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Section 1: Policy statement 

Our vision 

Vision Statement 

We are committed to adhering to the General Duty on public authorities 
contained in the Equality Act 2010. This is to have due regard when carrying 
out public functions to the need to eliminate unlawful discrimination, 
harassment and victimisation, advance equality of opportunity and foster good 
relations with regard to eight of the nine protected characteristics detailed in 
the Act -  Age, Disability, Gender Reassignment, Pregnancy and Maternity, 
Race, Religion or Belief, Sex and Sexual Orientation. For Marriage and Civil 
Partnerships the duty is to eliminate unlawful discrimination only. This applies 
to the Council as an employer, service provider and in relation to any 
partnership working as well as in our public duties. We are also committed to 
adhering to the Specific Duties on public authorities as set by Scottish 
Ministers to enable the better performance of the General Duty. 

We will create a culture that values all the differences that employees and 
communities bring, and which values openness, fairness, transparency and 
reward and recognition based on ability and achievement only. 

We will continually strive to maintain an environment in which people from all 
backgrounds can live and work together harmoniously by challenging 
unlawful or unfair discrimination, prejudice, stereotyping, harassment and 
undignified and disrespectful behaviour. 

We want everyone in Aberdeen to have an equal opportunity to work, learn and 
live free from discrimination and victimisation, including those who experience 
poverty and social disadvantage. 

Our vision will enable us to meet our legal obligation to eliminate unlawful 
discrimination and to deliver higher quality and more responsive services.  It is also 
consistent with the vision set out in Aberdeen's Community Plan for the people of 
Aberdeen and reflects our commitment under Aberdeen's Single Outcome 
Agreement. 

 
How we will achieve our vision 
When managing diversity and providing real equality of opportunity, we will: 

• comply with the Equality Act 2010 and follow associated codes of practice 

• tackle unlawful discrimination throughout the organisation and use our position 
of influence in the city, wherever possible, to help overcome discriminatory 
barriers.  This includes eliminating discrimination on the grounds of age, 
disability, gender reassignment, pregnancy and maternity, marriage and 
civil partnerships, race, religion or belief, sex and sexual orientation  or 
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any other irrelevant factor, including trade union membership and poverty and 
social disadvantage 

• work with our partners in Community Planning Aberdeen, the public, private and 
voluntary/third sectors to progress diversity and equality of opportunity across 
the city 

• support and celebrate cultural diversity 

• share a commitment to social justice 

• recognise that managing diversity and equality is the key to good and positive 
people management, effective employee engagement and an integral part of 
achieving organisational goals.  We will therefore seek to exceed minimum 
legal requirements of fair treatment to meet these goals 

• adopt fair and merit based policies and practices by being an organisation 
which demonstrates excellence in relation to the diverse customers and 
communities we serve 

• whilst ensuring that we provide equality of opportunity where everyone is given 
a chance to contribute and compete on equal terms, we will recognize that 
everyone is unique and as such will, from time to time, need to be treated in 
different ways that are fair and tailored to their individual needs 

• promote and encourage valuing individualism and individual needs and talents 
as a means of managing and developing a talented workforce to meet 
organisational goals and deliver diverse customer needs more efficiently and 
effectively 

• ensure that all employees have the opportunity to maximise their potential and 
enhance their self development and their contribution to the organisation 

• make managing diversity and equality a mainstream issue, owned by all 
employees and councillors, so that it influences all employment policies and 
working practices 

• offer services fairly to all people, ensuring that anyone in contact with the 
Council is treated with respect.  This includes making provision for those groups 
within the community whose needs and expectations are less well met 

• encourage disadvantaged groups and individuals to participate in the 
community 

• actively promote good relations between people from different communities 

• make this policy known to all Elected Members and employees (so that they are 
clear about their responsibilities within and out with the workplace), the locally 
recognised trades unions, job applicants, local citizens and partner 
organisations 
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• operate procurement practices and partnership arrangements that ensure 
others commissioned to provide services for the Council have similar policies 
that cover diversity and equality 

 

Section 2: Leadership commitment  

This policy is actively supported by the Chief Executive, the Corporate Management 
Team and all Elected Members who are committed to achieving service excellence 
through creating an open culture.  This culture values the differences that employees 
and communities bring, and in which all individuals feel respected and included. 

All members of the Corporate Management Team will promote this policy and ensure 
equality of access and treatment in employment and access to service delivery. 

 

Section 3: Scope 

Who is covered by the policy? 

The policy applies to all employees and workers (including agency workers); 
Councillors; clients; suppliers and contractors. The policy applies to all processes 
relating to recruitment, employment, training and development and nurturing of 
talent.  It also applies to any dealings we have with customers and clients.  Decisions 
relating to customers and clients will be based on business-related criteria only. 

We will make sure all Councillors, employees, clients, communities, suppliers and 
contractors are aware of our Diversity and Equality Policy. 

All employees have a responsibility to promote this policy and this is one of the core 
organisational behaviours that our employees are required to meet.  Behaviour, 
actions or words that are not in the spirit of the policy will not be tolerated and will be 
treated as misconduct and dealt with in line with our Managing Discipline policy and 
procedure.   

Employees can be held personally liable as well as, or instead of, Aberdeen City 
Council for any act of unlawful discrimination.  Employees who commit serious acts 
of harassment may be guilty of a criminal offence and may be ordered to pay 
compensation to the victim. 

 

Section 4: How this policy helps us to meet our legal 
obligations 
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By embedding diversity and equality in our organisational culture and values, this 
policy not only meets but goes beyond our legal responsibilities explained below. 

As a public body the Council has legal duties relating to the protected characteristics 
detailed in the Equality Act 2010. How we will deliver our duties to advance equality 
of opportunity is currently set out in our Single Equality Scheme 2009-2012 (to be 
replaced by Equality Outcomes, meeting the new legislative requirements). 

We will engage with Elected Members, Directors, partners and communities to set 
out our Equality Outcomes. We will develop an action plan to ensure the delivery of 
these Equality Outcomes and pay due regard to the general duty for equality as we   
provide our council services. 

 

Our approach to employment and service provision 

It is unlawful to discriminate directly or indirectly when  

• recruiting, selecting and employing people 

• providing goods, facilities or services to customers 

on the grounds of the following protected characteristics: 

age, disability, gender reassignment, pregnancy and maternity, marriage and 
civil partnerships, race, religion or belief, sex and sexual orientation or any 
other irrelevant factor, including trade union membership and social deprivation 

Bullying and harassment can amount to unlawful discrimination and our policy 
covering the management of bullying and harassment, which supplements this 
policy, sets out our commitment to create a work environment free of bullying and 
harassment, where everyone is treated with dignity and respect. 

The different types of unlawful discrimination are explained in Section 8.

We will respond seriously to and investigate complaints of bullying, harassment, 
discrimination or victimisation. 

This policy means that we can ensure that we all behave in a way that is more 
outcome-driven and which recognises that everyone is different, with different needs.  
We will ensure that our services, policies and practices take account of peoples’ 
different needs and experiences. We recognise that together we can make a 
significant difference to the quality of services we provide and to the quality of 
peoples’ lives. 

Where appropriate, we aim to provide personalised and tailored services, targeting 
scarce resources to those who need them most.  We will provide information about 
services that is clear, accurate and accessible to all and will treat all customers 
positively.  We will conduct Equality and Human Rights Impact Assessments to 
assess the impact of the Council’s policies, procedures and functions on the diverse 
groups within Aberdeen.  This will ensure the Council meets the commitments set 
out in its Single Equality Scheme and works towards developing and achieving its 
Equality Outcomes to meet the requirements of the Equality Act 2010.  
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Equality and Human Rights Impact Assessments, where required, will be presented 
with committee reports, either as a summary or as an appendix to the report, so that 
elected members are aware of the diversity and equality implications of 
recommendations when they make decisions.  Service plans will be diversity and 
equality proofed to ensure that actions to promote diversity and equality are visible at 
a front-line operational level and officers are encouraged to think “diversity and 
equality” at all times. 

Our approach to procurement 

We aim to ensure that all services provided by, or on behalf of, the Council are made 
available to all individuals and groups equally and without discrimination.  Also, to 
ensure that, within the limits of the law, all individuals, companies or organisations 
undertaking work, or providing goods or services, for the Council do not follow 
discriminatory practices. 

Procurement can play a part in promoting equality in two main areas: 

• tendering for goods and services provided under contract agreement 

• contractors’ equality/diversity policies and practices 

We will encourage contractors to have in place policies, which will assist them to 
avoid unlawful discrimination.  Similarly, we will encourage contractors to implement 
these policies, so as to promote equal opportunities.  Contractors will adhere to 
Aberdeen City Council policies, in particular where the contractor or its employees 
require to be on Council premises. 

Our approach to Partnerships 

Aberdeen City Council, as the facilitator of the Community Planning process and 
Single Outcome Agreement, has a key leadership role to encourage equal 
opportunities and to observe legal requirements.  We also have a duty to report on 
behalf of Community Planning Aberdeen, the community planning partnership, on 
the actions that have been taken to meet these duties. 

We have launched a new Equality and Inclusion Group to report to Community 
Planning Aberdeen and to integrate horizontally with the 5 Themed Groups – 
Cleaner and Greener, Healthier, Safer and Stronger, Smarter and Wealthier and 
Fairer.  This will bring together senior officers and partners to ensure that the 
different needs of the groups with protected characteristics are taken into 
consideration when making plans, developing policies and delivering services to the 
citizens of Aberdeen.  The Equality and Inclusion Group is proactive in working with 
the other themed groups, particularly around Health, Housing, Community Safety 
and Learning to ensure that diversity and equality is mainstreamed throughout 
community planning.  We will publicise our Diversity and Equality Policy widely and 
positively. 

 

Our approach to Communities 
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We will consider the different and proportionate impact of the Council’s decisions on 
the groups with protected characteristics and communities of interest, listening to 
feedback from citizens about the services we deliver and the effects of our plans.  
We will encourage Aberdeen’s diverse community to be involved in decision making 
and developing services. 
The protected characteristic groups and communities of interest groups include: 
 

Younger people and older people 
People with disabilities including those with learning difficulties or mental 
health problems 
Women and men 
People who propose to, start or have completed a process (or part of a 
process) to change his or her sex. The Equality Act does not require a 
person to be under medical supervision to be protected. 
Those in civil partnerships 
Ethnic minority people including Gypsy/Travellers and refugees 
People of different religions or beliefs, or none 

 Lesbians, gay men and bisexuals (LGB) 
People experiencing poverty and social disadvantage 

We will provide support and resources to citywide communities of interest forums 
and neighbourhood groups representing these characteristics using the Council’s 
Protocol for Community Engagement to involve these groups and members of the 
community in planning for our future. 

We will ensure that barriers to participation are addressed, for example, enabling 
disabled access, providing sign language support or other interpretation or 
translation, and by providing a crèche or childcare support. 

When we engage with or consult citizens, communities and people who use our 
services we will take positive action to involve all sections of the population of 
Aberdeen. 

 

Section 5: Managing diversity and equality in practice 

Diversity and equality are at the heart of the way in which we manage, support and 
develop our employees and deliver services to our citizens.  This section describes a 
range of actions we will take to foster our commitment to diversity management, and 
ensure that a diversity and equality culture is embedded within our attitudes and 
behaviour. 
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How we will measure, review and reinforce our practice 

To test the effectiveness of our Diversity and Equality Policy, we will regularly 

• review our policies, procedures and functions by carrying out Equality and 
Human Rights Impact Assessments 

• listen to our communities and involve them in planning, implementing and 
reviewing our equality outcomes 

• collate and analyse our workforce composition data 

• undertake customer equality monitoring where appropriate, gathering and 
analysing data on protected characteristics. Monitoring will assist us to identify, 
explore and address issues of under-representation and/ or disadvantage linked 
to these protected characteristics. 

• benchmark data and good practice by comparing the diversity and equality 
approaches of other organisations and adopt and adapt relevant ideas where 
appropriate 

• network with others, both inside and outside the Council, to keep up to date with 
ways of progressing diversity and equality and to share learning 

• obtain feedback from stakeholders, employees, the locally recognised trades 
unions and clients and analyse the data received 

• monitor and analyse job application data and recruitment decisions 

• ask a random sample of job applicants to give feedback on their experience of 
our recruitment and selection processes 

• analyse exit interview data 

• monitor and report on employment data for the specific duties set by the 
Scottish Government as part of the Equality Act 2010 

• monitor complaints made under the Council's policy on the management of 
bullying and harassment at work 

• raise awareness and promote the use of the Prejudice Incident Reporting Form 

• encourage services to adopt appropriate measures to address prejudice 
incidents 

How we will train people and raise awareness 

To increase awareness and encourage an understanding of why valuing people as 
individuals is important, we will: 

• include diversity and equality issues in our induction programmes 
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• include diversity and equality objectives in our schemes for reviewing 
performance so that employees understand the standards they must meet and 
so that any related training needs are identified 

• consult key stakeholders on what the Council can learn in relation to diversity 
and equality matters  

• integrate diversity and equality into mainstream training and development 
programmes 

• provide on-line training courses on equality and diversity aimed at both 
managers and employees 

• provide and promote education programmes for all employees (including 
programmes that move from awareness to behavioural change) 

• integrate behaviours that support diversity and equality  into development 
programmes and assessment and selection processes 

• run briefing sessions and hold events to raise awareness for elected members, 
Community Councillors, voluntary groups and the public 

• deliver training to Elected Members and officers on Equality and Human Rights 
Impact Assessments 

How we will communicate 

To develop a culture of two-way communication, we will: 

• continue to promote and use plain English in our written publications 

• establish a variety of communication channels to address the different needs of 
the organisation 

• continually seek feedback from our stakeholders and make changes as a result 

• use different communication methods, including providing interpreting and 
translation services, to help people keep up to date with key issues affecting the 
organisation and their employment 

• ensure that communication imagery and graphics are accessible and  inclusive 
and are not discriminatory or offensive, reflecting and reinforcing the content of 
documents 

How we will recruit people 

Recognising that managing diversity and equality creates a wider recruitment pool 
that increases our chances of getting the right person for the job, we will: 

• only include requirements and standards in job profiles that are necessary for 
effective job performance 
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• objectively assess job applicants only against the job requirements, taking 
account of any reasonable adjustments that may be required for candidates 
with a disability 

• monitor and analyse applicant data and recruitment decisions, and consider 
and take any appropriate action to address any problems which may be 
identified as a result of this analysis 

• ensure that merit and competence are the basis for all recruitment and selection 
decisions 

• produce guidelines for recruiters to help ensure that diversity and equality 
requirements and best practice feature prominently at each stage of the 
recruitment and selection process 

• engage with partners in programmes and initiatives and use a more focused 
approach to advertising and recruitment to target the more marginalised and 
hard to reach communities 

How we will ensure our working practices reflect this policy 

Recognising that managing diversity and equality is an essential element of 
employment engagement and motivation, we will; 

• consider any possible direct or indirect discrimination in our standard working 
practices 

• put in place mechanisms to ensure that everyone who is carrying out work of 
equal value is paid equally 

• carry out a pay and conditions audit every 3 years and supplement this with 
random equality checks on pay and grading 

• produce and publish annual employee monitoring data 

• address work-life balance challenges in ways that take account of the needs of 
the organisation and employees and offer suitable choices and options where 
they can be accommodated, We will strongly oppose victimisation or unfair 
treatment of employees who work under flexible working arrangements or 
request to work more flexibly 

• make reasonable adjustments to our standard working practices to overcome 
barriers caused by disability 

• ensure that the criteria included in our job profiles describe the behaviours for 
positive commitment to this policy 

• have in place mechanisms to deal with all forms of harassment, bullying, and 
intimidating behaviour 
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Section 6: Dealing with complaints 

We will take any complaint of discrimination, harassment or victimisation seriously.  
We will deal with complaints in line with the relevant procedure, namely: 
 
• our recruitment complaints procedure if someone applying for a job feels that 

they have been unfairly treated or discriminated against (details available in the 
guidance we issue to all applicants) 

• our policy on managing bullying and harassment at work (details available in 
the local conditions of service on the Council's intranet or from line managers) 

• our corporate complaints procedure if the complaint is about the way we are 
providing services (details available on our website) 

• our Prejudice Incident Reporting Form process to monitor and record prejudice 
incidents 

Each of these procedures clearly sets out how complaints should be made. 

 

Section 7: Monitoring and reviewing the policy 
The policy will be monitored in respect of the Council’s statutory obligations under 
the Equality Act 2010. In accordance with the duties applying to public bodies under 
the Act, there is a requirement to identify Equality Outcomes (replacing the Single 
Equality Scheme). Analysis of our achievement against the identified Equality 
Outcomes will be a significant indicator of our compliance with the objectives under 
this policy.  

The Human Resources and Organisational Development service and Customer 
Service and Performance will review this policy every 3 years. It will, nevertheless, 
be subject to continual review and amendment in light of experience of its operation, 
best practice and statutory requirements. Changes will only be made following 
normal consultation arrangements. 

 

Section 8: Glossary of Terms 

Community Planning is about 

• Making sure people and communities are genuinely engaged in the decisions 
made on public services which affect them; allied to 

• A commitment from organisations to work together, not apart, in providing better 
public services. 
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Community Planning in Aberdeen City moved to its next stage of development after 
a thorough review of the Community Planning Partnership and the overall structure 
was undertaken in 2010. 

As a result, from June 2011, a new Community Planning Partnership was 
established - Community Planning Aberdeen and a new Board, Community 
Planning Aberdeen Board. The Aberdeen City Alliance has therefore ceased. 

Community Planning Aberdeen is adapting the Scottish Government’s 
Priorities/Themes*and has set up 5 new themed Groups around: 

� Greener

� Healthier

� Safer and Stronger

� Smarter

� Wealthier and Fairer

* Please Note: These Themed Groups, replaced Challenge Forums in June 
2011 to take responsibility for the action required within the City to deliver the 
outcomes for the 5 themes. 

 

Direct discrimination occurs when a person is treated less favourably than other 
people on the grounds of personal attributes such as gender, race, disability, religion 
or age. 

Diversity is about recognising our similarities and differences, and aims to develop 
and support organisations where people feel welcome, and are respected and 
included, regardless of their background. 

Equality Act 2010 - replaced previous anti-discrimination laws with a single act to 
make the law simpler and to remove inconsistencies. This makes the law easier for 
people to understand and comply with. The act also strengthened protection in some 
situations. 

The act covers nine protected characteristics, which cannot be used as a reason to 
treat people unfairly. Every person has one or more of the protected characteristics, 
so the act protects everyone against unfair treatment. The protected characteristics 
are: 

• age 
• disability 
• gender reassignment 
• marriage and civil partnership 
• pregnancy and maternity 
• race 
• religion or belief 
• sex 
• sexual orientation 
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The Equality Act sets out the different ways in which it is unlawful to treat someone, 
such as direct and indirect discrimination, harassment, victimisation and failing to 
make a reasonable adjustment for a disabled person. 

The act prohibits unfair treatment in the workplace, when providing goods, facilities 
and services, when exercising public functions, in the disposal and management of 
premises, in education and by associations (such as private clubs). 

Equality, or equal opportunities, is defined in the Scotland Act 1998 as the 
prevention, elimination or regulation of discrimination between persons on grounds 
of sex or marital status, on racial grounds, or on grounds of disability, age, sexual 
orientation, language or social origin, or of other personal attributes, including beliefs 
or opinions, such as religious beliefs or political opinions. 

Equality and Human Rights Impact Assessment helps an organisation to assess 
the impact of policies, procedures and functions on people with protected 
characteristics and ensures that commitments set out in a Single Equality Scheme 
and under Equality Outcomes are met. It also helps to promote equality and good 
community relations. 

Equality Outcomes – public authorities are to set equality outcomes, based on 
evidence and informed by the involvement of equality groups, which will reflect the 
results intended to be achieved. 

Failure to make reasonable adjustments is where an individual is disadvantaged 
because of a disability and reasonable adjustments are not made to overcome the 
disadvantage. 

Gender Reassignment includes a person who intends to undergo, is undergoing or 
has in the past undergone a process to change his/her sex. The Equality Act does 
not require a person to be under medical supervision to be protected. 

Harassment occurs when there is unwanted conduct related to age, sex, race, 
disability, religion, nationality or any other personal characteristic which has the 
purpose of violating a person's dignity or creates an intimidating, hostile, degrading, 
humiliating or offensive environment for that person.  If it is reasonably considered by 
that person to have the above effect, even if this effect was not intended by the 
person responsible for the conduct, then it will be considered harassment.  Bullying 
is a form of harassment. 

Indirect discrimination occurs when a requirement or condition is applied which is 
such that it would be to the detriment of a considerably larger proportion of the 
relevant group to which the individual belongs than to others, which is not objectively 
justifiable and which is to the individual's detriment. 

Mainstreaming – ‘Mainstreaming’ equality is essentially concerned with the 
integration of equal opportunities principles, strategies and practices into the every 
day work of Government and other public bodies from the outset.  It puts people, and 
their diverse needs and experiences, at the heart of policy-making. 

Sex (Gender) is our normal understanding of men and women. 
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Single Equality Scheme - The Scheme and its accompanying action plan builds on 
the wide range of work carried out by Council services to promote diversity and 
equality.  The Scheme sets out how we will fulfil our duties in terms of equality 
legislation. The Council’s Single Equality Scheme is on the Council’s website. 

Single Outcome Agreement - The ‘national outcomes’ agreed between national 
and local government in the Concordat address the improvements sought across 
Scotland as a whole in quality of life, opportunities in life and living context.  Each 
local authority reaches a Single Outcome Agreement (SOA) with the Scottish 
Government.  The SOA covers all local government services in each local authority 
area as well as a significant range of the responsibilities of Community Planning 
partnerships where local authorities have a significant part to play. 

Unlawful discrimination - In general terms, individuals are protected from 
discrimination both while applying for a job, during their employment, and after the 
relationship ends (for example when providing a verbal or written reference).  The 
law also protects people against discrimination or harassment on the basis of their 
membership or non-membership of a trade union. 

Victimisation is where someone is treated less favourably than others because: 

• he/she has alleged unlawful discrimination 

• he/she supported someone to make a complaint 

• he/she gave evidence in relation to a complaint 
 



13 Issue 2  (14 June 2012)

ABERDEEN CITY COUNCIL

Policy on Faith, Religion, Belief and Non-belief (Spirituality)

1. Policy Statement 
 
This policy details the Council’s stance in relation to employment matters 
concerning faith, religion, belief and non-belief. It is emphasised that the 
Council, as an organisation, does not have any particular spiritual or religious 
affiliation, nor does it endorse any particular denomination or religious faith. It 
does, however, recognise the commitment individual employees may have to 
spiritual or religious practice and will therefore actively support their right to do 
so in an atmosphere of tolerance and respect. It also further recognises that 
there are a variety of obligations placed upon those following particular 
religious or faith traditions which may impact on their working lives.   
 
Where practicable, the Council will seek to accommodate employees who are 
required to follow essential religious observances in accordance with the 
contents of the Equality Act 2010 Code of Practice. However, the Council can 
only support employees in their spiritual or religious practice to a degree 
where measures do not compromise operational requirements of the 
organisation and where it is reasonably practicable to put in place 
arrangements, taking account the impact on service delivery, cost and the 
needs of other employees.  
 
2. Scope 
 
This policy and procedure applies to all employees and workers of the 
Council. 
 
3. Issues to be considered 
 
Items of Clothing or Accessories 
 
The Council does not operate a dress code. The wearing of items of clothing 
or accessories in accordance with particular spiritual, religious or faith 
traditions and associated cultural practices will be recognised as acceptable. 
However, in order to comply with health and safety requirements or other 
similar legislation, specific items of clothing or accessories may be prohibited. 
Line managers will inform employees at the outset if this is the case. Also, if in 
the unusual circumstance, the items of clothing or accessories are in conflict 
with another employee’s religious beliefs, the issue would be referred to the 
line manager with the aim of finding a solution. 
 
Requests for Leave for Religious Occasions 
 
The Council will seek to accommodate requests for annual leave for a 
religious occasion or to visit family overseas provided the employee has 

APPENDIX 1 
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sufficient holiday due to them and it is reasonable for them to be absent from 
work during the period requested.   
 
It is recognised that many religions or beliefs have special periods of religious 
observance, festivals or holidays. We are aware that some of these occasions 
are aligned with lunar phases. As a result, dates can change from year to year 
and may not become clear until closer to the actual date. However, where 
practicable, employees should provide as much notice as possible to their line 
manager if the request is for a significant period of annual leave. 
 
Quiet Space for Prayer 
 
The Council is aware that some religions or beliefs require individuals to pray 
at specific times during working time and that employees may request access 
to an appropriate quiet place (or prayer room) to undertake their religious 
observance.  
 
Although employers are not legally required to provide a quiet room, the 
Council will endeavour, where practicable, to provide a quiet space in its 
various workplaces for use for prayer and contemplation where this is 
requested by an employee. In deciding whether this is practicable, 
consideration will be given as to whether a suitable room is available and to 
the needs of other employees who may have a need for a rest room. The 
Council will consult with relevant employee representatives (including trade 
unions) within the workplace before any decision was made on designating a 
room or space for prayer and contemplation and to discuss any rules in 
respect of its use. Consideration would also be given to providing separate 
storage facilities for ceremonial objects. 
 
Dietary Requirements and Fasting 
 
It is recognised that some religions or beliefs have specific dietary 
requirements. If an employee with such needs brings food into the workplace, 
they may need to store and heat it separately from other food. The Council will 
consult relevant employee representatives (including trade unions) on such 
issues where they arise to attempt to find a mutually acceptable way of 
accommodating such requirements. 
 
We are aware that some religions require extended periods of fasting. The 
Council will give consideration to supporting employees through a fasting 
period. However, consideration will also require to be given to other 
employees to ensure that extra work burdens are not placed on them.  
 
Washing Facilities  
 
It is recognised that certain religions require people to wash before prayer, 
which can be done using normal washing facilities. Where an employee 
requests this, the Council will endeavour to ensure that other relevant 
employees understand the religion or belief-related observances of their 
colleagues, to avoid any misunderstandings. 
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Breaks 
 
It is recognised that certain religions have differing prayer needs and as a 
result requests may be made by certain employees for additional or different 
breaks. Requests for additional breaks for prayer will be given consideration, 
however, operational requirements would take precedence and any additional 
time given over and above normal break times would be either unpaid or the 
time would require to be made up at a later point. Consideration would also be 
given to the varying of the times that breaks are taken to accommodate prayer 
but again this would be subject to operational needs. The impact the above 
might have on other employees would also require to be taken into 
consideration before any alternative arrangement was granted and put in 
place. 
 
4. Chaplaincy Service 
 
The Council has available a chaplaincy service for employees to use which is 
available to those of any faith or religion. The Chaplain can provide support to 
any employee with a problem or issue that they may wish to discuss in 
confidence. The Council Chaplain can be contacted on mobile telephone 
number 07834 198801 or through the Council Chaplain page on the Zone. 
 
5. Harassment on Grounds of Faith, Religion or Belief 
 
Harassment or bullying on grounds of faith, religion, belief and non-belief will 
not be tolerated and any complaints of alleged harassment will be investigated 
under the Managing and Preventing Harassment at Work policy, except where 
the issue relates to a conflict between employees/workers in relation to their 
faith, religion and/or beliefs. Where this has been considered by a manager 
and following legal/HR advice a decision has been made to support an 
individual or group, the other individual or group will need to use the grievance 
procedure should they wish to challenge the decision. 
 
All employees have the right to practice a religion or belief. However, beliefs 
promoted in a way that impinges on the rights and freedoms of other 
employees or workers will not be permitted. Also, the wearing of slogans or 
symbols which express negative or hostile messages or which may constitute 
harassment again will not be permitted.  
 
6. Review of the policy 
 
The Human Resources and Organisational Development Service will review 
this policy every 3 years. It will, nevertheless, be subject to continual review 
and amendment in light of experience of its operation, employment best 
practice and statutory requirements. Changes will only be made following 
normal consultation arrangements. 
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As Leader of Aberdeen City Council, I am 
delighted to present the Equality Outcomes 
and Mainstreaming Report for 2017.

This report sets out the progress we have made 
in delivering our Equality Outcomes from 2015 
and how these were translated into actions 
which made a difference to people’s lives. The 
report also  sets out the Aberdeen City Council 
Equality Outcomes 2017-21.

Our Equality Outcomes and its principles focus 
on having an engaged, informed and safe 
community, who enjoy life in an accessible city, 
where equality and diversity are celebrated. 
They recognise what people bring to the 
city; they hold a Vision of Aberdeen as a city 
of sanctuary, with values such as inclusion, 
tolerance and respect.

We should be aware of the impact of the Brexit 
vote on local Eastern European communities, 
the effect of recent USA and French elections 
and the potential challenges and tensions 
which this brings, and their effect on community 
relations. In light of recent terrorist events in 
the United Kingdom, our focus has to be on 
Community Integration and Cohesion and 
ensuring Aberdeen as a multi-national, multi 
cultural city is a place where everyone feels 
welcome, supported, and included. 

There is a key opportunity for us now within the 
council as we enter a new council administrative 
period with a new set of Equality Outcomes 
for 2017-21; the opportunity to ensure that the 
quality and design of our services and those of 
our partners deliver on improving our customer 
experience and, that people are valued, 
included and supported when in need.

In this way we will mainstream equalities 
throughout the organisation and across the city.

This is a new council and a new set of Equality 
Outcomes, and with that marks a great 
opportunity, building on a solid foundation of 
previous equalities activity, to deliver outcomes 
that bring positive change in peoples’ lives.

Councillor Jenny Laing
Leader, Aberdeen City Council
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Introduction - The Legal 
requirement 
Equality outcomes are strategic and are what 
the local authority, often in partnership, will 
try to achieve to improve local people’s lives. 
In ‘Equality Outcomes and the Public Sector 
Equality Duty: A Guide for Public Authorities in 
Scotland’ (2016), the Equality and Human Rights 
Commission (EHRC) has provided a guide on 
preparing and publishing equality outcomes. 
It states that outcomes should be relevant 
and realistic. Aberdeen City Council set their 
equality outcomes for the period 2013 – 2017 
with a review of progress on these outcomes 
in 2015. The outcomes were subsequently 
updated for 2015-2017 and the feedback from 
this community engagement and exercise 
suggested the continued inclusion or update 
of some of the previous outcomes. This report 
represents the Council’s second set of Equality 
Outcomes to run from 2017 to 2021.

A key legal requirement under the Equality Act 
2010 is for local authorities to publicise and 
deliver equality outcomes. An equality outcome 
must further one or more of the aims of the 
public sector general equality duty: 

• Eliminate unlawful discrimination, harassment  
 and victimisation and other conduct that is  
 prohibited by the Equality Act 2010;
• Advance equality of opportunity between 
 people who share a relevant protected   
 characteristic and those who do not;
• Foster good relations between people who  
 share a protected characteristic and those  
 who do not. 

The public sector equality duty covers all of 
the protected characteristics, which are: Age, 
Disability, Gender reassignment, Marriage and 
civil partnership, Pregnancy and maternity, 
Race, Religion and belief, Sex and Sexual 
orientation.

Many of the specific equality duties require 
information to be reported upon and published 
in a reporting cycle of either two or four 
years. As part of the specific duty to report 
on mainstreaming the equality duty, the local 
authority is required to publish a report on 
the progress it has made to make the general 
equality duty integral to the exercise of its 
functions. These should be published at 
intervals of not more than two years apart.

These reports must include (if not published 
previously); an annual breakdown of the 
information the authority has gathered under its 
duty to gather and use employee information 
and details of the progress made in using that 
information to enable the authority to better 
perform the general equality duty. 

The local authority must publish a fresh set 
of equality outcomes within four years of 
publishing its previous set. In preparing a set 
of equality outcomes, the authority must take 
reasonable steps to involve people who share 
a relevant protected characteristic and anyone 
who appears to the authority to represent the 
interests of those people.

The authority must also consider relevant 
evidence relating to people who share 
a relevant protected characteristic. If an 
authority’s set of outcomes does not further the 
needs of the general equality duty in relation to 
every relevant protected characteristic, it must 
publish the reasons for this. 

Equality Outcomes and Mainstreaming 
Report 2017- 2021
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Review and Research 
In producing our new Equality Outcomes, we undertook surveys and community engagement 
exercises with various communities. We also took account of up to date and solid evidence 
based research and consultation in tandem with the emerging new requirements of the Scottish 
Government Race Equality Framework and the BSL action plans. Finally we ran a validation 
survey to support our result. 

1. Review of the Equality Outcomes 2015-2017

  l North East Scotland Equalities Network (NESEN)  (All protected characteristics)                                                         
  l Generations Working Together (GWT)  (age)
  l Tea and Talk  (age)
  l Multi Faith Forum  (religion or belief) 
  l Thai Buddhist Centre  (religion or belief and race/ethnicity)
  l Ethnic Minority Forum (EMF)  (race/ethnicity) 
  l Disability Equity Partnership (DEP)  disability)
  l Learning Disability Group Aberdeen and Aberdeenshire  (disability)
  l LGBT + Network event  (sexual orientation, gender reassignment) 
  l Aberdeen Women’s Alliance  (sex)
  l Violence Against Women Partnership (VAWP) (sex)
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Community engagement:
Grampian Regional Equality Council (GREC) 
undertook community engagement activities on 
equality outcomes from July- December 2016 
as part of work done to support the Equalities 
agenda of Aberdeen City Council. 

The project named, ‘Creating a Fairer and More 
Equal Aberdeen’, used surveys and community 
engagement discussions in order to gain the 
views of local residents in Aberdeen.  

The aim of the project was to provide 
evidence and recommendations for Aberdeen 
City Council to help them set their equality 
outcomes for 2017 – 2021 and review their 
progress. In preparing equality outcomes, local 
authorities must consider evidence relating to 
equality groups and communities and should 
take steps to include them in the equality 
outcomes. 

GREC and the Equalities Team of Aberdeen 
City Council worked on the development of the 
‘Creating a Fairer and More Equal Aberdeen’ 

survey, which was circulated; by an email link to 
Equalities contacts lists, on paper at community 
engagement events, through various 
community forums and social media such as the 
GREC, Aberdeen City Council, Police Scotland 
and Multi-cultural Aberdeen Facebook pages. A 
web-link to the survey was also included in the 
Equalities Team’s Fortnightly News Collective 
‘Information for All’. The survey was also 
produced in an Easy-Read plain English version 
which was circulated at community engagement 
events.

As community engagement is a process of 
involving people in decisions that affect them; 
groups and organisations which represent a 
whole range of interests in Aberdeen, as well 
as individual respondents, were targeted. 
These included: faith-based groups, local 
resident’s groups, local community groups 
and virtual groups (active on Facebook/social 
media), ensuring that as far as possible, the 
engagement activities reflected the diversity of 
Aberdeen’s population. The groups in the box 
below are a sample of those included



A literature review was conducted to identify 
national evidence on equalities to set the 
findings from the community engagement 
activities in a wider context. 

The Summary Report appears at Appendix 6 - 
GREC Creating a Fairer Aberdeen Summary 
Report. However key issues of importance to 
highlight here include:

l Although good work is being done, and 
much has already been done to promote 
understanding, fairness and respect for diversity 
in Aberdeen. 

There were views that we still have 
discrimination and harmful attitudes. 
(Ethnic Minority Forum)

l Participants described a wide range of 
discriminatory and exclusionary experiences in 
the workplace. Many of these experiences are 
illegal under current legislation, while others 
point to a general lack of awareness of the 
needs and issues faced by LGBT+ people.

Participants spoke of the positive effects of 
staff networks and how they could be used to 
foster awareness and to promote rights.  (LGBT 
+ Network).

l There are still considerable challenges 
around schools and discrimination – there are 
negative attitudes and bullying of children of 
different ethnicities.

One example was given from a member who 
said that children had said: ‘You brought Ebola’. 

Although good work is being done on this 
(launch of the Prejudice and Discrimination 
Reporting Form (PDRF))  there are still issues 
around bullying and racism that need to be 
tackled.  (Ethnic Minority Forum).   
 
There is also the need to build the confidence 
of young people.

l The issue of feeling unsafe was reported 
by different groups of people with protected 
characteristics.

One Disability Equity Partnership (DEP) 
member stated

l There are particular issues around prejudice 
raised by members of the Jewish and Baha’i 
communities, with individuals sharing examples 
of hate crimes they had directly witnessed or 
experienced. (Multi Faith Forum).

l It is very clear that there is a great amount 
of support for events both by the council and 
community groups which bring people of 
different protected  characteristics together, and 
for these to be well publicised. These should 
not be about “putting on a show”, rather being 
focused on raising awareness, breaking down 
cultural barriers and embedding respect for 
difference and the benefits of having diverse 
communities and workplaces, as we build 
positive relationships.

Sandra Howard, Equalities Manager taking part in an 
Intergenerational Project with pupils of Ferryhill Primary. 
(2016)
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“we are unfortunately living in a 
more hateful and intolerant time 
and people often witness racial 
abuse and keep quiet (other 
passengers on buses) as they 
may be afraid to respond.”



l There is recognition of the very good work 
by the council with partners regarding Syrian 
refugees – they have been welcomed in 
Aberdeen with local people volunteering to help.
 
l Similarly, there are good opportunities 
for people of all ages to participate in public 
life, however transport and the cost of public 
transport is an issue and potential barrier 
(buses in Aberdeen). 

It can be a challenge to get accessible taxis for 
people with disabilities. Another barrier is lack 
of affordable childcare. Scotland has the 2nd 
highest cost of Childcare in the U.K. (DEP).

l For disabled and older people, as well as 
families with buggies there are issues around 
accessibility of buildings and the environment 
and having sufficient accessible toilets in the city. 

There are challenges for groups, organisations 
and churches looking for meeting space in 
the city and the significant number of young 
people who attended the LGBT + Network 
event pointed to the fact that here is a clear 
need for spaces/ events that aren’t adult 
themed.  (LGBT+ Network meeting). 

a) City Voice 
From responses to a City Voice (citizens’ 
panel questionnaire, published Autumn 2016); 
although there are small numbers who are 
reporting discrimination when accessing council 
services, it is noted that the respondents were 
disappointed with the council response. 

It is concerning that the majority (66%) of 
respondents do not feel informed, consulted 
and engaged in decisions that affect equality 
groups, and that only around a third of 
respondents are aware of the Council’s work in 
improving quality of life for equality groups. 

The new Prejudice and Discrimination Incident 
Reporting Form is far more user friendly so 
that we encourage reporting of incidents and 
provide a more timely and effective response. 
The form can be found on the council’s website 
under the “Report It” section: 
http://tinyurl.com/gvjbn2l

’New Scots’ Syrian Refugees playing football, facilitated 
by Aberdeen FC Community Trust
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The Equalities Team organises and supports 
community groups with high profile events 
throughout the year: 

Holocaust Memorial Day (January), LGBT+ 
History Month (February), International Women’s 
Day (March), 

Gypsy/ Traveller History Month (June), 
Aberdeen Mela (September).
They have also established, as well as the new 
Disability Equity Partnership, a new Multi-Faith 
Forum for the city (October 2016).

The Equalities Team produces a fortnightly 
news collective (‘Information for All’) promoting 
its work in this area to show how we are making 
a difference, as well as sharing information 
about local/ regional projects and events. We 
continue our work with colleagues in Corporate 
Communications to ensure our key messages 
are being presented in a range of formats.

The valuable feedback from City Voice 
particularly around issues of disability and age 
help set the priorities of the Council’s new 
Equality Outcomes and serves as a timely 
reminder that council services should not rely 
solely on web based information and advice 
as many older people are not comfortable 
using the internet to access services. Lack of 
awareness of services is a significant barrier, 
particularly for those aged 50-70 who may not 
have had any previous need for services.

b)  How We Have Mainstreamed 
Equality (2015-17)
Our key achievements in this period include:

l A stronger community voice for the 
equalities groups through the launch of new 
forums - a refreshed LGBT+ Network and Ethnic 
Minority Forum.

l DEP launched in September 2016 and 
chaired by Dame Anne Begg, aims to improve 
life in the city for those with disabilities. More 
information on DEP is available online at: http://
www.aberdeencity.gov.uk/council_government/
equality_and_diversity/eqd_disability.asp

l Increased support to groups and individuals 
with disabilities through the new post of 
Disability Access Officer. This was in response 
to the community requests for a single point of 
access in the council. 

l The City Centre Masterplan (CCMP) 
team has set up a schools group to improve 
engagement with youngsters. Nine schools are 
involved: a special school; three secondaries; 
five primaries. The CCMP team has also worked 
with the Children’s Parliament in reaching 
youngsters and giving them a voice and the 
Ideas Hub, and innovative digital platform aimed 
at identifying challenges and crowd-sourcing 
solutions within schools. The team has also 
held meetings with the local Health and Social 
Care Partnership to explore ways of capturing 
the views of those in receipt of services and 
support when progressing plans and projects. 
Other stakeholders engaged with directly on 
CCMP projects include the groups representing 
people with disabilities: the Disability Equity 
Partnership (DEP) and Bon Accord Access 
Panel. When conducting surveys, copies are 
sent to Sheltered Housing complexes and 
family centres.
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l Through our joint funding of an Ethnic 
Minority Housing Outreach worker post, ethnic 
minority communities are consulted and 
involved where appropriate and better able to 
articulate their housing needs.

l Mainstreaming of Equality within the 
Development of the LOIP (10 year local 
improvement plans) as part of the new powers 
from the Community Empowerment Act. 
Alongside this engagement events were held 
within Aberdeen’s 3 localities to determine 
what actions should be included in their 
plans. This has also lead to the development 
of Locality Partnerships to complement the 
LOIP development; here the focus is on 
participation and engagement  with these 
partnerships having at least 50% of Community 
representation, thus better reflecting the 
demographics in the area. 

l The Council’s Equality Outcomes, as well as 
sitting beneath the Local Outcome Improvement 
Plan and Strategic Business Plan, are firmly 
embedded within the Customer Service Charter 
and Standards and the Customer Services 
Improvement Plan. In this way we evidence that, 
as a council, we are paying due regard to the 
public sector general equality duty to :
 - Eliminate unlawful discrimination,   
 harassment and victimisation and other   
 conduct that is prohibited by the Equality Act  
 2010;
 - Advance equality of opportunity 
 between people who share a relevant   
 Protected Characteristic and those who do  
 not; and
- Foster good relations between people who  
 share a Protected Characteristic and those  
 who do not.  

Our aim is to mainstream equality throughout 
the organisation and to provide a service for 
staff and customers that is always improving 
and becoming more accessible .

Our Customer Service Standards 
include

WE ARE HERE …
We will make it easy for you to get in touch with 
us by offering a range of ways to do this. We 
will deliver services in a variety of ways so you 
can access them and review them to make sure 
they meet your needs.

HERE TO HELP YOU . . .
We will have friendly staff that are happy to help 
you and provide a comfortable environment 
when you visit us. We will help you to access 
the right services and refer you based on your 
needs. We will not discriminate against you.

HERE TO LISTEN TO YOU . . .
We will listen and respond to your needs: 
respecting your privacy as we do this.

HERE TO ANSWER YOU . . .
We will communicate with you simply and 
clearly about your enquiry until it is resolved
Supply information in formats suitable for you on 
request.

HERE TO BE OPEN WITH YOU . . .
We will not tolerate the verbal or physical abuse 
of our employees or our customers.

l The Sections “Equality Initiatives 2015” and 
“Equality Initiatives 2016” on pages  104-122 
of Appendix 1a - ACC Employee Information 
- set out how the Human Resources and 
Organisational Development service have 
mainstreamed equality throughout the 
workplace. Similarly extensive information is 
available on mainstreaming progress within 
Education and Children’s Services.

l Aberdeen City Council is committed to best 
value and promoting fairness and equality in 
procurement.

From our internal procurement guidance , 
and  the Draft Joint Procurement Strategy for 
Aberdeen City and Aberdeenshire Councils 
…“The strategy is aligned to the services that 
are agile, affordable, rise to the challenge of 
tackling inequalities, support economic growth 
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across Scotland, and empower communities to 
take responsibility for their own actions.” 

Below  is the table of themes used to 
meet requirements under the sustainable 
procurement duty/community benefits.  
Procurement Officers  are trying to form closer 
ties with the 3rd sector…especially “supported 
businesses”…as they employ disabled 
or disadvantaged people and it the only 
opportunity exercise favouritism in procurement.

Included with the questionnaires  to potential 
tenderers , the Council Statement on Fair 
Working Practices states

“ The Council considers the delivery of high 
quality public services to be inextricably 
linked with workforces that are well- regarded, 
well-motivated, well-led, have access to 
appropriate opportunities for training and skills 
development, recognise and respect diversity 
and are involved in some key decisions 
affecting them.

These factors are also considered to be 
important for workforce recruitment and 
retention, and thus continuity of service.

In order to ensure the highest standards of 
service quality in this Contract we expect 
Contractors to take a similar positive approach 
to fair work practices as part of a fair and 
equitable employment and reward package.

Factors demonstrating a positive approach to 
fair work practices include such things as:
- A fair and equal pay that includes a 
commitment to supporting the Living Wage
- A strong commitment to Modern 
Apprenticeships and the development of 
Scotland’s young workforce
- Promoting equality of opportunity and 
developing a workforce which reflects 
the population of Scotland in terms of 
characteristics such as age, disability, gender, 
religion or belief, sexual orientation, pregnancy 
and maternity, gender reassignment, marriage 
and civil partnership and race ( including Gypsy/
Travellers). And 
- Flexible working (including for example 
practices such as flexi-time and career breaks) 
and support for family friendly working and 
wider work life balance.”

At the end of this Equality Outcomes and 
Mainstreaming Report there follows Best 
Practice Case Studies which demonstrate 
examples of how we have mainstreamed 
equality. 

IMPROVE (WELLBEING) PROMOTE FACILITATE (INVOLVE)

Social  Innovation SMEs

Economic Equalities/reduce inequality 3rd Sector organisations

Environmental  Ethical trading and  Supported Businesses
 social justice 

Health Fair Work Practices/ Prompt Payment throughout 
 The Living Wage the supply chain

Food poverty/fuel poverty/ Resource efficiency and the Community engagement and
energy efficiency circular economy community empowerment;   
  community projects 

Air quality/reduction of harmful  Education; employability and  Collaboration and collaborative
emissions/reduction of waste  skills training working
and packaging 
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c) Work with Partners 

l The Equality Act 2010 (Specific Duties) 
(Scotland) Regulations 2012 were amended in 
2015 to bring new public bodies such as the 
Aberdeen Health and Social Care Partnership 
(H&SCP) within its scope. One of the 
requirements of the Regulations is that public 
bodies such as the new Aberdeen H&SCP must 
produce and publish an Equality Outcomes 
Report setting out the objectives we wish to 
achieve in the field of equality and diversity. 
These were published in the H&SCP Equality 
Outcomes Report for the period April 2016 to 
March 2018 at http://www.aberdeencityhscp.
scot/en/progress/news/achscp-mainstreaming-
equality-and-diversity-report/

l Aberdeen’s Community Planning Partnership, 
Community Planning Aberdeen,  is committed 
to developing, where appropriate, city wide 
Equality Outcomes and indicators to reflect the 
collaborative and partnership approach taken to 
develop joined up solutions to the inextricably 
linked issues of inequality, poverty, health and 
well- being.

l The Equality Outcome 4 from North East 
Scotland College (NESCol) Equality Outcomes 
2017-21 is “The College and its Regional 
partners will work together to reduce inequality 
and remove barriers to attainment and 
employment across all protected characteristics 
to meet the aspirations of community planning 
regionally.”

l The promotion of equalities is reflected in 
our Local Outcome Improvement Plan (LOIP).
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a) Behind the Granite - 
Aberdeen City Key Facts 2016
From this overview of statistics from local 
sources and information about the population 
and topics such as housing, education and 
safety, in June 2014, Aberdeen City had an 
estimated population of 228,990 with 113,474 
men and 115,516 women. Between June 2013 
and June 2014, Aberdeen City’s population 
increased by 1,860 and most of that change 
was accounted for by migration. 

l According to the National Records of 
Scotland as outlined in ‘Behind the Granite,’ 
Aberdeen’s population is projected to rise 
to 300,000 by 2037, with the older age 
population in Aberdeen City to grow by 
55% from 33,166 to 51,531. The local ageing 
population is important to consider when 
creating equality outcomes for services, and 
planning for the future. 

l Incidents of domestic abuse recorded by 
the police in Aberdeen City have increased by 
24% from 2013/14 to 2014/15. 

l According to the 2011 Census, around 16% 
of people in Aberdeen City have a long-term 
illness, health problem or disability that limits 
their daily activities or the work they can do. 

l The 2011 census recorded a total of 68 
languages used in Aberdeen. Following 
English, the most common language used 
at home was Polish. The most common 
languages (other than English, Polish or other 
UK languages) were: French, Chinese, Russian, 
Spanish, German and Arabic. However, 
by 2014-15 the most common languages 
requested by InterTrans (our in-house service 
that provides translation, interpreting and 
communication support to users and providers 
of Aberdeen City Council services) were Polish, 
Russian and Lithuanian.

b) Briefing Paper 2016/04 Migration 
Report, Aberdeen
The Research and Information Team at 
Aberdeen City Council produced a briefing 
paper, which is based on official data from the 
National Records of Scotland (NRS). 

Between 2014 and 2015, the population in 
Aberdeen rose from 228, 820 to 230, 250 and 
most of this growth was due to migration (96%). 
Most of the migrants to and from Aberdeen are 
in the 16 – 30 year old age group. In 2014/15 
the percentage of National Insurance number 
registrations in Aberdeen were; Polish (23%), 
Romanian (9.2%), Nigerian (5.7%) and Indian 
(4.5%). 

c) Local Data: Gypsy/Travellers 
Between June - July 2015, 24 Gypsy/Travellers 
in Aberdeen and Aberdeenshire, from 12 
different groups of Gypsy/Travellers took part in a 
consultation exercise to assess the accommodation 
needs of the Travelling community. 

Results showed that all participants thought 
there should be an increase in site provision 
in both Aberdeen and Aberdeenshire.  There 
was no clear preference on whether they are 
developed and managed privately or by the 
local authorities.

2.  Research - the City and Globally
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d) SSAMIS Social Support and 
Migration in Scotland  second 
Interim Report  November 2016 
Living and Working in Scotland: Employment, 
Housing, Family and Community

l In some cases workers spoke of feeling 
insecure in their employment due to being 
a migrant, or “not Scottish” and indicated 
differences in treatment from their employers 
in comparison to local workers. Although there 
were many positive experiences of employers, 
the power of employers was highlighted, as was 
the “acceptance of deskilling” the compromise 
they had to accept to work in an unskilled job. 
People also being “trapped” in particular jobs 
due to the difficulty in improving their language.

l Vulnerabilities were heightened for migrants 
due to a lack of knowledge and different 
information relating to employment, for 
example, not having a written contract. Many 
of the people involved in the research talked 
about the stress of trying to find (suitable/
acceptable accommodation), especially in the 
first period after arrival in Scotland.

l A significant number of people had decided 
to move on the advice of family members 
already in Scotland. Migration and settlement in 
Scotland requires a renegotiation of relationships 
with family who have remained in the country 
of origin. Concern was expressed about older 
relatives in migrants’ country of origin.
 
l Women mentioned the difficulties in managing 
childcare alongside their employment and the 
cost of childcare. Ensuring financial security for the 
family in Scotland was seen as very important as 
was children’s education.  Parents wanted them 
to achieve but often struggled with the language 
issues and time to support children in their learning.

l Research involved over 200 migrants as 
well as approximately 60 representatives of 
local authorities, service providers and migrant 
associations. The report focuses on key themes 
of employment, housing and family issues which 

emerged from the interviews with migrants and 
“expert” interviews with other stakeholders.

Scottish Government Equality Evidence Finder 
– 2015 
The Scottish Government and its Agencies 
collect, analyse and publish equality evidence 
across a wide range of policy areas.
The Evidence Finder brings together this 
information, allowing users to find evidence by 
policy area and by equality characteristic.

l There are statistically higher rates of 
overcrowding for some ethnic minority 
communities with minority ethnic people 
disproportionally renting accommodation form 
private landlords

l The private rental sector is generally more 
expensive, sometimes of a poorer quality, and 
although subject to legal obligations, in many ways 
less stringently controlled than social housing.

l Issues around immigration status may cause 
additional difficulties for some individuals and 
families.

l Race hate crimes continue to make up the 
largest proportion of reported hate crimes in 
Scotland.

e) Zero Tolerance Research 2017
A study by violence against women charity Zero 
Tolerance has shown high levels of sexism and 
harassment are being experienced in Scotland’s 
public sector workplaces.

The charity said the findings expose a 
forthcoming “mental health time bomb”, as 
many women reported being stressed, agitated 
and depressed. 

l Almost two-thirds of respondents to a survey 
said they had suffered or witnessed sexual 
harassment or innuendo at work.

l One in 10 females polled had been 
subjected to physical or mental violence in the 
workplace, including serious attacks.

l Half had also experienced sexual 
objectification.
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f) Disability Inequality - The 
Equality and Human Rights 
Commission (EHRC) 
In February 2017 the Equality and Human Rights 
Commission (EHRC) published a report entitled 
“Being Disabled in Britain 2016: A Journey Less 
Equal”. The Study shows: 

l Disabled people in Britain are more than 
twice as likely to be living in food poverty than 
non-disabled people: 18% of disabled people 
live in food poverty, compared with 7.5% of non-
disabled people.

l The study also showed the disability pay 
gap in Britain has grown further in recent years, 
with disabled people aged 16-24 and disabled 
women having the lowest median hourly 
earnings of the population. 46.7% of disabled 
people are employed, compared with almost 
80% of non-disabled adults, and the gap has 
widened since 2010-11. 

l The qualifications gap has narrowed, 
although the proportion of disabled people with 
no qualifications is nearly three times that of 
non-disabled people.

l Educational attainment among disabled 
pupils remains much lower than their non-
disabled counterparts, and problems were 
also highlighted with regards to accessing 
housing and healthcare. Detentions under the 
Mental Health Act 1983 have also surged since 
2009/10. 
Source: 
https://www.equalityhumanrights.com/sites/
default/files/being-disabled-in-britain.pdf

g) The Impact of the Brexit 
Referendum and Populism 
Internationally 
The period following the Brexit Referendum 
vote, the recent USA election and French 
election campaign, and potentially the U.K’s 
general election has highlighted polarised 
and entrenched positions around equality and 
human rights issues. 

There is, nevertheless, a raised awareness of 
the risks of reinforcing stereotypes and myths 
and in discriminating against others who are 
“different”.

There is at national and local government level 
a renewed commitment to social justice and 
equality, and this report makes it clear that 
equality and human rights are central to the 
success and wellbeing of our local communities. 

h) New duties for local government
The new Equality Outcomes will take account 
of this up to date and solid evidence base of 
research and consultation and of the emerging 
new requirements of the Race Equality 
Framework and the BSL action plans

l The Race Equality Framework for Scotland 
sets out how the Scottish Government aims 
to advance race equality, tackle racism and 
address the barriers that prevent people from 
ethnic minorities from realising their potential 
over a 15 year period from 2016 to 2030. 

l The passing of the BSL (Scotland) Act 2015 will 
lead to the creation of the first BSL National Plan in 
October 2017, and local authorities following with 
their own action plans by October 2018. This will 
improve access to information and services for our 
citizens whose first or preferred language is BSL.

l A Fairer Scotland for Disabled People, the 
Scottish Government Delivery Plan for the United 
Nations Convention on the Rights of Persons 
with Disabilities, was published in December 
2016. The Plan is built around five key ambitions:
1. Support services that promote independent  
living, meet needs and work together to enable 
a life of choices, opportunities and participation
2. Decent incomes and fairer working lives
3. Places that are accessible to everyone
4. Protected rights
5. Active participation
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3. Benchmarking on 
Equalities
Since April 2015 the Council has been working 
with seven other local authorities ( Dundee 
City Council, East Dunbartonshire Council, 
Edinburgh City Council, Falkirk, Glasgow City 
Council, North Lanarkshire Council  and West 
Dunbartonshire Council ) to benchmark and 
share best practice in relation to employment 
equalities , with contributions from Human 
Resources and Equalities staff.

In its first phase this work has looked at 
success rates for different groups of employee 
applicants, why these  might vary and what 
measures might be taken, including recruitment 
practices and staff development. This work will 
feed into our approaches to increasing diversity 
in employment at Aberdeen City Council 
to make it more representative of the local 
population.

Aberdeen City Council continues its 
membership of the Stonewall Workplace 
Equality Champions scheme, completes an 
annual submission and is ranked annually 
against  the Work Place Equality Index( WEI). 
Similarly the council is also a Stonewall 
Education Equality Champion and the annual 
submission is ranked against the Education 
Equality Index(EEI). 

4. Validation Survey
To validate the Equality Outcomes, which 
we have developed from the research and 
consultation, a ‘SurveyMonkey’ questionnaire 
ran until 31st March 2017.

Respondents confirmed that they agreed with 
the importance of these Equality Outcomes for 
Aberdeen’s Communities.

Aberdeen City Council - New 
Equality Outcomes (2017-21) 
To ensure that the Equality outcomes from 
2015-17 do not get lost or diluted as we set 
our proposed new Equality Outcomes, these 
have been mainstreamed into the “way we 
work around here”. These will become our Best 

Practice principles. To help mainstream this 
approach and to promote these principles, we 
propose a network of Equality Ambassadors 
across the organisation.

Mainstreamed Equality Principles:
a. An engaged community
The Community Empowerment (Scotland) Act 
(2010) - giving community bodies new rights and 
public sector authorities new duties to boost 
community empowerment and engagement – 
Support to all Community Forums.

b. An informed community
An Interpreting and Translation service – Support 
to all whose first language is not English or who 
have other communication needs.

c. An accessible City
Support to Disability Equity Partnership - 10 
Point Accessible Communications guidelines

d. A safe community
Prejudice and Discrimination Reporting Form 
(PDIRF) – Support to Violence against Women 
Partnership

e. Equality and Diversity welcomed and 
celebrated
The different events we deliver and/or support 
including: Holocaust Memorial Day, International 
Women’s Day,  #weareaberdeen campaign, 
One World Day.

f. Services understand and take into 
consideration Protected Characteristics 
specifications – Trained staff and robust 
Equality and Human Right Impact Assessments.
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We have retained two Equality Outcomes from 
2015-17 in recognition that there needs to be a 
continued focus on these.
l Engaged and committed leaders;
l Human Rights based culture within our   
 organisation.

“Engaged and committed leaders” since we 
have a new council of elected members from 
May 2017 who will have an important role to 
play with new responsibilities to deliver on the 
equalities agenda.

The council has an important leadership role 
to highlight civic rights and protect its people 
and Community Planning Aberdeen is keen 
to develop Equality Outcomes and indicators 
across the city to promote equality.

“A Human Rights based culture” as it is 
recognised that further work is needed here 
in awareness raising and challenging myths 
in an increasingly hostile environment where 
sometimes there is little understanding of the 
meaning of and origin of Human Rights. 

The Equality Outcomes for the protected 
characteristics set out below take account of 
the key issues which have emerged in 2016-17.

Generic Equalities Outcomes:

E.O.1: We have engaged and committed 
leaders, with the council and partners working 
together to reduce inequality, remove barriers 
and promote a culture of respect.

E.O.2: We have a clear action plan in place 
to deliver a human rights based culture within 
Aberdeen City Council.

Age
Key issues emerging:
l An empowered, actively involved, community
 voice for older people;
l Reduced loneliness and social isolation for  
 older people;
l An empowered, actively involved, community
 voice for younger people.

Equality Outcome:
E.O.3:  Older people and younger people have 
an empowered, actively involved community 
voice.

Disability
Key issues emerging:
l Raised awareness and understanding of   
 council’s statutory duties;
l A thriving and vibrant new community forum,  
 Disability Equity Partnership, in place and 
 with other representative groups evidence  
 of their impact on council planning and   
 decision making;
l All council plans, policies and procedures   
 have been equality impact assessed with   
 evidence of community input;
l Interconnectedness (evidence of golden   
 thread) of corporate, local and regional plans  
 and decisions.

Equality Outcome:
E.O.4:  Physical and social barriers are removed 
for those with a disability to access services and 
public space.

E.O.5:  We have in place support for BSL users 
to access services, information on services and 
to be involved in making improvements for the 
deaf and deaf/blind communities
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Race
Key issues emerging:
l Aberdeen – a welcoming place for all e.g.   
 “City of Sanctuary”
l Reduced discrimination;
l Increased proportion of ethnic minority   
 people and ethnic minority women in work;
l Meeting space for ethnic minority groups   
 and/or communities;
l Integrated communities and reduced   
 community tensions;
l Supported and welcomed Syrian refugees  
 who are making their home in Aberdeen;
l A high quality interpreting and translation   
 service which meets the needs of all our   
 communities;
l Learning and accommodation needs of   
 Gypsy/ Traveller families met;
l Raised awareness and understanding of   
 council’s statutory duties.

Equality Outcome:
E.O.6 There is learning provision and 
accommodation in place to meet the needs of 
Gypsy/ Traveller families.

Religion and Belief (faith)
Key issues emerging:
l Quiet, contemplation room in place within   
 Marischal College for use of employees,   
 elected members and visitors;
l A thriving and vibrant community forum,   
 the Aberdeen Multi Faith Forum, in place   
 and evidence of their impact with that of
 other representative groups on council   
 planning and decision making.

Equality Outcome:
E.O.7:  Aberdeen is a city of sanctuary with 
positive relations amongst Aberdeen’s diverse 
communities, where everyone is welcome 
and respected, regardless of religion, belief, 
ethnicity or background.

Sex
Key issues emerging:
l Good affordable flexible childcare;
l Gender pay gap and occupational    
 segregation reduced;
l Increase in positive imagery and coverage of  
 women in the media;
l Increased confidence of young women to   
 challenge.

Equality Outcome:
E.O.8: In Aberdeen there is a culture in which 
women’s lives, opportunities and confidence 
are improved.

LGBT+
Key issues emerging:
l A thriving and vibrant community forum,   
 the LGBT+ Network, in place and with other
 representative groups’ evidence of their 
 impact on council planning and decision   
 making.
l Greater awareness and understanding of   
 issues around Transgender.
l A safe space for young LGBT+ community   
 members.

Equality Outcome:
E.O.9:  Aberdeen is an LGBT+ friendly city 
where LGBT+ communities can confidently 
express their identity and views.

Easy read version of the Equality Outcomes 
An easy read version of the new Equality 
Outcomes for 2017-21 is available in Appendix 5 
– Easy Read Version. 
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The specific equality duty requires the 
organisation to gather annual information on 
the composition of employees as well as annual 
information on recruitment, development and 
retention of employees with respect to the 
number and relevant protected characteristics 
of employees. The information must be used to 
better perform the general equality duty.

The mainstreaming report must include an 
annual breakdown of the information gathered 
and must also include details of the progress 
that the organisation has made in gathering 
and using the information to enable it to better 
perform the general equality duty.

It is intended to seek to continue to develop the 
employee information in line with the Equality 
and Human Rights Commission guidance to 
cover other areas. 

The employee information in this 2017 
mainstreaming report comprises the following 
by protected characteristic:-
l Composition of employees (as at January   
 2016 (for year 2015) and as at January 2017  
 (for year 2016))
l Recruitment information, namely applicants  
 and successful applicants for calendar years  
 2015 and 2016
l Development information, namely employees  
 who undertook corporate training in calendar  
 years 2015 and 2016 and also employees   
 involved in discipline and grievance cases in  
 calendar years 2015 and 2016

l Retention information, namely employees   
 who left the organisation in calendar years  
 2015 and 2016

In accordance with the requirements stated in 
the guidance, the above has been produced for 
the organisation as a whole and also in relation 
to the Education Authority (which comprises 
teachers and other employees within Education 
and Children’s Services).

This substantial volume of information is 
available at Appendix 1a - ACC Employee 
Information.

The Employment Equality Outcome is:
l Aberdeen City Council  - a fair employer
The two actions that sit below this equality 
outcome are:
 1. We will maintain a diverse workforce 
 and a culture that is free from unlawful   
 discrimination and 
 2. Achieve and maintain pay equality   
 within the workforce.

Employment  Equality Outcomes
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Education and Children’s Services 
Equality Outcomes
l Equality Outcome 1:
Children and young people with a disability 
and their families are supported and included 
enabling them to achieve their full potential.

l Equality Outcome 2:
Pre-birth children (unborn babies) at risk due 
to issues that parents are dealing with such as; 
mental health, substance use and domestic 
violence are identified at an earlier stage.
Vulnerable pregnant women are identified and 
supported at an early stage.

l Equality Outcome 3:
LGBT+ pupils feel safe, respected and included 
in school.

l Equality Outcome 4:
All children and young people in Aberdeen 
have an understanding of their rights and 
develop the ethos and culture to improve well-
being and develop every child’s talents and 
abilities to their full potential.

l Equality Outcome 5:
External cultural organisations who receive 
investment from Aberdeen City Council actively 
promote and engage with those with protected 
characteristics in designing, planning and 
delivering activity.



Aberdeen City Licensing Board is required 
to prepare and monitor the progress towards 
achieving Equality Outcomes in terms of 
Regulation 4 of the Equality Act 2010 (Specific 
Duties) (Scotland)  Regulations 2012. The Board 
published their Equality outcomes in April 2013. 
In April 2015 the Board published a report, 
in accordance with its legal duties, on the 
progress towards achieving those outcomes. 

In terms of the required reporting cycle the 
Board requires to publish a further report on its 
Equality outcomes by 30 April 2017.

In terms of the Licensing (Scotland) Act 2005, 
Section 5, there is to be a Licensing Board for 
the area of each Council under Section 46(1) 
of the Local Government (Scotland) Act 1994. 
The members of the Licensing Board are to be 
elected by the relevant Council from among 
their members. The Licensing Board although 
comprised of councillors is a separate legal 
body from the Council. The Council must, at its 
first meeting after each ordinary election of the 
Council, hold an election of members to the 
Licensing Board for their area.

Scottish Council Elections were held on 4 May 
2017. Therefore a new Aberdeen City Council 
elected a new Aberdeen City Licensing Board 
at the first Council meeting of 16  May 2017.

It is therefore proposed that this new Aberdeen 
City Licensing Board, should review, consider 
and approve the required report on its Equality 
Outcomes.

The new Aberdeen City Licensing Board will 
also publish their new Statement of Licensing 
Policy by November 2018 which will include a 
statement as to their duties under the Equality 
Act 2010 as well as their Equality Outcomes. 
As part of preparing their new Statement of 
Licensing Policy the new Board will complete an 
Equality and Human Rights Impact Assessment.

Aberdeen City Licensing Board 
Equality Outcomes
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Here are some examples of best practice 
initiatives from the Council’s activities:

Communication
We identified need for consistent standards 
in customer service, including in terms of 
accessibility. Created Customer Service 
Charter and Standards to include accessibility 
outcomes, for example “we will make it easy for 
you to get in touch with us by offering a range 
of ways to do this,” and “we will deliver services 
in a variety of ways so that you can access them 
and review them to make sure they meet your 
needs.”

Security team 
As part of the tendering process for external 
security providers we had a requirement that 
security team participated in mental health 
awareness training to help create a more 
understanding and secure environment at the 
Customer Service Centre.

Gypsy/Travellers
We have been meeting  the learning needs and 
supporting families for over three years, building 
on earlier success and reviewing/updating plan 
based on identified need. Partnerships across 
agencies and services have been key to this 
positive development.

Clinterty Family Numbers  
On-Going:  10 families consisting of 19 Adults 
and 14 Children and Young People.
New Families: 6 families consisting of 9 adults 
and 8 Children and Young people. 
(These numbers vary throughout the year 
as families move on/move to the site for the 
summer season etc). 

We are currently working on :
Developing contacts /support to new families
Continued identification of needs/support with 
established families on site
Partnership working to develop site, Action Plan 
Developed 2015/16.
Social Inclusion encouraging adults and 
children to access off site activities.
One to one working with adult learners, literacy 
and numeracy are most highlighted need but 

we are also asked about ICT. This is provided 
when requested.
We also have learners undertaking SVQ and 
Adult Achievement Awards.
Additional Activities are provided during:
Summer and Easter Holidays- Play and learn 
activities ie Listening, being a part of a team, 
numeracy and literacy through reading 
instructions and counting goals etc.
Christmas party, referrals are made to North 
Sound as some families are on very low 
incomes.

These activities continue to be well attended 
with parents helping out and becoming actively 
involved.

On-Going Support.
Continued provision of one to one classes, four 
of which are linked to Jobcentre and personal 
advisors.
Continued provision of adult activities group, 
attendance numbers vary but feedback very 
positive.
Children/Young People’s Activity Group, 
we encourage play and participation ie Fun 
Science projects.  Young people very vocal 
about their group and activities. They are at the 
core of all relevant developments.
Numbers vary but are quite steady at 
around  10-12 for homework group, parents/ 
grandparents are becoming more actively 
involved and learning at the same time as their 
children.
Numbers always increase during Autumn/Winter 
as site is usually full and learners pick up where 
they left off before summer.
Continued support to access local community 
services, we have assisted with three housing 
applications recently and are involved in child 
protection as well.
Advocacy and mediation support is also 
provided. This is quite regular and involves all 
services particularly benefit.

Best Practice Case Studies



Young People
Aberdeen City Council Youth work team has 
worked with young people in schools to 
support them on their learning journey.  This 
includes provision linked to the Curriculum for 
Excellence Capacities and National Youth Work 
Outcomes, support to encourage involvement 
in Youth Democracy including the development 
of youth forums and assistance to Scottish 
Youth Parliament members, employability 
support including providing work experience 
opportunities, supporting young people with 
wider achievement awards and support to 
develop equalities for young people including 
the city-wide LGBT group.  Members of the 
Streetwork team actively engaged with young 
people with the aim of promoting inclusion and 
contributing towards building a safer community 
where young people have the confidence to 
participate and contribute to youth provision in 
their area.  Through community engagement 
and collaboration, this project  supported 
individuals to engage and become positive 
community participants.

Waste and Recycling 
The Council team has been working with SEPA 
and Aberdeen Multi-Cultural Centre in getting 
messages out to the ethnic minority business 
communities to help them meet their legal 
obligations for waste and recycling.
In addition, work has been ongoing to get the 
recycling messages across to householders, in 
particular with the Polish community.
An engagement guide was produced and  
listed organisations/businesses where Polish 
community members may be employed and 
the Polish Association Aberdeen were targeted 
with a translated leaflets campaign.  A link to 
the council web page was provided via a web 
banner to Polish Catholic group website.

Community Cohesion and Integration 
Following the success in March 2016 of 
the United Aberdeen Event, a first steps 
conversation around the complex and multi-
factors which may lead to radicalisation, a new 
partnership has formed between The Ethnic 
Minority Forum and The Aberdeen City Youth 
Council. This partnership aims to  continue the 
dialogue and awareness-raising on causes of 
radicalisation and explore ways to keep the 
communities united amongst young people 
across the diverse communities of Aberdeen.

Engagement 
NETRALT – North East Tenants Residents and 
Landlords Together – as all social landlords find 
it challenging to engage with Young People, we 
organised a Radio Show with SHMU ( Station 
House Media Unit) on Housing to engage with 
teenagers – this won a National Award.
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