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Kaukab Stewart 
MSP, Minister  
for Equalities

As Minister for Equalities, I am unwavering in my 
commitment to embed equality into every part 
of our government’s work, integrating equality 
routinely into our processes and decisions.  
Given changes we see around the world, now 
more than ever, we must do all we can to make 
Scotland fairer and more inclusive, where 
everyone has the opportunity to thrive.

Setting equality outcomes is a critical part 
of fulfilling this vision, driving us to achieve 
meaningful change. Despite significant 
progress in advancing equality in Scotland over 
recent years, there is clear and compelling 
evidence that inequality persists. The Scottish 
Government holds both a legal and moral 
obligation to use equality outcomes as a lever 
to advance equality and improve the lives of 
the people of Scotland. I am determined that 
over the next four years, these outcomes will 
help deliver meaningful change for the most 
disadvantaged people of Scotland.

The outcomes published here will contribute 
to much-needed system change that so many 
stakeholders tell us is needed, and to which 
the evidence points. This document describes 
the new approach we are deliberately taking 
to maximise the impact of equality outcomes; 
focused on enablers of change. By working to 
achieve these by 2029, we will continue to build 
a Scotland that is truly fair and inclusive for all.

Lesley Fraser, 
Director-General 
Corporate, Scottish 
Government

Diverse experience, skills, thinking and 
background are essential to delivering better 
policies, services and advice for Ministers. This 
ambition is central to our work as civil servants, 
where we come together with a shared purpose: 
to improve the lives of the people of Scotland.

As an organisation, we aim to be dynamic, 
diverse, and connected—qualities that enable us 
to deliver on Ministers’ priorities effectively. Our 
core values of integrity, inclusion, collaboration, 
innovation, and kindness underpin everything we 
do and are fundamental to enabling a workplace 
culture that allows us to fulfil our potential and 
deliver at our best. The progress we have made, 
as outlined in our Mainstreaming Report, is a 
testament to the hard work and dedication of 
colleagues across the organisation. However, 
we recognise that there is still more to do. 
Tackling inequalities and embedding equality, 
inclusion, and human rights into our work 
requires sustained focus and action. This report 
sets out our new equality outcomes for the next 
four years and the steps we will take to achieve 
them. These outcomes reflect our continued 
commitment to mainstreaming equality, both 
in the policies we deliver and in how we work 
together as an organisation. By living our values 
and focusing on this agenda, we will ensure 
that the Scottish Government is not only a force 
for change but also an exemplar employer for 
equality and inclusion.
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Under the Equality Act 2010 (Specific Duties) 
(Scotland) Regulations 2012 (“the Specific 
Duties Regulations”), the Scottish Government 
is required to publish a set of equality outcomes 
every four years. These outcomes aim to 
enable the Scottish Government to better 
fulfil the Public Sector Equality Duty set out in 
section 149 of the Equality Act 2010 (“PSED”) by 
addressing inequalities and advancing equality 
and human rights. This report sets out equality 
outcomes for 2025–29.

The PSED seeks to shift public authorities 
from reacting to equality issues to proactively 
addressing structural inequalities. 

The duty requires public  
bodies to have due regard  
to the need to:

•	 Elim inate conduct prohibited by the act

•	 Advance equality of opportunity

•	 Foster good relations 

The Specific Duties Regulations supplement 
this by, amongst other things, requiring public 
bodies to: publish equality outcomes every 
four years, report on progress towards these 
outcomes every two years and engage 
with stakeholders and consider evidence in 
developing outcomes.

Protected characteristics under the Equality Act 
2010 are:

Age

Disability

Gender reassignment

Marriage and civil partnership*

Pregnancy and maternity

Race

Religion or belief

Sex

Sexual orientation

* Not a relevant protected characteristic for the 
second and third requirements of the PSED

Introduction
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Setting equality outcomes is a legal 
obligation and a strategic tool for addressing 
inequalities. It focuses organisational action 
on reducing disparities, promoting inclusion, 
and bringing meaningful change to people’s 
lives. The process of setting outcomes 
requires collaboration across the Scottish 
Government and with stakeholders. 

Our new equality outcomes are informed by 
evidence, expert advice, engagement with 
persons with protected characteristics and 
equality stakeholders who represent them.  
Each outcome describes the desired result,  
the context and its alignment with the needs  
of the PSED. 

The outcomes focus on specific underpinning 
enablers to tackling significant inequality. 
They are a significant contribution to 
the government’s overall approach to 
mainstreaming equality and human rights.  
They seek to complement and mutually 
reinforce other ongoing mainstreaming action, 
within the framework of the Mainstreaming 
Strategy. A part of that Strategy will be an 
action plan that brings a coherent focus to the 
government’s mainstreaming activity. The action 
plan will be reviewed and updated regularly to 
ensure it remains relevant and responsive to 
emerging needs.
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Purpose of our Outcomes
The Scottish Government is firmly committed 
to mainstreaming equality and human rights 
across all aspects of its work. This commitment 
ensures that fairness, dignity, and inclusion 
are embedded in our policies, practices, and 
decisions.

The outcomes published here cover the 
period from 2025 to 2029. They build on the 
progress made and the lessons learned from 
our previous set of outcomes. Reflections on 
these earlier outcomes are detailed in our 
Mainstreaming Report.

The purpose of these equality outcomes 
is to drive progress on specific enablers of 
meaningful change; change that will address 
systemic inequalities and promote inclusion 
across Scotland. The deliberate focus on system 
change is a conscious response to a wide range 
of evidence which highlights the importance of 
systemic action. 

Our Process for Deciding on our  
New Outcomes 
To inform the decision about our equality 
outcomes, we completed a series of key steps. 
This included conducting a comprehensive 
trawl across the Scottish Government to 
identify evidence about persistent inequalities 
and levers that drive improvement. This 
involved reviewing existing research, policy 
documents, and data sources, as well as 
engaging with analysts and policy teams. This 
ensured we captured a broad and accurate 
picture of disparities across different protected 
characteristics.

We analysed the findings from this evidence 
trawl in relation to the Equality and Human 
Rights Commission’s (EHRC) proposed national 
equality outcomes (NEOs), and the National 
Performance Framework (NPF), with a particular 
focus on the NPF Equality Analysis. 

By examining key themes across various 
evidence sources, we identified common 
priorities while also recognising issues that were 
more specific to certain groups. This allowed us 
to see where our findings aligned with national 
ambitions and where further action was needed 
to tackle inequality. The evidence helped 
shape our decision to focus on a smaller set of 
systemic outcomes, rather than a broad range 
of portfolio-specific ones as in previous years. 
We recognised that by taking this more targeted 
approach, we could take steps to address 
the root causes of inequality more effectively 
and achieve a wider-reaching impact across 
all protected characteristics, rather than only 
benefiting specific groups.

We also decided to provide more visible 
government leadership with other duty bearers 
to emphasise the importance of outcome-
setting. As part of this, we actively engaged with 
other listed authorities to share our thinking 
on shifting towards a more systemic approach 
to equality outcomes. Through our outcome-
setting process, we aimed to not only develop 
our own outcomes but also support and 
improve outcome-setting more broadly. 

To facilitate this, we convened four roundtable 
events with 119 attendees across a variety of 
listed authorities, creating a forum to discuss our 
proposed outcomes, gather feedback, and learn 

2025-2029  
Equality Outcomes 

https://www.gov.scot/isbn/9781836913481
https://www.equalityhumanrights.com/our-work/equality-and-human-rights-monitor/equality-and-human-rights-monitor-2023-scotland-fairer
https://www.equalityhumanrights.com/our-work/equality-and-human-rights-monitor/equality-and-human-rights-monitor-2023-scotland-fairer
https://www.gov.scot/collections/national-performance-framework/?via=https://nationalperformance.gov.scot/
https://www.gov.scot/collections/national-performance-framework/?via=https://nationalperformance.gov.scot/
https://nationalperformance.gov.scot/information-hub/consultation-parliament-connection-review-national-outcomes/annex-3-consultation-analysis-summary-report#content
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about their plans. These sessions also provided 
an opportunity to support the shaping of their 
own equality outcomes. The events featured 
presentations, Q&A sessions, and participation 
from the EHRC, who offered additional guidance 
and support. The Minister for Equalities spoke 
at three of the four roundtables, reinforcing the 
importance she places on setting meaningful 
and impactful equality outcomes.

In addition, we hosted a further roundtable 
event with equality stakeholders to discuss the 
proposed outcomes. This was an important 
opportunity to gather insights and further 
data and evidence from those with lived and 
professional expertise. In response to that 
event, there was a further opportunity for  
written feedback. 

Internally, we shared the draft outcomes at a 
meeting with our Equality and Human Rights 
Senior Leadership Group (EHR-SLG). The 
Minister for Equalities attended this meeting 
to highlight the importance she placed on the 
outcomes, and action to achieve them. This 
leadership group is comprised of Directors from 
across government portfolios. This provided 
them the opportunity to share reflections on  
our approach and how it aligns with action 
across government. 

Finally, we held a series of review sessions 
with policy leads who established the 2021–25 
outcomes, to reflect on progress made and 
potential areas of improvement. Key lessons 
learned from these sessions included: 

•	 Focus and Prioritisation: Narrowing the scope 
of outcomes enables measurable progress. 
While our organisation requires broad 
outcome wording, targeted actions can drive 
effective delivery.

•	 Improved Monitoring and Reporting: Clear 
success measures, robust frameworks, and 
accountable leads enhance transparency and 
keep progress on track.

•	 Collaboration: A coordinated approach across 
portfolios strengthens alignment, breaks 
down silos, and maximises impact.

These reflections guided our approach to 
the upcoming 2025–29 equality outcomes, 
ensuring that lessons from the past period 
inform a more strategic, focused, and impactful 
approach.

As a result of these actions, we have decided to 
adopt a new approach to setting outcomes for 
2025–29. Rather than focusing on outcomes 
that relate to specific government portfolios, we 
have identified three outcomes that focus on 
the underpinning enablers of system change. 

This shift is designed to maximise impact across 
all areas of government, fostering a unified 
and integrated approach to mainstreaming 
equality. By adopting a systemic approach, we 
have, for the first time, established common 
shared outcomes that apply both to government 
policy and to our role as an employer. Crucially, 
these outcomes are not confined to specific 
portfolios but are applicable across all areas 
of government. This is intended to support a 
more cohesive and coordinated approach, 
embedding equality considerations into 
decision-making rather than restricting them to 
specific policy areas.

This approach recognises that the Scottish 
Government already undertakes a wide range 
of activity to tackle inequalities—through 
investment, legislation, policies, and delivery 
programmes. Rather than duplicating or 
replicating this existing work, our focus is on 
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strengthening the enablers of systemic change. 
By addressing some of the structural and 
cultural barriers that underpin inequality, we 
can drive long-term improvements that benefit 
all portfolios, helping to ensure that equality is 
embedded across government.

To ensure clarity and focus, we have structured 
the report to address each outcome from 
two perspectives: the Scottish Government 
as a policy-maker and as an employer. This 
dual approach reflects our comprehensive 
commitment to embedding equality and human 
rights in both our internal practices and our 
external policies.

Overview 

Outcome 1 
Equality Evidence:
By 2029, the collection, analysis and 
publication of equality and intersectional 
evidence will be strengthened as a result 
of identifying and filling gaps identified as 
a priority. There will be better, and more 
consistent, use of equality and intersectional 
evidence in public and corporate policy 
design, monitoring and evaluation. 

Scottish public bodies’ will be more aware of 
the Equality Evidence Finder (EEF) and make 
better use of its evidence.

Outcome 2 
Lived Experience & Participation:
By 2029, there will be better use made of lived 
experience and public participation to inform 
government policy and decision-making. 
Individuals with lived experience of inequality 
and exclusion will have greater influence in 
shaping policies and practices that affect 
them. 

Their insights will be more meaningfully 
integrated into decision-making processes, 
strengthening accountability and ensuring 
that Scotland and our workplace become 
fairer, more inclusive, and more responsive 
to diverse needs. Strengthened direct 
accountability mechanisms will ensure that 
people with lived experience have a role in 
assessing how well policies are implemented 
and whether they deliver meaningful change.

Outcome 3 
Equality & other relevant Impact 
Assessments: 
By 2029, the effectiveness and quality of 
impact assessments related to equality, 
rights, and fairness will be strengthened 
– improving our policy development, 
workplace and decision-making. They will 
be consistently high-quality, rigorous, and 
timely. Their influence will be evident in well-
informed policies that advance equality. 
Impact assessments will be more accessible, 
enhancing transparency and facilitating 
greater accountability.
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The three equality outcomes are designed to 
be interconnected and mutually reinforcing, 
driving systemic organisational and cultural 
change. High-quality equality data provides a 
robust evidence base to identify disparities and 
inform policy decisions. However, data alone 
is not sufficient—meaningful engagement with 
people who have lived experience of inequality 
ensures that the realities behind the numbers 
are fully understood and that policies reflect the 
needs of those most affected. Strengthening the 
quality and transparency of impact assessments 
further embeds these insights into decision-
making, ensuring that equality and human rights 
are systematically considered across Scottish 
Government policies and practices.

By advancing these three areas together,  
we foster a more inclusive, evidence-led 
approach to policymaking, ensuring decisions 
are well-informed, equitable, participatory,  
and accountable.

•	 Equality evidence provides a strong 
foundation of data and analysis, highlighting 
inequalities and guiding informed decision-
making.

•	 Lived experience and participation bring 
depth, context, and authenticity, ensuring 
policies are shaped by those most affected.

•	 Impact assessments integrate these insights, 
systematically evaluating the effects of 
decisions on different groups and embedding 
equality considerations throughout 
policymaking and implementation.

Together, these elements create a dynamic 
cycle: evidence identifies issues, lived 
experience enriches understanding, and impact 
assessments translate this into actionable 
change. This interrelation fosters accountability, 
challenges entrenched inequality, and drives 
a shift towards a more inclusive culture within 
systems and organisations. They, as a package, 
support embedding equality into decision-
making and organisational culture, fostering 
sustainable, systemic change.

The outcomes directly align with and support 
the NPF by embedding equality, human rights, 
and inclusion into its core aims. 

•	 Equality evidence strengthens the NPF’s 
focus on data-driven policymaking, ensuring 
progress is measured and inequalities are 
identified and addressed. 

•	 Lived experience and participation reflect the 
NPF’s commitment to empowering individuals 
and communities, ensuring that people’s 
voices shape policies and services that affect 
their lives. 

•	 Impact assessments, meanwhile, 
operationalise the NPF’s values by ensuring 
that decisions contribute to equitable 
outcomes and minimise harm, particularly for 
marginalised groups. 

Together, these outcomes support the NPF’s 
vision of a fairer, more inclusive Scotland by 
driving informed, participatory, and accountable 
decision-making that promotes wellbeing and 
equality across all aspects of public life.
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Alignment with Mainstreaming 
Strategy
The Mainstreaming Strategy is currently being 
drafted for publication in the latter half of 2025. 
The Strategy sets out a framework to support 
Scottish Government and the wider public 
sector to mainstream equality and human rights 
across their strategic, policy, legislative and 
financial functions and decisions. 

The framework is formed of the following six  
key drivers:

Strengthening leadership

Developing accountability  
and transparency

Ensuring effective regulatory 
and policy environment

Utilising evidence and 
experience

Enhancing capability  
and culture

Improving capacity

We have consciously sought to ensure that 
the Strategy and the equality outcomes align. 
The Strategy identifies as a key driver the 
importance of using equality evidence and lived 
experience to effectively mainstream equality 
and human rights. Using impact assessment 
processes to involve people in the policy 

decisions that affect them is integral to the 
process of mainstreaming, and is also covered 
within the drivers outlined above.

Impact on Protected Characteristics
Collectively, our outcomes will have a 
significant positive impact on all the protected 
characteristics to which the PSED applies. 

Equality evidence helps identify disparities 
and trends affecting people with protected 
characteristics, enabling targeted and informed 
interventions. 

Lived experience and participation ensure 
that the voices of those directly experiencing 
discrimination or disadvantage, are central 
to decision-making. This approach ensures 
that policies and practices are relevant and 
responsive to their needs. 

Impact assessments provide a structured 
mechanism for evaluating how proposed 
policies and actions will affect people with these 
characteristics, helping to mitigate potential 
harms and maximise positive outcomes. 

By working together, these outcomes create a 
feedback loop that identifies barriers, amplifies 
underrepresented voices, and embeds equality 
considerations into organisational and cultural 
practices, ultimately driving progress towards 
the elimination of discrimination and the 
promotion of equality for all protected groups. 
These outcomes directly link to and support 
the Scottish Government’s mainstreaming 
framework by embedding equality into the 
structures, functions, and culture of decision-
making. 
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Equality evidence provides a critical foundation 
for mainstreaming, ensuring that policies and 
practices are informed by robust data on 
inequalities. 

Lived experience and participation amplify 
this approach by bringing the voices and 
insights of diverse communities into the 
heart of policymaking, ensuring that equality 
considerations are rooted in real-world contexts. 

Impact Assessments contribute to 
mainstreaming by systematically evaluating how 
policies, programmes, and services will affect 
different groups, embedding equality as a core 
component of all decisions. 

Together, these outcomes reinforce the 
mainstreaming framework by driving a 
proactive, evidence-based approach to tackling 
inequality, making equality a fundamental 
consideration in all aspects of government work, 
and fostering an inclusive culture that supports 
fairer outcomes for all.

Protected Characteristic Specific Plans 
There remains a range of characteristic specific 
plans with specific goals and outcomes which 
will drive performance in specific areas. 

Most recently, we announced plans to co-
design a Gender Equality Strategy for Scotland 
with the First Minister’s National Advisory 
Council on Women and Girls (NACWG) and their 
Empowering Women Panel of women and non-
binary people with diverse lived experience. 
The Strategy will bring together the range of 
work already underway to advance gender 
equality into a coherent and holistic approach 
to delivering for women and girls in Scotland. 

The Gender Equality Strategy will complement 
the Mainstreaming strategy by taking a twin-
track approach to tackling gender inequality as 
recommended by the NACWG.

Others include: 

•	 A Connected Scotland: Our Strategy for 
Tackling Social Isolation and Loneliness and 
Building Stronger Social Connections

•	 A Fairer Scotland for Disabled People: 
Delivery Plan

•	 A Fairer Scotland for Older People: 
Framework for Action

•	 A Fairer Scotland for Women: Gender Pay 
Gap Action Plan

•	 British Sign Language (BSL): National Plan 
2023 to 2029

•	 Equally Safe: Delivery Plan
•	 Equally Safe Strategy - Violence Against 

Women and Girls
•	 Fair Work Action Plan: Becoming a Leading 

Fair Work Nation by 2025
•	 Faith and Belief Engagement Strategy
•	 Gypsy/Travellers Action Plan: 2024-2026
•	 Hate Crime Strategy
•	 New Scots Refugee Integration Strategy: 

2024
•	 Non-Binary Equality Action Plan
•	 Anti-racism in Scotland: progress review
•	 Race Equality Framework for Scotland 2016 to 

2030
•	 Social Isolation and Loneliness: Recovering 

our Connections 2023 to 2026

https://www.gov.scot/publications/connected-scotland-strategy-tackling-social-isolation-loneliness-building-stronger-social-connections/
https://www.gov.scot/publications/connected-scotland-strategy-tackling-social-isolation-loneliness-building-stronger-social-connections/
https://www.gov.scot/publications/connected-scotland-strategy-tackling-social-isolation-loneliness-building-stronger-social-connections/
https://www.gov.scot/publications/fairer-scotland-disabled-people-delivery-plan-2021-united-nations-convention/
https://www.gov.scot/publications/fairer-scotland-disabled-people-delivery-plan-2021-united-nations-convention/
https://www.gov.scot/publications/fairer-scotland-older-people-framework-action/
https://www.gov.scot/publications/fairer-scotland-older-people-framework-action/
https://www.gov.scot/publications/fairer-scotland-women-gender-pay-gap-action-plan/
https://www.gov.scot/publications/fairer-scotland-women-gender-pay-gap-action-plan/
https://www.gov.scot/publications/bsl-national-plan-2023-2029/
https://www.gov.scot/publications/bsl-national-plan-2023-2029/
https://www.gov.scot/publications/equally-safe-delivery-plan/
https://www.gov.scot/publications/equally-safe-scotlands-strategy-preventing-eradicating-violence-against-women-girls/
https://www.gov.scot/publications/equally-safe-scotlands-strategy-preventing-eradicating-violence-against-women-girls/
https://www.gov.scot/publications/fair-work-action-plan-becoming-leading-fair-work-nation-2025/
https://www.gov.scot/publications/fair-work-action-plan-becoming-leading-fair-work-nation-2025/
https://www.gov.scot/publications/faith-belief-engagement-strategy/
https://www.gov.scot/publications/improving-the-lives-of-scotlands-gypsy-travellers-2-action-plan-2024-2026/
https://www.gov.scot/publications/hate-crime-strategy-scotland/
https://www.gov.scot/publications/new-scots-refugee-integration-strategy-2024/
https://www.gov.scot/publications/new-scots-refugee-integration-strategy-2024/
https://www.gov.scot/publications/non-binary-equality-action-plan/
https://www.gov.scot/publications/anti-racism-scotland-progress-review-2023/
https://www.gov.scot/publications/race-equality-framework-scotland-2016-2030/
https://www.gov.scot/publications/race-equality-framework-scotland-2016-2030/
https://www.gov.scot/publications/recovering-connections-2023-2026/
https://www.gov.scot/publications/recovering-connections-2023-2026/
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Diversity and Inclusion Employer 
Strategy
Diverse experience, skills, thinking and 
background are essential to delivering better 
policies, services and decisions. 

The Diversity and Inclusion Employer Strategy 
was developed to systematically embed 
equality and human rights within the Scottish 
Government workforce. By addressing 
disparities in employee experience through 
a data-driven, co-production approach, this 
strategy moves beyond traditional diversity 
initiatives to mainstream equality as a core 
element of organisational design and business 
planning. It consolidates previous disability, 
race, and socio-economic diversity action plans 
into a single, impactful strategy. Ensuring a  
more cohesive and intersectional approach  
to inclusion.

Our Diversity and Inclusion Employer Strategy 
aims directly to impact positively on the 
experience and outcomes at work for all 
equality groups. It uses data to understand 
experiences and outcomes and to direct 
actions. It coordinates our activities to where  
we expect to have the biggest impacts. 
Colleagues are actively involved in monitoring 
these impacts so we can adjust our approach 
where required.

Scottish Government staff diversity data is 
published quarterly, with a more detailed 
exploration published annually. The annual 
publication presents diversity and inclusion 
experiences as measures against employer 
outcomes.

https://www.gov.scot/publications/diversity-inclusion-employer-strategy-scottish-government/
https://data.gov.scot/workforce-diversity-2023/
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By 2029, the collection, analysis and publication of equality and 
intersectional evidence will be strengthened as a result of identifying  
and filling gaps. There will be better, and more consistent, use of equality 
and intersectional evidence in public and corporate policy design, 
monitoring and evaluation. 

Scottish public bodies’ will be more aware of the Equality Evidence  
Finder (EEF) and make better use of its evidence. 

Why We Choose This Outcome

We are selecting equality evidence as an 
equality outcome to further strengthen the 
profile and status given by the government 
to driving improvement. This will help us 
make much needed system change; and 
will complement other efforts to improve 
this aspect of policy making.

A commitment to fulfilling the PSED means 
policies and practices must be based 
on equality evidence. While some areas 
of government have a strong equality 
evidence base, we recognise there is room 
for improvement. Better use of equality and 
intersectional data and evidence will help 
us, and the public bodies we work with, 
to make better policy decisions, and to 
evaluate their impact, to tackle inequalities.

 

Context 
Scotland’s Equality Evidence Strategy 2023-
2025 sets out a vision to strengthen the 
equality evidence base, ensuring it is more 
accessible, wide-ranging, and robust. This is 
essential for developing inclusive policies and 
services that are informed by quantitative, 
qualitative, and lived experience evidence. An 
Interim Review, published in December 2024, 
highlighted progress across the Strategy’s 
45 actions and identified lessons for the final 
year. Stakeholders, including the Equality Data 
Improvement Programme (EDIP) Project Board, 
will continue to shape the improvement of 
equality and intersectional evidence.

Equality evidence is critical throughout the 
policy cycle, aligning with the requirements 
of the PSED and the Scottish Specific Duty on 
assessing equality impact. The 45 actions within 
the Strategy demonstrate the integration of 
equality evidence across government. A strong 
link exists between this work and Equality 
Outcome 3 on impact assessments, as equality 
evidence should be central to high-quality 
Equality Impact Assessments.

Outcome 1:  
Equality Evidence

https://www.gov.scot/publications/scotlands-equality-evidence-strategy-2023-2025/
https://www.gov.scot/publications/scotlands-equality-evidence-strategy-2023-2025/
https://www.gov.scot/publications/equality-data-improvement-programme-edip-interim-report/
https://www.gov.scot/groups/equality-data-improvement-programme-edip-group/
https://www.gov.scot/groups/equality-data-improvement-programme-edip-group/
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There is growing recognition of the value 
of intersectional evidence in understanding 
differential outcomes and addressing 
inequalities. Capacity building is ongoing, 
such as improving Policy Profession Level 1 
training for Scottish Government officials. The 
December 2024 Intersectional Evidence Review 
on Minority ethnic women’s experiences in 
Scotland underscored both opportunities and 
challenges in enhancing intersectional data.

The Diversity and Inclusion employer strategy 
also informs workplace equality within the 
Scottish Government, underpinned by the most 
comprehensive workforce data to date. It builds 
on past action plans focused on disability, race, 
and socio-economic diversity. Using a theory 
of change model, it targets key “gamechanger” 
themes in the employee journey where equality 
data highlights poorer experiences for certain 
groups. A rolling cycle of monitoring and 
evaluation ensures sustained progress.

Measuring Success 
Success in improving equality evidence will 
be measured through several key indicators, 
including:

•	 Progress will be tracked via quarterly reports 
to the EDIP Project Board, updates to the 
Equality Evidence Finder with more detailed 
evidence, and improved intersectional 
analysis.

•	 The final evaluation of the Equality Evidence 
Strategy 2023-25 and subsequent strategies 
will assess improvements in data coverage 
and usage in policymaking. This will be 
reflected in policies that better address 
inequalities, supported by robust evidence.

•	 Additional methods for reviewing equality 
outcomes are being developed in 
coordination with the Mainstreaming  
Unit as part of its expansion.

•	 Examples will demonstrate how quantitative, 
qualitative, and lived experience evidence  
has influenced policy design, monitoring,  
and evaluation.

•	 Baseline awareness of the Equality Evidence 
Finder (EEF) will be measured in 2025, 
with follow-ups through 2029. Efforts will 
focus on increasing public bodies’ usage, 
ensuring the tool is referenced in stakeholder 
engagements.

•	 Progress will be evidenced through 
mainstreaming reports published every two 
years, showcasing enhanced experiences and 
outcomes across equality groups, including 
intersectional analysis where possible.

Our success measures above describe our 
initial proposals for measuring success. Further 
work will refine this and ensure it is aligned with 
the finalised set of contributing actions. 

Meeting the Public Sector Equality Duty
Our policy approach integrates the three 
needs of the equality duty—advancing equality 
of opportunity, eliminating discrimination, 
and fostering good relations—by embedding 
equality evidence into decision-making across 
government.

By strengthening the availability, quality, 
and use of equality and intersectional data 
we will ensure that policies are informed by 
robust evidence, helping to address systemic 
inequalities and deliver better outcomes for 
all equality groups. We will prioritise the most 

https://www.gov.scot/publications/intersectional-evidence-review-minority-ethnic-womens-experiences-scotland-2024/
https://www.gov.scot/publications/intersectional-evidence-review-minority-ethnic-womens-experiences-scotland-2024/
https://www.gov.scot/publications/workforce-information/
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significant evidence gaps, to focus efforts on 
tackling the inequalities that have the greatest 
impact.

We are improving our understanding of the 
barriers faced by different groups through an 
intersectional lens. This approach ensures that 
policies reflect the lived experiences of people 
with overlapping protected characteristics, 
allowing for targeted interventions that address 
structural inequalities. The Analytical Community 
of Practice will support this by building the 
capacity and skills of government analysts to 
apply equality considerations consistently.

The better use of equality evidence in policy 
design and evaluation, should strengthen 
transparency and inclusivity. This builds trust 
between government and communities by 
demonstrating a commitment to evidence-
based decision-making that reflects 
diverse experiences. Tools such as Equality 
Impact Assessments ensure that equality 
considerations are actively integrated into 
policy development, supporting fairer and more 
inclusive outcomes.

As an employer, the Scottish Government meets 
the three needs of the equality duty through its 
Diversity and Inclusion Employer Strategy.

Creating equality of opportunity and experience 
across the employee journey is a key priority. 
Strengthening workforce diversity data, refining 
recruitment processes, and offering targeted 
support for underrepresented groups helps to 
reduce differential experiences and improve 
workplace inclusion. Progress is continuously 
monitored through regular diversity data 
reviews, ensuring actions are informed by 
evidence. Addressing workplace barriers 

requires a data-driven approach to tackling 
discrimination. Insights from employee surveys, 
enhanced exit interview processes, and 
encouraging line managers to use available 
equality data to build a clearer understanding 
of the challenges employees face. An 
intersectional lens ensures that the compound 
effects of multiple protected characteristics are 
recognised, allowing for tailored interventions.

Building an inclusive culture is essential to 
fostering good relations. Engagement initiatives, 
leadership development, and the sharing of 
lived experiences promote understanding and 
encourage open conversations about equality. 
The Diversity and Inclusion Employer Strategy 
“gamechanger” themes, shaped by staff input, 
focus on key workplace challenges and drive 
cultural change. Through this collective effort, 
the organisation strengthens relationships, 
reinforces a shared commitment to inclusion, 
and cultivates a positive and supportive  
working environment.
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Actions 

Short Term Actions (12 months) 
Policy:

1. Implement the findings and lessons learnt 
from the Equality Evidence Strategy Interim 
Review, plus input from the EDIP Project Board, 
to deliver the final year of the current Equality 
Evidence Strategy.

2. In the final evaluation of the Equality Evidence 
Strategy 2023-25, identify the impact of the  
45 individual actions and overarching strategy.

3. Produce and launch Policy Profession Level 
2 materials on Intersectionality, to support 
improved capability in applying intersectional 
approaches to policy making. Identify suitable 
targets for measuring this action, e.g. the 
number of policy professionals accessing  
and using Level 2 training and materials.

4. Improve the accessibility and useability of the 
Equality Evidence Finder; reflecting that this is a 
key tool for sharing equality data within Scottish 
Government and across the public sector. 

5. Promote the new, internal Analytical 
Community of Practice for Equality Variables 
– which aims to support those analysts 
progressing the use of, and engagement  
with, equality variables and protected 
characteristics data/evidence.

6. Carry out baseline research with EDI leads  
in public bodies, e.g. through the NDPB  
Equality Forum and the Scottish Councils’ 

Equality Network, about their awareness and 
usage of the Equality Evidence Finder; and  
plan for repeating that at intervals throughout 
2025–2029.

7. Assess the links between this outcome 
and other emergent stakeholder requests 
on evidence usage, e.g. the NACWG 
recommendation of an Intersectional  
Evidence Gaps Action Plan, to inform the 
medium- and longer-term actions.

Employer:

1. Deliver Diversity and Inclusion Employer 
Strategy action plan priorities to improve the 
evidence base and its use, including by: 

•	 increasing the transparency and use of 
aggregated diversity and inclusion data both 
internally and externally

•	 exploring new sources of information relevant 
to diversity and inclusion, such as exit 
interview feedback data.

2. Embed routine consideration of the diversity 
and inclusion evidence base into our employer 
governance and reporting: 

•	 rebuilding levels of diversity declarations 
following HR system change

•	 regular reporting of the diversity and inclusion 
dashboard to Executive Team and key 
governance groups

•	 demographic analysis of diversity data, 
including intersectional analysis of People 
Survey.
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Longer Term Actions (1–4 years)
Policy:

1. Collaboratively develop the next iteration of 
the Equality Evidence Strategy with a focus 
on filling gaps in intersectional evidence, by 
drawing on expertise of Scottish Government 
analysts and policy teams, the EDIP Project 
Board and other equality stakeholders. 

2. Identify critical gaps in the equality evidence 
base, including intersectional evidence, and 
prioritise filling the most impactful.

3. Ensure the data on the Equality Evidence 
Finder is updated regularly and promote its use 
widely across PSED duty bearers, measuring 
usage/awareness and comparing with baseline 
measures, actively seeking to increase usage.

4. Advance the practical application of 
intersectional approaches in policy making.

5. The NPF will draw on the improvements in 
equality and intersectional evidence to provide 
equality and intersectional information, where 
possible, as part of the reporting on progress 
towards the National Outcomes.

Employer:

1. Through delivering the Diversity and Inclusion 
Employer Strategy action plan increase the 
diversity and inclusion capability, develop 
further diversity and inclusion competency 
and integrate and embed good diversity and 
inclusion practice into roles, business and 
corporate functions that are central to delivery 
of the Strategy outcomes.

2. Update our diversity data packs with new 
evidence, including intersectional insights, using 
these to inform the refresh of the Diversity and 
Inclusion Employer Strategy action plan.

The above actions have been identified as initial 
actions to support this outcome. Further work is 
planned to confirm the final set of contributing 
actions.
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By 2029, there will be better use of lived experience and public 
participation to inform government policy and decision-making. Individuals 
with lived experience of inequality and exclusion will have greater 
influence in shaping policies and practices that affect them. 

Their insights will be more meaningfully integrated into decision-making 
processes, strengthening accountability and ensuring that Scotland and 
our workplace become fairer, more inclusive, and more responsive to 
diverse needs. Strengthened direct accountability mechanisms will ensure 
that people with lived experience have a role in assessing how well 
policies are implemented and whether they deliver meaningful change.

Why We Choose This Outcome

Taking an informed approach by involving 
people in the decisions that affect them is 
an essential step in developing policies and 
services that meet the needs of everyone 
in Scotland, and in our workplace, 
particularly those with experience of 
inequality and exclusion. 

We believe that by making better use 
of lived experience and increasing the 
participation of diverse groups in our 
policymaking, we can drive much-needed 
systemic change. Through our commitment 
to this within our PSED outcomes, we aim 
to complement other efforts to improve 
inclusive policymaking, increase visibility, 
and create a strong imperative for 
delivering demonstrable progress. 

Context
When making sensitive or significant decisions, 
participatory and deliberative methods ensure a 
fair and inclusive process, incorporating diverse 
perspectives. Where robust evidence already 
exists on the needs and priorities of those 
facing inequality and exclusion, we must use it 
effectively rather than repeatedly asking people 
to provide the same information.

However, where evidence is lacking, we 
must engage directly with those affected 
to understand how their identities and 
circumstances shape their experiences. 
We must ensure we draw on their unique 
experience to reflect on how policy decisions 
might affect them to inform our decision-making. 
This engagement must be meaningful and 
inclusive.

Outcome 2:  
Lived Experience  
and Participation
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As an employer, adopting the Diversity and 
Inclusion Employer Strategy theory of change 
model has strengthened employee involvement 
in shaping organisational change. This 
approach fosters shared ownership of actions 
and a clear rationale for progress. Effective 
implementation requires accountability at 
the right levels. The Diversity and Inclusion 
Governance Group serves as a key internal 
accountability mechanism, bringing together 
diverse voices, including staff networks and 
the Council of Scottish Government Unions, to 
represent employee interests. External equality 
organisations and senior leaders also play a 
crucial role, ensuring actions are delivered 
within their areas and that they model the 
changes we seek.

Measuring Success
Success in lived experience and participation 
will be measured through several key indicators, 
including: 

•	 Improved record-keeping that tracks the 
increase in participatory processes and the 
growing skills and understanding of Scottish 
Government staff in facilitating them. 

•	 A structured monitoring and evaluation 
approach will assess the quality and impact  
of these processes. 

•	 Additionally, success will be demonstrated 
through an increase in in the proportion 
of published Equality Impact Assessments 
(EQIAs) that demonstrate policy refinements 
in response to meaningful engagement with 
diverse communities. 

•	 Further evidence will come from 
mainstreaming reports, published every two 
years, showcasing how engagement with 
equality groups has positively shaped policies 
and decision-making. These will outline our 
reflections and the impacts this approach  
has had.

Our success measures above describe our 
initial proposals for measuring success. Further 
work will refine this and ensure it is aligned with 
the finalised set of contributing actions.

Meeting the Public Sector Equality Duty 
Our policy approach actively seeks to advance 
equality of opportunity by embedding the 
voices of those with lived experience of 
inequality and exclusion at the heart of decision-
making. Through meaningful engagement, we 
ensure that policies and services are informed 
by diverse perspectives, addressing gaps 
in understanding and removing barriers to 
participation. This results in policies that are 
accessible, inclusive, and designed to support 
equitable outcomes for all, particularly for those 
who are underrepresented or face systemic 
disadvantage.

To eliminate discrimination, we take a proactive 
and informed approach that considers the 
needs of those affected by inequality at every 
stage of policy development. By engaging 
directly with communities and individuals 
who experience discrimination, we reduce 
the risk of unintended bias and ensure that 
policies and services uphold fairness and 
inclusivity. Embedding these principles into 
our policymaking process helps to mitigate 
structural inequalities and create a more just 
and equitable society.
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Recognising the importance of trust and 
collaboration, our approach to fostering good 
relations is grounded in inclusive methods. 
By facilitating open dialogue between diverse 
groups, particularly on sensitive or significant 
issues, we create opportunities for consensus-
building and shared understanding. This 
strengthens relationships between decision-
makers and communities, ensuring that policy 
outcomes are shaped by a broad range of 
perspectives and contribute to greater social 
cohesion.

The Scottish Government, as an employer, 
embeds the three needs of the PSED through its 
Diversity and Inclusion Employer Strategy.

We advance equality of opportunity by 
amplifying underrepresented voices within the 
workplace. Through inclusive engagement with 
employees, we ensure that lived experience 
informs workplace policies and practices. This 
approach strengthens fairness and provides all 
staff with opportunities to contribute, influence 
decision-making, and thrive in their roles.

We eliminate discrimination by embedding 
accountability and deepening our understanding 
of employees’ lived experiences. This enables 
us to identify and address workplace barriers 
systematically, ensuring that discriminatory 
practices—whether direct or indirect—are 
recognised and tackled effectively.

We foster good relations by promoting an 
inclusive workplace culture where diverse 
voices are represented in governance and 
decision-making. Our Employee Experience 
Insights Series makes sure voices are heard 
and added to our qualitative evidence base to 
ensure a long lasting impact. And representation 
from each equality group in governance and 
decision-making structures ensures those 
voices are represented where they can make 
most difference. This strengthens relationships 
within the organisation and ensures that 
employees, regardless of their background, feel 
valued and able to work together effectively.
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Actions 

Short Term Actions (12 months) 
Policy:

1. Establish a procurement process to facilitate 
the commissioning of high-quality participatory 
work. 

2. Establish a set of resources to support 
Scottish Government staff designing or 
delivering participatory work.

3. Involve people with lived experience of 
inequality and exclusion in delivering specific 
policies to tackle inequality. For example, in 
New Scots Strategy Delivery Plan, Hate Crime 
Delivery Plan, actions advancing LGBTQI+ 
equality, engagement with faith and belief 
communities.

4. Make it easier for communities experiencing 
exclusion to contribute their views and 
experiences to shape policies and services that 
affect them. For example, guidance, support 
and signposting to organisations leading on 
New Scots actions to fully ensure refugee 
engagement and involvement. 

Employer:

1. Continue and expand the Employee 
Experience Insights series to capture views 
of equality groups where there are data gaps 
and broaden the approach to encompass the 
experience of line managers.

2. Co-produce a Network Engagement 
Framework to amplify diverse voices to ensure 
that lived experience guides our employer 
policies, processes and governance.

Long Term Actions (1–4 years)
Policy:

1. Increased evidence, demonstrated through 
mainstreaming reports published every two 
years, of policy outcomes that have been 
positively enhanced by diverse community 
engagement.

2. Improved coordination of participatory 
work across government, e.g. record keeping, 
establishment of monitoring and evaluation 
approaches.

3. Engage with diverse communities, aligning 
participation and lived experience work with 
ongoing strategies.

Employer:

1. Through delivering the Diversity and Inclusion 
Employer Strategy action plan, increase the 
capability of our staff diversity networks.

2. Implementation of an organisational 
Readiness for Change assessment tool.  
Enabling individual business areas to generate 
bullying and harassment action plans.

3. Work with the Diversity and Inclusion 
Governance Group and other stakeholders to 
develop the next iteration of the Diversity and 
Inclusion Employer Strategy action plan.

The above actions have been identified as initial  
actions to support this outcome. Further work is 
planned to confirm the final set of contributing 
actions. 
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By 2029, the effectiveness and quality of impact assessments related to 
equality, rights, and fairness will be strengthened, improving our policy 
development, workplace and decision-making. They will be consistently 
high-quality, rigorous, and timely. Their influence will be evident in well-
informed policies that advance equality. Impact assessments will be more 
accessible, enhancing transparency and facilitating greater accountability.

Why We Choose This Outcome

Impact assessments (IAs) are crucial for 
ensuring Scottish Government policies 
align with the Public Sector Equality Duty. 
Equality Impact Assessments (EQIAs) are 
a legal requirement under the Scottish 
Specific Duties. Improving the accessibility 
and usability of training, guidance and 
support will help policy teams meet their 
legal responsibilities while promoting 
inclusive and equitable policies.

While EQIAs are the primary focus, other 
relevant impact assessments, such as Child 
Rights and Wellbeing Impact Assessments 
and Fairer Scotland Duty Assessments, 
also play an important role in addressing 
inequality. Over 2025-29, efforts will 
prioritise improving the quality of EQIAs 
while considering how to enhance all other 
relevant impact assessments.

Giving impact assessment improvement 
the status of a PSED-related equality 
outcome will provide a focused, time-
bound approach to drive systemic change, 
complementing ongoing mainstreaming 
efforts.

Context
As part of our continuous improvement work, 
we are keen to maximise the extent to which 
the impact assessment system supports 
better policy making and more beneficial and 
equitable outcomes. 

A new review group of senior officials has 
recently been established. It is focused on the 
need for high quality, proportionate, accessible 
and timely impact assessments which clearly 
evidence the impact of policies, influence 
decision-making, and support wider strategic 
processes. This group, alongside the existing  
Impact Assessment Leads Group, is working to 
strengthen oversight and embed better practice 
across policy development.

By integrating impact assessment improvement 
into the PSED outcomes, we are ensuring this 
work gains the necessary profile, visibility, 
and accountability. This focused approach will 
complement ongoing efforts and help drive 
systemic change across the organisation.

As an employer, the Scottish Government must 
attract, retain, and support a diverse workforce 
which represents Scotland’s communities. A 
truly inclusive workplace requires systems, 
policies, and behaviours that enable all 
employees to reach their full potential. 

Outcome 3:  
Equality and Other Relevant 
Impact Assessments
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The Diversity and Inclusion Employer Strategy 
provides a clear framework for achieving this, 
using a theory of change model to prioritise 
efforts that improve workplace experiences and 
outcomes for all equality groups. This approach 
ensures that actions are responsive to emerging  
needs, fostering continuous improvement  
and avoiding complacency.

The Diversity and Inclusion Employer Strategy is 
underpinned by an Equality Impact Assessment 
covering the full employee journey. Ensuring 
that inclusion is embedded at every stage. 
Developed transparently and iteratively, it 
will be supported by a rolling programme of 
monitoring and evaluation to track progress and 
drive meaningful change.

Measuring Success
Success in impact assessments related to 
equality, rights, and fairness will be measured 
through several key indicators, including:

•	 Improved assessments in annual Certificates 
of Assurance1 as part of the Scottish 
Government’s corporate governance and 
assurance. This will indicate increased Senior 
Leadership confidence in the quality of EQIAs. 

•	 Stakeholder feedback will provide insight 
into the effectiveness of impact assessment 
activity related to equality, rights and fairness.

•	 The further integration of relevant impact 
assessments into induction packs and other 
corporate material will indicate stronger 
institutional embedding. 

1	 A certificate of assurance is a formal document that confirms internal control systems are functioning effectively and 
that risks are being properly managed within Scottish Government.

•	 A clearer organisational stance on the value 
of impact assessments, along with the 
implementation of recommendations from the 
senior officials review group will demonstrate 
progress.

Success will also be reflected in identifying 
and addressing any barriers to effective 
impact assessments, securing sufficient 
resourcing for impact assessment support, 
and increased evidence of the Diversity and 
Inclusion Employer Strategy’s positive impact, 
as captured in the Mainstreaming Reports 
published every two years.

Our success measures above describe our 
initial proposals for measuring success. Further 
work will refine this and ensure it is aligned with 
the finalised set of contributing actions.

Meeting the Public Sector Equality Duty 
The Scottish Government ensures that equality 
is proactively considered in policymaking 
by embedding EQIAs into decision-making 
processes. High-quality impact assessments 
help identify and address barriers to equality, 
ensuring that policies benefit a wide range 
of communities, particularly those who are 
underrepresented. By strengthening guidance 
and training for policymakers, Scottish 
Government enhances the integration of 
equality considerations, leading to more 
inclusive and equitable policy outcomes.
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A key focus of our approach is preventing 
indirect discrimination before policies are 
implemented. EQIAs are used to assess how 
different groups may be affected, allowing 
policymakers to identify and mitigate potential 
negative impacts on vulnerable or marginalised 
communities. By improving the quality of these 
assessments, Scottish Government ensures 
that unintentional biases and disparities are 
recognised and addressed at an early stage. 
Through robust training, clear guidance, and 
strengthened processes, policymakers are 
equipped to develop policies that actively 
promote fairness and inclusivity.

Transparency and accountability are central to 
fostering good relations. By publishing impact 
assessments in an accessible format, Scottish 
Government ensures that stakeholders and 
the public can see how equality considerations 
have influenced decisions. This openness builds 
trust and encourages meaningful dialogue 
between government and communities. 
Additionally, incorporating lived experience into 
the assessment process ensures that policies 
reflect the realities and aspirations of diverse 
groups, strengthening social cohesion and 
reinforcing Scotland’s commitment to equality.

As an employer we consider the three needs 
of PSED through our Diversity and Inclusion 
Employer Strategy.

By understanding the unique needs of 
employees from different equality groups,  
we ensure that inclusive systems and processes 
are in place. A rolling programme of monitoring 
and evaluation tracks progress and drives 
continuous improvement, helping to improve 
experiences and outcomes for all. This 
commitment creates an environment where  
all employees can thrive and contribute to  
a fair and supportive workplace.

Through the implementation of the Diversity 
and Inclusion Employer Strategy, we ensure 
that all employees, regardless of background or 
characteristics, are treated fairly and equitably. 
The EQIA framework supports this by identifying 
challenges faced by different groups. And 
regular monitoring ensures that discriminatory 
barriers are identified and tackled effectively.

Ensuring that employees feel heard and 
respected is crucial. By focussing on continuous 
improvement and ongoing evaluation, 
we create opportunities for feedback and 
dialogue. Building a culture of mutual respect 
and understanding. This contributes to 
both individual and organisational success, 
strengthening our inclusive workplace.
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Actions

Short Term Action (12 months) 
Policy:

1. Develop and deliver enhanced training, 
support and guidance on equality & other 
relevant impact assessments. 

2. Continue to improve the quality and approach 
to impact assessments to allow them to better 
support strategic decisions, such as Programme 
for Government and budget processes. 

3. Continue to improve the quality and depth of 
information in equality & other relevant impact 
assessments in advice provided to Ministers. 

Employer:

1. Promote and embed the DG Corporate EQIA 
Improvement Programme to support capability 
building and share good practice.

2. Analyse findings of the Equal Pay Audit 
against the Diversity and Inclusion Employer 
Strategy hot topics to identify any additional 
layer of disadvantage. 

3. Develop the diversity and inclusion 
dashboard to measure the impact of actions on 
an ongoing basis whilst assessing the need to 
iterate to ensure progress towards prioritised 
changes. 

Long Term Action (1–4 years)
Policy:

1. Collaborate with individual portfolios to 
improve a structured approach for integrating 
equality and human rights impact assessments 
into policy development. Establishing clear 
processes to ensure portfolios can identify and 
comply with ministerial duties related to impact 
assessments, including where specific reporting 
or publication requirements apply. 

2. Ensure relevant impact assessments are 
accessible to stakeholders. For example, 
through more transparent publication processes 
or the use of a central repository. 

3. Achieve increased senior leadership 
confidence in EQIA quality, as evidence by 
Certificates of Assurance data. 

4. Ensure that comprehensive training and 
guidance materials on impact assessment are 
provided as standard during induction and are 
linked to Policy Profession tools and materials. 

Employer:

1. Deliver the Diversity and Inclusion Employer 
Strategy action plan. 

2. Embed practical understanding and lessons 
learnt from adopting an impact-focused 
approach into the refresh of the Diversity and 
Inclusion Employer Strategy action plan.

The above actions have been identified as initial 
actions to support this outcome. Further work is 
planned to confirm the final set of contributing 
actions. 
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We are legally required to report on progress 
made to achieve our equality outcomes 
every 2 years (Reg 4(4) of the Specific Duties 
Regulations). Our next progress update will be 
made in 2027.

This milestone will represent the mid-point of 
progress in delivering our outcomes. It will be an 
important opportunity to transparently provide 
a review of the progress made, to evaluate the 
effectiveness of actions, and identify areas for 
improvement.

In addition to the 2027 report, we will monitor 
and review progress internally at regular 
intervals.

This will ensure that we can monitor the delivery 
of actions; assess how effectively they are 
driving meaningful system change in which the 
outcomes are intended to support; and that we 
can take corrective actions, as necessary.

In addition to the actions under each outcome 
identified above, we will consider what further 
contributing action may be required. We will 
identify how we will measure, monitor and 
report on progress towards achieving the 
outcomes we have set. 

We will identify mechanisms to provide robust 
oversight, encourage cross-organisational 
collaboration, and ensure our equality outcomes 
deliver real, measurable change in how we 
make policy and decisions, which ultimately will 
advance equality in Scotland. 

We will publish further information on our 
approach to monitoring and evaluating progress 
in achieving the outcomes. We plan to do this 
as part of the requirement to publish PSED 
improvement proposals by December 2025,  
as required by Regulation 12 of the Specific 
Duties. As part of this process, we will draw 
on lived experience to ensure our approach 
reflects the realities and needs of those 
affected.

Next Steps
To ensure the successful implementation 
and integration of the 2025–2029 equality 
outcomes, a set of additional contributing 
actions will be identified for each outcome. 
Efforts will focus on raising awareness and 
engagement across all levels of the Scottish 
Government, ensuring that the equality 
outcomes are embedded in day-to-day work 
and aligned with the NPF. This will include 
targeted communication campaigns, regular 
updates through internal channels, and 
integration into training and development 
programmes.

Building on this, a series of interactive learning 
sessions will provide colleagues with deeper 
insight into the equality outcomes and their 
alignment with our strategic priorities. These 
sessions will emphasise the role of different 
portfolios in embedding the outcomes 
within their areas of work, fostering shared 
responsibility and collaboration across 
government.

Reviewing  
our progress
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The equality outcomes for 2025–2029 reflect 
the Scottish Government’s commitment 
to addressing systemic inequalities and 
embedding equality at the heart of its work. 
These outcomes align with legal obligations 
under the Equality Act 2010 and the Scottish 
Specific Duties, and complement our other 
actions in relation to those duties. 

This document describes a new, integrated 
approach we are taking to achieve effective 
equality outcomes, focusing on three 
overarching goals designed to enable 
meaningful, sustained change across 
government portfolios. By prioritising enablers 
of change, the approach seeks to maximise 
impact, ensuring that equality and human  
rights considerations are embedded in  
everyday decision-making.

Delivering these outcomes will require 
collaboration, accountability, and a shared 
commitment across the Scottish Government. 

The next steps outlined in this document—
raising awareness, building understanding,  
and establishing robust accountability 
mechanisms—will ensure that progress  
is measurable and transparent.

This shared endeavour requires commitment 
and collaboration at all levels. By embedding 
equality in its functions and policies, the Scottish 
Government reaffirms its dedication to creating 
a more inclusive Scotland where everyone  
can thrive.

The 2025–2029 equality outcomes set a clear 
direction for progress towards a fairer, more 
inclusive Scotland. Their success will depend 
not only on strong leadership and accountability 
but also on the collective commitment of 
colleagues across government to integrate 
equality considerations into everyday decision-
making. By taking an evidence-led approach, 
fostering meaningful engagement, and 
embedding accountability, we can drive real 
and lasting change. Through sustained effort 
and collaboration, the Scottish Government 
reaffirms its commitment to advancing equality 
and human rights—ensuring that policies and 
services work for everyone, now and in  
the future.

Conclusion
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