality and diversity policy,
flexible working guidance, family friendly policies and guidance, disability in the workplace
guidance, supporting carers at work guidance, supporting attendance policy and guidance,
transgenderequality and transitioningin the workplace guidance, equal pay policy, gender-
based violence policy, special leave policy, IVF guidance, and career break policy.

* Arobustand fairapproachto recruitmentand selection, including recruitment and
selection guidance and training for managers covering equality, discrimination and
unconscious bias.

¢ A Guaranteed Interview Schemewhichincludes schemesfordisabled people, young
people, care-experienced young people and ‘New Scots’.

¢ Flexibleand smarter working for many roles across the organisation including options such
as part-time hours, term-time, flexi-time, compressed working weeks and annualised hours.

e Supportformental health and wellbeing, including a counselling and occupational health
service foremployees.
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4.3

Aberdeen City Council as an employer (2021-2025)

Employer Equality Outcome 1

Improve the diversity of our workforce and address any areas of underrepresentation, ensuring
that there are equal opportunities forall protected groups (with consideration for both internal
employees and external applicants), with a particular and prioritised focus on Age, Disability, Race
and Sex.

Key Achievements

1

Recruitment: Developed an Equality, Diversity, Inclusion
Recruitment Pack that sets out our commitmentto
welcomingand celebrating diversity and provides potential
applicants withinformation about theirentitlements and
alsoany adaptationsto selection processes that can be
requested —the pack was developed with ouremployee
equality groups. Pledges clearly advertised onour
MyJobScotland pages for Disability Confident, Carer Positive,
Supportfor Armed Forces, Young Person’s Guarantee. The
team have also attended various events to promote
employment opportunities within communities and to raise
awareness of all the different types of opportunities thatare
available inthe Council. Aberdeen Mela
(update pending)

Developing Diverse Leaders: We have engaged in more activity to promote interest and
diversity and leadership level. The Aspiring Leadership programme which aims to develop
confident, communicative, and strategicleaders who are committed to growth, empathy,
and innovation within our organisation. 12 staff undertook the Aspiring Senior Leaders
Programme 2023-24 and 20 staff are currently undertaking the Aspiring Leaders 2024-25
programme.

e,

3/5 PeopleAnytime #

ABERDEEN Public group
CiTY CouNciL

AN Immersive reader

Figure 10: Our Aspiring Leaders 2024-2025

Figure 9: Promoting recruitment at the
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10.

The Accelerator Scheme offers additional support and positive action for those with
protected characteristics —to increase their confidence and improvetheir participation in the
inleadership schemes that are offered to all eligible employees.

Similarly, the ACOSVO is another programme employees have had the opportunity to
undertake aleadership exchange programme. 15 staff have accessed the ACOSVO Leadership
exchange since 2021. These leadership programmes are targeted toimprove our equality of
opportunity and diversity of representation at leadership and seniorlevel and encourage
more internal talentto applyforseniorposts.

Policy updates: The EDI Policy was refreshed and approved in 2024 givinga comprehensive
guide to our commitment to EDI, adopting Scottish Government recommendations and
reflectingthe needs of our citizens. The Smarter Working Guidance was also reviewed, and a
new Flexible Working Policy and Guidance was approved at Staff Governance Committee in
January 2025.

Scrutiny and outcomes: We have used feedback from various council committees to ensure
we are usingthe feedback to develop newactions. We are in the process of planning more
in-person training sessions on Unconscious Bias, Cultural awareness trainingand publish our
draft guide onterminology we use asan employerand publicservice provider.

Accessibility: Ourinternal EDI hub was launched andis the home to information and
resources forall staff on various topics on equality. All our employee equality groups
contribute articles and information to share information available to all council employees
with accessto the intranet. Where digital technology uptake is low, critical informationis
shared through printed copies of information delivered to various council sites.

Developing new talent: Recruitment has improved through Developing the Young Workforce
initiatives. Programs like Apprenticeship Programme, Career Ready Programme, and ABZ
Employability Pathways Programme allow us to engage diverse young peoplein the city.
These programs offer work experience, support networks, and development opportunities,
making a career with Aberdeen City Council appealing.

Star Awards: We celebrate our staff through ourinternal awards whereemployees are
celebrated forchampioning Equality Diversity and Inclusion, Rising Star and Trainee
Apprentice /Student of the Year.

Equality Working Groups: the working groups have been actively working on activities,
communications, promotions and events which further promote equality, diversityand
inclusioninthe workplace. Each group has contributed to articles and information hosted on
the Equality, Diversity and Inclusion hub and remain pivotal in consulting on some of the
policies and activities.

Equality Diversity and Inclusion: A virtual team site for Equality, Diversity, and Inclusion (EDI)
has been established to facilitate cross-organisational collaboration on EDl initiatives. This
site focuses particularly on employee outcomes and action plans. Additionally, a Diversity
and Inclusion calendar has been developed to capture avariety of events, celebrations and
observation dates to help promote awareness across all characteristics.

Pronouns - Employees have the optionto add their pronounsto theiremail and CoreHR has
been updatedto allow employees toselect Mx as theirtitle. This enhances our commitment
to beinganinclusive employer with focus on sex, genderreassignment and sexual
orientation.
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Nextsteps

e We recognise that more needs to be done to encourage employeesto share their
equality datasothat we have a solid evidence-based approach to developing our future
workforce policies and strategies. We will increase our campaigns on datacompletion
and raising awareness about how we use such data.

e We will addressthe gapsinourtraining needs to ensure we maintain current knowledge
and understanding of equality agendas.

e We will remain committed to building a diverse workforce with people from awide
range of backgrounds, perspectives, and experiences, who are valued fortheirunique
contributionsinan environment thatis respectful, supportive and free of discrimination,
harassment or bullying.

e The Scottish Parliament’s Equalities and Human Rights Committee inquiry of 2020 has
highlighted the persistentissues thatimpact on outcomesfor minority ethnicpeoplein
Scotland movinginto, stayingin and progressingin employment. Their
recommendations below highlight both systemicissues perpetuating race inequality in
recruitment practice and inthe workplace, as well as the need toimprove practices such
as the gathering and analysis of workforce data to inform action plans and determine
measurable outcomes:

‘The Committee recommends that all publicauthorities subject to the Scottish specific
PublicSector Equality Duty should, as a minimum, voluntarily record and publish their
ethnicity pay gap and produce an action planto deliveridentified outcomes.’

We are inthe process of developing our draft Race Equality Policy led by our Race and
Religion Equality Group (RED).

e Areviewofalltraining has been undertaken as part of the wider corporate commitment
to Equality, Diversityand Inclusion. Observations by the equality groups have noted that
thereis not enough training about Gypsy / Travellers oron religion, faith and belief. We
will seektoimprove our offeron training around these topics.

e Recruitment: Youth feedback suggested they were unaware where they canlook for jobs
with the council. We will promote the use of Jobs | Aberdeen City Council and share
more opportunities through social media which was the preferred choice of interaction.

Employer Equality Outcome 2

Ensure that all of our employees who have protected characteristics feel fully valued, safe and
included at work, with a particular and prioritised focus on Age, Disability, Gender reassignment,
Race, Sex and Sexual orientation.

Key Achievements

1. Mentoringand Coaching: Through trainingand continuous development, we have
developed an ACC Coaching Bank of 24 trained coaches. 16 new applications have been
receivedto become a Mentor, and 12 of our new Aspiring Leaders have also been paired
with a Mentor for 2023/24 and 20 Aspiring Leaders have been paired amentorfor2024-
2025.
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Reasonable Adjustment Passports - allows employees to work go through the process of
setting up reasonable adjustmentsinthe workplace takingin to account theirsituationand
records thisina safe and secure environment. The passportis held digitallyinthe
employees file which ensure should the employees manager change, orshould the
employee move roles within the organisation that the passport stays with the employee and
a new manager can access the information quickly. This prevents employees from having to
go oversharingthe same information again and again and improved continuity as wellas
reduces the impact of havingto share such personal information.

Communications and campaigns:

Genderspecifictargetedinitiatives e.g. women’s health campaigns, menopause awareness,
disability awareness around specificissues and accessing grants as well as signposting to
specialist organisations and other sources of support, including local services.

= Domestic Abuse campaigns — we developed an organisational protocol for
any women coming forward to disclose they were experiencing domestic
abuse so that managers could have confidence to supportthem and assist
theninsignpostingtorelevant services that could but also so they could
create a safety planand share a ‘safe’ word “Ask for Angela” campaign
should require immediate assistance.

= Physical Health Campaigns — Age and Gender specificprogrammes - working
in partnership with Sport Aberdeen to offer tailored programmes which
ensure that all women as well as minority groups feel comfortable to come
forwards and participate ininitiatives e.g. taster classes specifically for
women etc.

Employee Assistance Programme — offers advice specifically around issues like Domestic
Abuse, anxiety, depression with a person-centred approach.

Employee Online Peer Support Groups — Within our workforce, interest specificsupport
groups have been active like the Menopause Group, Neurodiversity Group — creating a safe
space for employees to seek advice and support from each otheron best practice and a
place to gainideas forfinding the right support fortheminthe workplace

Capability Framework: The refreshed Capability Framework shaped by the five Guiding
Principles—Purpose, Pride, Team, Trust and Value andis structured intofourlevels reflecting
the increasinglevels of responsibility and complexity of roles within the organisation. To
help employees meet capability expectations, we developed The Learning Academy, an
online platform offering various self-led, team-based, and facilitated workshops. These
resources are tailored to different levels of the capabilityframework, providing opportunities
forupskilling.

Disability and employment:

The Disability and Inclusion Group is led by 16 employees, who promote the visibility and
rights of colleagues with disabilities to create a more inclusive and accessible work
environmentand keep advancing initiatives that supportemployees. The group have been
active in providing feedback and guidance on terminology, on good practice and highlighting
awareness days epilepsy Day, Parkinsons week, Tourette Awareness, Neurodiversity week.
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The Employability and Skill Team —ABZ Works has commissioned a study with Rocket Science
to explore barriers to employability supportfor disabled people. The aimisto identify gapsin
service provision and shape employability programmes forindividuals with a disability or
parents with a child with a disability.

e The LGBTQ+ Group has 18 employees who promote LGBTQ+equality across the
organisation. The group meets monthly with afocus on ensuring the language used across
the organisationisinclusive, promoting LGBTQ+ events throughout the year, attending
LGBTQ+ training from 4Pillars and participated in Grampian Pride’s march in 2023 forthe first
time. In 2024 the group wished to hold a stall at Grampian Pride providing information about
Aberdeen City Council’s focus on ED and | during recruitmentand for theiremployees,
discussed opportunities available across Aberdeen (job vacancies and community initiatives)
and promoted safe sex in partnership with NHS Grampian.

Next Steps

e The Employee Experience survey has highlighted areas that could benefit from more training
and awareness. Thesewill be captured as part of our new action plan that will be developed
by September 2025.

e Work is being progressed to develop ourZero Tolerance Policy and will be published on our
website and promoted through social media.

e Asourworkforceis made up of 70% women, we will ensure adequate supportisin place
fromwomen through the development of amenopause policy and pledge

Survey Highlights

We encourage and support equality of opportunity across the organisation where everybody can be
theirtrue selvesandthrive.

The first stepin taking action to address inequality as an employeris understanding our workforce
and theirlived experience inthe workplace and the extent to which our commitmentto Equality,
Diversity and Inclusion is visible and genuine to them.

In 2024 we conducted an employee experience survey, which sought to understand the experience
of employees through the lens of protected characteristics, and also the perception of Aberdeen City
Council’s commitment to Equality, Diversityand Inclusion. The survey was divided into various
sections, and 22 questions asked around Equality, Diversity and Inclusion. The fullresults are
available tosee in Appendix2as part of our Employee Survey Analysis and the are presented below:

1. Increaseddiversity andinclusion havea positive impact on our culture and productivity.

2. Aberdeen City Council provides adequate support foremployees with protected
characteristics.

3. The council takes equal opportunities seriously.

4. Aberdeen City Council clearly communicates its commitment to equality, diversity and
inclusion asanemployer.

5. Aberdeen City Council actively promotes the diversity of its workforce initsinternal
communications.
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N

10.

11.
12.

13.
14.
15.
16.

17.
18.

19.
20.
21.

22.

Internal communications are available in accessible formatsforall.

| am aware of Aberdeen City Council’s Equality Ambassadors and Staff Equality Networks.

| know how to access and participate ininternal equalities activities at Aberdeen City
Council.

| am aware that Aberdeen City Council works in partnership with Trade Unions.

| know how to access and participate in Trade Union membership and activities at Aberdeen
City Council.

There are opportunities to progress within Aberdeen City Council.

All employees have fairand equal access to the promotion and development opportunities
in Aberdeen City Council.

Aberdeen City Council is doing enough to bring diversity into the organisation through
recruitment.

Aberdeen City Council’s recruitment process is accessibleand inclusive to all.
Diversityisvisibleand encouraged in Aberdeen City Council’s recruitment campaigns.
Aberdeen City Council provides adequate equality, diversity and inclusion training for
employees.

Managers and leaders are well trained and educated about EDI standards and best practices
There are effective knowledge and skill-sharing processes between different agesin our
workforce.

| have skillsand knowledgein the Gaeliclanguage.

| have skillsand knowledgein British Sign Language (BSL).

Thereisa clear commitmentto enhancing workforce diversity and addressing
underrepresentationin my service area.

| feel confident discussing any issues related to any protected characteristics | may have with
my manager.

Further narrative on these findings have beenincluded in the ‘Employee Survey Analysis —A focus on
Equality Diversity and Inclusion Questions’ in Appendix 2.

5. Equality Outcomes as an Education Authority (2021-2025)

5.1

Education Equality Outcome 1

Increase access to information by ensuring communication barriers are removed for children,
young people and families who are disabled.

Key Achievements

1

Allyoung people with additional support needs haveeithera low- or high-tech
communication aid which allow them to communicate and engageinlearning.

Central officers are working with local charities to provide in person information sessions for
families with young people who have additional support needs.

Our Fit Like service continues to support families to access support from third sector
providers.

All schools have a CIRCLE lead who has facilitated a review of learning environments which
has led toimproved quality and accessibility.

Our Educational Psychology Service has trained over 50 Emotional Literacy Support
Assistantsto provide supporttoyoung people.
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10.

11.

12.

Work has begunto bringtogetherall information relating to support foradditional support
needstogetherinasingle accessible website.

The broadening of the offerat senior phase has created a wider range of pathwaysforall.
Both Orchard Brae and Bucksburn wing have held Futures events that provideinformation
on post 16 transitions.

Orchard Brae Connect offer support, information and training sessions to all parents of
children with ASN.

Local employability Partnership (LEP) conference was held in December 2024, based on
independent research by Rocket Science, the aimsto understand barriers, support
requirements and how information could be shared effectively

The city-wide parent forum meets frequently to address issues relatingto communicationin
a timely manner. Committee members highlighted communication as part of the action plan
forthe Parental Involvement and Engagement Plan

Bucksburn Academy ASN Wing continue to work towards achieving Makaton friendly status
with members of staff identified to undertake Makaton, and Talker training. Orchard Brae
School staff are part of a national group, developing materials to support practitioners build
theirknowledge and skills to support pupil voice and agency for those learners with complex
additional support needs.

Next Steps

5.2

The new Parental Involvement and Engagement Plan was approved by committee in
November. An underlyingaction planis now being used by officers to meet the priorities
which were outlined. Communication has taken precedence as highlighted by committee
members

Education Equality Outcome 2

Increase the feeling of trust and belonging to schools and communities by reducing bullying of
those with protected characteristics, race, disability, LGBT.

Key Achievements

1.

Our anti bullying policy and guidance for schools has been updated and this is supporting
more consistent recording of incidents across the city.

All Schools using SEEMIS Bullying and Equalities Module (BEM) to record bullying incidents.
All incidents are tracked and reviewed by a central officer to inform next steps.

28% of young people surveyed who had experienced bullying felt incidents had not been
dealt with well.

Bright spots survey identifiedthat 99% of the 11-17 yearold care experienced young people,
felt they had an adult who they trusted and who sticks by them no matter what.

Almost all schools are engaging with Time for Inclusive Education to increase staff
understanding of young people with protected characteristics.

400 teaching staff across 55 education settings have completed Stage 1 of the Time for
Inclusive Education E-Learning Module.

Schools continue to work through the LGBT Charter programme.

4 Pillars have delivered LGBT training to 140 staff ensuring that there are key staff in our
schools who are well placed to support our LGBTQIA+ communities.
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10. Inline with national guidance, all secondary schools are reviewing existing programmes with

a view to register on the Equally Safe in School website. Bucksburn Academy are engaging
with Equally Safe at School (ESAS) as one of the Pilot schools. The experiences from this will
support further schools participation with the programme.

NextSteps

5.3

Support trained staff to deliver courses in their own schools and across the city ensuring
sustainability.

All incidents of gender-based violence will be tracked and reviewed as part of the ongoing
audits into bullying incidents over session 2024/25. This will support the collection,
monitoring and review of the data.

Schools will review their Relationships and Sexual Health and Parenthood curriculum to
ensure it includes learning about equalities and gender-based violence.

A Scottish Government pilot of a primary version of Mentors in Violence Prevention is
currently runningin selected central belt schools; this will be rolled out nationally in session
25/26.

Education Equality Outcome 3

Reduce number of exclusions for children and young people with disabilities.

Key Achievements

Exclusions for young people with a disability have been reduced by 15%.

No exclusions have been recorded at Orchard Brae school.

There has been a steady reduction in the number of exclusions of ASN pupils attending
Bucksburn Academy.

In orderto supportfurtherreductioninthe numbers we haveimplemented a programme of
de-escalation training for all staff in schools and reviewed and updated planning and support
packages in place for young people who display distress or dysregulation.

Next Steps

e Include de-escalation training as part of mandatory training at induction for all staff
working with children and young people.

e Continue to track reasons for exclusions to ensure appropriate interventions are in
place to support young people.
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6. Equality Outcomes as a Licensing Board

AberdeenCity Licensing Board isarelevant publicbodyunderthe 2010 Act hence the Board is required
to prepare and monitorthe progresstowards achieving Equality Outcomes in terms of Regulation 4 of
the Equality Act 2010 (Specific Duties) (Scotland) Regulations 2012. The Board published their Equality
outcomesin April 2021. In April 2023 the Board published areport, in accordance with its legal duties,
on the progress towards achieving those outcomes.

The Licensing Board must publish progress on mainstreaming and a new set of outcomesby April 2025.

6.1 Aberdeen City Council Licensing Board (2021-2025)

Licensing Equality Outcome 1

Developing the Licensing process to ensure fair access for all, including the development of
electronic applications and payments and the implementation of hybrid Licensing Board meetings.

Key Achievements

1. All meetings of the Licensing Board are now hybrid. Meetings are now heldin eitherthe
Council ChamberorCommittee Room 2which allows access tothe relevant equipmentto
allow participation in hybrid meetings since 2022.

2. Thehybrid model of meetings has offered applicants, representatives and Board Members
the choice and flexibility to attend meetings in-person or remotely online.

3. The Council Chamberand Committee Room 2 are accessible to wheelchair users and persons
with restricted mobility asthereisaliftlocated close to the entrance to the building, which
itself has wheelchairaccessibilityoutside.

4. Meetingrooms have hearingloop facilities for persons with hearing impairment who use
hearingaid devices.

5. ElectronicApplications and Payments. In addition to accepting applications by post,
applications can be sent by email. Paymentsin respect of applications can also be made
electronically onthe Council’s Civic payment portal offering more choices on how payments
can be made.

Licensing Equality Outcome 2

Licensing Board works in partnership with a range of stakeholders to ensure the most effective
decisions are made to meet the aims of the Board and also works with license holders and other
Council services to support positive behaviouron and around license premises.

Key Achievements

1. The Licensing Board published a new Statement of Licensing Policy in November 2023. The
Policy gives the Board a solid framework to make the right decisions at the right time, always
with the five licensing objectives at the forefront of their thinking. The Policy also sets out
what the Board expects of licence holders. The Board carried out a consultation on the Policy
and a range of stakeholders contributed to its development.

2. The Local Licensing Forum keepsthe operation of the Licensing (Scotland) Act 2005 under
review and gives advice and makes recommendations to the Licensing Board. The Board
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must have regard to any advice given, or recommendations made by the Forum, and where
the Board decides not to follow the advice orrecommendation, it must give the Forum
reasons forthe decision.

3. TheBoard and Forumhold a joint meetingon an annual basis.

4. The Board works with a range of stakeholders on an ongoingbasis. The stakeholdersinclude
Police Scotland, Grampian Health Board, Scottish Fireand Rescue Service, Community
Councils, and licence holders.

5. LicensingStandard Officers (LSOs) workwithlicence holders to ensure compliance with licence
conditions and to promote good practices in and around licenced premises. The LSOs work
with a range of partners including but not limited to Police Scotland, Environmental Health
and Trading Standards. LSOs will carry out inspection visits to licensed premises and where
necessary can issue compliance notices and report to the Licensing Board any concerns they
may have about a particular premises.

Next Steps

The next steps will be determined by the Licensing Board and will be reported on as part of the
progressreportin 2027.

7. Setting our outcomes for Mainstreaming Equality — looking ahead
2025-2029

Specificduty regulation (Regulation 4) as setinthe Equality Act stipulates that listed authorities
should take reasonable steps toinvolve persons who share arelevant protected characteristicand
any person who appearsto the authority torepresent the interests of those persons; and should
considerrelevant evidence relating to persons who share arelevant protected characteristic.

7.1 Methodology

To develop our next set of outcomes, we have reviewed our progress against our current outcomes
to understand what has gone well and what can be done better. We have also looked at what will be
achievable within ourresources.

1. We have also considered available localand national equalities evidence,

2. We reflected onourprevious equalities work to establishif itis still fit for purpose,

3.  We have undertaken extensive community engagement, through surveys, in person and
online meetings with groups within our communities.

4. We have usedfeedback from ouremployee equality working groups and responses from our
recentemployee survey toaddresstrends and needs.

7.2 Proportionality and relevance

The outcomes have been setbased on proportionality and relevance to focus on areas where there
has been persistentinequality and will support usinadvancingthe needs as stated in the General
Duty withinthe restraints of public spending.



Scale of how many people are being affected by the issue and
how it impacts their own positive outcomes. [ Relevance } [ Proportionality }

Severity—doesisadd to inequality for specificgroups and what
isthe risk associated.

Concern—isitasignificantissue tothe communities?

Impact —is the situation getting worse and is there more that
can be done to improve better outcome chances?

Remit— isthissomethingwe cando as a publicauthority and
within the given restraints of public spending?

7.3 Participants

As part of the process, attended information sessions by the Scottish Governmentand Equality and
Human Rights Commission to shape our outcomes. We have also worked with several groups to

ensure there wasadiverse spread of individuals we engaged with to assess our progress and to
develop new outcomes. Some of these groupsincluded but are not limited to:

e 4Pillars (LGBT+and otherintersecting characteristics)

e Aberdeen Deaf Club (Disability and otherintersecting characteristics)

e AberdeenYouth Movement(Age- Youth and otherintersecting characteristics)

e Black and Scot (Sex, Race and otherintersecting characteristics)

e Various Community events (All characteristics)

e Disability EquityPartnership (Disability and otherintersecting characteristics)

e Deafblind Scotland (Disability and otherintersecting characteristics)

e Diversity Bridge SCIO (Race / Religion and Belief and otherintersecting characteristics)
e Aberdeen City Council Employee Equality Ambassadors Network (All characteristics)
e Grampian Regional Equality Council (All characteristics)

e Shopmobility Aberdeen (Age, Disability and otherintersecting characteristics)

e SilverCitySurfers (Age —Olderand otherintersecting characteristics)

e Internal Staff Equality Groups and Networks (All characteristics)

e Attendeesatthe vaccination centre (All characteristics)

e YoungAmbassadors Network (Age—youngand otherintersecting characteristics)

e Fountainof Love (Race /Religion and Belief and otherintersecting characteristics)

e Aberdeen Action on Disability (Disability and otherintersecting characteristics)
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7.4 Internal/external drivers

We have aligned ourselves with the some of the recommendations of the race and ethnicdisparities
report as part of our overall outcomes with the aim of:

e Buildingtrust between our citizens towhom we provideinformation and se rvices

e Promotingfairnesstoimprove opportunities and outcomes foremployees, individuals and
communities

e (Creatingagency and means of participation so that citizens can have more involvementin
decisionsthatimpacttheirlives

e Achieving meaningful and genuine inclusion so that everyone feels they belong and are safe.

8. Proposed Outcomes for 2025- 2029

8.1 Proposed draft outcomes as a service provider (2025 -2029)

Proposedrefreshed outcome:

Equality Outcome 1: All people can access information and services, with systemic, social, and
physical barriers identified and minimised.

Rationale:

The feedback received viathe survey and engagement highlighted that there remain areas for
improvementtoinclude supportforvulnerable groups, providing clearinstruction and guidance on
whatinformationis available and how people can accessit. More detail on responses have been
includedin Appendix2.

Proposed Outputs:

e We willimprovehow we collect, analyse and utilisedatato gain a betterunderstanding
of barrierstoaccessinginformation and services. Improved datawillsupportabetter
understanding of systemicbarriers disadvantaging specificgroups. This will help us to
work collaboratively and tackle inequalities more efficiently. We will focus on Age,
Disability, Race and the interactions with poverty.

e By September 2025, we will co-develop and share sustainable and achievable action
plans

e We will communicatewidely any changesto critical processes we undertake

e We willimproveonsharingresults and outcomes of consultation and engagement
exercises

e We will develop more datadashboards that will allow us to disaggregate dataand better
understand the impact of intersectionality.

e We will update and better promoteinternal guidance to employees oninclusive
language, accessibility and alternative formats.
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We will co-develop inclusive resources with staff and with community members to help
individuals understand our processes.

We will promote opportunities foremployment, volunteering and training within
focussed communities

We will increase our use of social mediaand other communication channels to share
events and opportunities to getinvolved.

We will offer more training and awareness for staff to reinforce equalities considerations
when creating/promoting consultations

Proposed new outcome:

Equality Outcome 2: All people can participate and help shape decisions that affect them

Rationale:

Keyissuesthatwere highlighted as part of the engagement and consultation highlighted
communicationissuestoinclude accessinginformation digitally or through othersources,
navigation of websiteand challenges with long waiting times on calls or getting responses to email
messages. Feedback also highlighted that communication needs to be improved so that people
know how theircontribution in surveys and consultations are being used to make decisions.

Proposed Outputs:

We will examine best practices and innovative methods forinvolving Lived and Living
Experience, ensuring those facing the worstinequalities can participate.

We will provide multiple channels for participation, including online platforms, face -to-
face meetings, and written submissions, making sure that people with differe nt abilities
and resources can engage effectively.

Our efforts to engage will focus on diverse communities and intersectionality, ensuring
that we reach and communicate proactively with underrepresented groups. This willbe
inclusive of ethnic minorities and people with disabilities, as well as peoplefacing socio-
economicdisadvantage.

We will maintain open lines of communication, keeping the publicinformed about the
consultation process, key milestones, and how theirinputis being used. Regular updates
will be shared via ourwebsite, social media, and community news bulletins.

We will regularly evaluate our processes, seeking feedback from participants to identify
areas for improvement and ensure that the process remains effectiveand inclusive.

We will strengthen work with partner and community organisations to make sure
processesare inclusive.
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Proposed new outcome:

EO3: Aberdeen City Council will develop inclusive infrastructure that meets the need of people
who useit.

Rationale:

Places and spaces needto be accessible and inclusiveforthe people livingin Aberdeen.

Improving publicservices such as libraries, pavements, and improving amenities and council
facilities across the city were issues communities felt that could be improved on.

‘Roads, Transportand Parking” had the highest number of respondents disagreeing with the
statement that ‘I can easily access the following goods and services’ at 48% disagreed and strongly
disagreed.

Issues with the efficiency of council services, such as delays in processing applications and lack of
follow-up onreportedissues were also raised. Respondents also shared experiences of navigating
what they found to be complicated proceduresinaccessing services and information.

We will work collaboratively with the wider city plans to ensure inclusion remains a part of their
service areaactivities.

Proposed outputs:

e Inclusive infrastructure considers physical, social, cultural and procedural aspects of our daily
operation. We will focus on Disability, Age, Race, Sex and Sexual Orientation.

e  We willimplement the Social Model of Disability, which understands disability as resulting
from barriers created by our buildings, processes, systems, and culture, ratherthan being
caused by an individual'simpairment. Ourfocus willbe on but not limited to Age, Disability,
Race and Sex.

e To meetthisoutcome, we willassess and implement communication strategy to share why
equalities dataisrequested and how we use ittoinform better decision makingthatis
inclusive.

e By 2027, we will undertake areview and report back to understand the impact of
infrastructure and the relation between inequality. Ourfocus will be on but not limited to
Sex, Disability, Sexual Orientation, Gender Reassignment.

e We will work with all ourservicesto identify improvements in our process to support

8.2 Proposed draft outcomes as an Employer (2025 -2029)

Proposed new outcome:

Equality Outcome 1: Our workforce is as diverse and representative of the city we serve, with a
focus on sex, disability, race and sexual orientation.

Rationale:

Along with the feedback from our employee equality groups, employee survey, we have also
considered census dataand ourinternal staffing reports to ensure ourwork force isdiverse and
representative of protected characteristics.
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Proposed outputs:

We will take forward a range of actions that will deliver cross cuttingandintersectional
improvements alongside specificactivity focussed groups where appropriate to develop
diverse leaders from our workforce.

We willimplement a continuous improvement approach to enhance delivery and outcomes
forimprovingleadership diversity with an intersectional focus on Disability, Sex and Race..
We will continuously review ourrecruitment statistics and address under-representation
through positive action at leadership levels.

We will develop oursocial media promotion of equality, diversity, inclusion.

We will develop promotional material to promote Aberdeen asacity to live and work and
attract candidates nationally. In our promotion of vacancies, highlight if the role has the
ability to work flexibly, including hybrid, to potentially increase the candidate pool.
Continue to train new recruiting managers and refresh the capabilities of experienced
recruiting managersin unconscious bias, as part of Recruiting and Selection Training for
Managers.

We will increase awareness of Accelerator scheme forall development opportunities.

We will focus on addressing occupational segregation through Workforce Planning.

Proposed new outcome:

Equality Outcome 2: Employees feel theirvoice and experience is heard, valued and helps shape
decisions that affect them.

Rationale:

As part of the employee survey, 13% disagreed to the question of ‘I feel respected andincluded asan

employee’. 56% agreed that thatthe council has good ways of keeping usinformed. Ourdrive isto
improve value and respect within our workforce.

As the need for lived experience and the right increasing emphasis on inclusive communication, this
outcome will improve participation and informed decision making.

Proposed outputs:

We will improve how we gatherand act on the experiences of our workforce.

We will expect managers and leaders to actively seekout, listen and respond to workforce
who are facing challenges.

We will actively seek out, listen and respond to employee voice to identify barriers and
challenges.

We will engage with our equality working groups to engage and co-create policies and
strategies. Employees are involved from the start.

Communications are accessible, show diversity of voice and experience

We will improve how we collect, analyse and use equality data and information about our
workforce.

We will raise awareness of opportunities to participate in workforce decision making, such as
through our Equality Ambassadors, Equality Working Groups.
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e We will assess the impact of actions taken through equality groups and employee experience
surveys—andact on ourlearningtoensure all employees feelvalued and included.

e Employeesfeel safe and empowered to report anyincidences or cultures thatare notaligned
to equality agendas —through clearly available anonymous reporting and other channels.

e We will improveourinternal trainingand communications for managers and employees to
increase awareness and capability on EDI.

8.3 Proposed draft outcomes as an Education Authority (2025 -2029)

Equality Outcome 1: Pupils with disabilities will experience betteraccess to servicesthat meets their
needsthrough more frequent and systematicinvolvementin the design of service delivery across the
council.

Equality Outcome 2: Young people and families will have improved access to the resources needed
to support their mental health and wellbeing.

Equality Outcome 3: Staff, childrenand young peoplewill have a greaterawareness of how theycan
support equality through delivery of curriculum.

8.4 Proposed draft outcomes as a Licensing Board (2025 -2029)

The Licensing Board outcomes have been setand will be considered by the Board in April 2025.

Licensing Outcome 1

Review and maintain the licensing process to ensure fairaccess forall, including the continuation and
development of hybrid Licensing Board meetings.

1. TheBoard will monitorand review its application forms and standard documentation
regularly toensure thatthese are as accessible as possible and continue to hold hybrid
Licensing Board meetingsinsofaras is possible.

2. TheBoard will seekto ensure through its Questionnaire (attached to the Board’s application
forms) thatits services are accessible to everyone who livesin Aberdeen and beyond,
including persons with protected characteristics.

Licensing Outcome 2

The community of Aberdeen City are able to engage effectively in the exercise of the Board’s
licensing functions.

1. TheBoard will seektoidentifyanyissuesarisingin connection with persons with protected
characteristics which are identified through partnership working with the Licensing Forumin
orderto monitorand address such concerns, as appropriate.

2. TheBoard will seekto ensure thatthe service it provides offers equal opportunity for
engagement by persons with protected characteristics.
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9. Next steps:

e Followingapproval, ourfinal report will be published Equality Outcomes and Mainstreaming
Report | Aberdeen City Council by April 2025.

e We will also publishasummary of the reportthat is easy to read.

e We will also publish an Easy Read version of the new outcomes

e We will produce asummary version of the reportin British Sign Language.

e We will have more engagement sessions to co-createand develop effective action plans to
help us collectively reach the equality outcomes.

e PresentAction Planstorelevant committees

e A progressreportwill be presented to committee by April 2027.

Appendices
Appendix 1: Equality Outcomes Mainstreaming Report 2021 - 2025

Appendix 2: Community Engagement and Survey Analysis
Appendix 3: Employee Survey Analysis

Appendix 4: Employee Information

For any enquiries about this document orif you require alternative formats:
Please contact:

equality and diversity@aberdeencity.gov.uk

Aberdeen City Council | Peopleand Organisation Development | Customer Services
Marischal College | 3™ Floor Hub 16 | Broad Street | Aberdeen | AB10 1AB
Tel:01224 070 300

British Sign Language (BSL) users can contact us direct by using ContactSCOTLAND-BSL
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