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Integrated Equality Impact Assessment (IEIA)
Equality Impact Assessment, Island Community Impact Assessment and Children’s Rights and Wellbeing Impact Assessment

Prior to starting the Integrated Equality Impact Assessment (IEIA) we highly recommend that you complete (or review) the Integrated Equality Impact Assessment learning on the Academy.  This provides a general overview of the IEIA process, as well as important information regarding our responsibilities regarding the completion and publication of IEIAs.  

Other sources of guidance, general evidence, support and learning are available on the Equality Evidence Hub on Connect, which includes the Equality Evidence Review created by Evaluation and Research.  This also includes a Frequently Asked Questions, which addresses initial questions about the IEIA.  If something is underlined, but not a link, you can hover over the wording for a definition or additional information.

Please note, that while the IEIA form is long, it does include three previously separate impact assessments and significantly more guidance.  You may not need to complete every impact assessment within the IEIA.  If you have any questions, please email ieia@sds.co.uk. 

More detailed external guidance for each of the individual impact assessments can be found below:

Equality and Human Rights Commission Guidance for Equality Impact Assessments in Scotland 

Scottish Government Guidance for Children's Rights and Wellbeing Impact Assessments 

Scottish Government Guidance for Island Community Impact Assessments 


	1.0 Project Overview



This document uses the term ‘project’ to describe the full range of our policies, provisions, projects, functions, practices and activities including the delivery of services – essentially everything we do that affects people.

Title of Impact Assessment (this is generally the name of the project or policy.)
	SDS Employer Service Offer



Name of Senior Responsible Officer (this is the person with final responsibility for a project- such as Director or Head of Service)
	Gordon McGuinness, Director IEN



Does this project relate to any other published EQIAs (Equality Impact Assessment) or ICIAs(Island Community Impact Assessments)? 
Additional guidance
	
You should list any published EQIAs, ICIAs or IEIAs that relate to the project.  They may partially overlap or the new IEIA may supplement an existing overarching EQIA, ICIA or IEIA or the new IEIA may incorporate existing EQIAs, ICIAs or IEIAs.




	Employer Hub
Apprenticeships.scot



Please provide an overview of your project including the names of any external partners and whether it is a new project.  Consider the key objectives of the project.
Additional guidance
	
Prompts:

· What are the objectives of the project? (Consider explicit and implicit aims)
· Who does the project affect/benefit?
· What results/outcomes are intended?
· Is the project new?
· Does it involve external partners- if so, who?
· Any other additional relevant information?
· Ensure you consider this overview from the perspective of Equality, Island Communities and Children’s Rights.  Are there specific points from these various groups that need to be highlighted within your overview?

For Island Communities identify if there are explicit island needs or any potential direct or indirect impacts for island communities. Remember to think about each island individually because what might not have any impact on one, may impact adversely on another.




	The Employer Offer in SDS is delivered in response to business need, feedback from partners, to enable economic growth which contributes to the Scottish Government’s National Strategy for Economic Transformation (NSET).

This impact assessment will cover all service delivery covered under the Employer Offer in SDS.  This will include, but not limited to, all products and services provided to business clients where there is an explicit business need with a recognised SDS relationship.  This includes services via the Employer Helpline, to larger organisations via the Relationship Account Executives, Skills for Growth, a product delivered wholly in SDS and the Inward investment Service, delivered as part of Team Scotland. 

Leading in skills development, we aim to inspire and enable employers to develop their workforce by placing skills first to build resilience and long-term sustainability to grow their business and invest in the Scottish economy.

The purpose is:
· to support and encourage businesses to grow and prosper, through investment in skills,
· advising employers on effective workforce planning by helping them to build resilience 
and long-term sustainability in the face of the ever-changing business environment,
· facilitate, broker and challenge the skills systems to respond to industry need.

The offer aims to:
•	provide employers with accessible advice and guidance;
•	connect employers with the most appropriate SDS support;
•	respond to immediate and longer-term workforce needs;
•	support workforce development and business growth;
•	help employers consider Fair Work, skills, recruitment and inclusion;
•	support positive outcomes for employers and their employees;
•	contribute more broadly to the Scottish economy. 

The offer is national, although delivery is tailored to employer need, location, sector, business size and local circumstances. External delivery and referral partners include enterprise agencies and a wider range of public, private and business-support organisations.

The employer offer in SDS is delivered through a number of teams and directorates:
· the online digital offer through Employer Hub and apprenticeships.scot
· the employer helpline - 0800 783 6000
· Skills support for larger businesses in the Critical Skills and Occupations Directorate
· Skills analysis and guidance for SMEs through the Skills for Growth product
· Skills, education and training support for businesses that want to invest, grow and thrive in Scotland


The employer offer is set out below.
[image: ]

GII Funding
Funding will be provided to businesses on a needs basis to achieve the outcomes and objectives of NSET, the Scottish Government’s Inward Investment Plan, and the SDS Growth and Inward Investment workplan, where there is a clear business case.  This will mirror the established funding process in the team, as agreed by SDS Procurement and Compliance Teams.  
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2.0 Gathering Evidence and Assessing Impact



It is important to remember our responsibilities regarding the Public Sector Equality Duty when completing this section.  The starting point for assessing impact is the three needs of the Public Sector Equality Duty: ensuring that the project does not discriminate unlawfully; considering how the project might better advance equality of opportunity; and considering whether the project will affect good relations between different groups.
Guidance for 2.0
	The public sector equality duty is a duty on public authorities to consider or think about how their policies or decisions affect people who are protected equality characteristics under the Equality Act. If a public authority hasn't properly considered its public sector equality duty, it can be challenged in courts.
Tip- whilst going through each characteristic ensure you take some time to ask yourself the following questions:
1. Does this project eliminate unlawful discrimination, harassment and victimisation and other conduct that is prohibited by the Equality Act 2010?  If not, what can I change to ensure that it does eliminate unlawful discrimination, harassment and victimisation?
2. Does this project advance equality of opportunity between people who share a relevant protected characteristic and those who do not?  If it does you need to highlight this as a positive impact within your impact assessment.
3. Finally, does this project foster good relations between people who share a protected characteristic and those who do not? Again, this should be highlighted as a positive impact.
The purpose of the IEIA is to allow you the space to identify areas for improvement; it is completely acceptable and appropriate to identify areas for improvement or places where there is unintentional discrimination.  The important thing is that actions are identified and taken to mitigate. 
There are multiple ways to approach this section. One is to consider how each group would be impacted at different stages of the project.
· What issues might this group face in finding out about this project/opportunity?
· What issues might this group face in accessing the project?
· What other barriers might this group face throughout the delivery of the project?
· How will you evaluate if this group has successfully been able to access the project?
· Consider intersectionality within this too. For example, does a gay Muslim woman face additional barriers at each stage? Any mix of characteristics is appropriate to consider
Other prompts could include:
· What equality information have you accessed regarding:
· Different needs?
· Different experiences?
· Different access to services, information or opportunities?
· Different impacts/different outcomes? (for example, through project monitoring or data from similar projects, through internal/external research, statistics on local population)
· Are there any gaps in equality information that you will need to fill now/later?
· Are there any experts or people affected by the project you should consult now? (Include details of findings from consultation if this has already taken place)
· Who do you need to get views from, internally and externally? How will you ensure you include ‘harder to reach’ groups?
All these prompts can support all the questions within this section, but particularly Impact and Action.  You do not need to use all the prompts; we have provided a range so that you can find the ones that suit your project best.




In Gathering Evidence and Assessing Impact you need to go through each of the characteristics in turn and address the following points.
· [bookmark: _Hlk127283150]Provide Context – outlining how your project relates to this protected characteristic, such as population statistics. The Equality Evidence Hub is a good place to start looking for relevant evidence. The Equality Evidence Hub is a space on Connect to access relevant guidance for the IEIA and a range of equality evidence, both internal and external.

· Additional Questions- Some sections have additional questions, please ensure that you answer these appropriately. They are in reference to our reporting responsibilities for Children’s Rights and Wellbeing and Island Communities.

· Impact– Outline the potential disadvantage or barriers, as well as positive impacts, faced by this equality group in relation to this project. Cite evidence sources used, including consultation. Where a gap in evidence is observed, please note within this section. 

· Action– Outline what we have already done to address disadvantage or promote equality, as well as what we’ll do to proactively promote equality and address any potential barriers raised in Evidence, including evidence gaps.
Please note that consultation is a requirement of Island Communities Impact Assessment and considered good practice in relation to Equality and Children’s Rights and Wellbeing Impact Assessments.


	[bookmark: _Hlk126011110]2.1 Age 



Guidance for 2.1
	
Age can be considered within groups of ages, defined in a way that suits your project.  Those at the younger and older ends of the labour market tend to face the most labour market disadvantages.  





	[bookmark: _Hlk124341928]Context:
The SDS Employer Service Offer is a resource used by employers. In Scotland, an ageing workforce presents challenges, as older workers may have fewer opportunities for upskilling and reskilling compared to younger colleagues. However, unemployment rates for 16–24-year-olds tend to be higher than those for the entire workforce aged 16-64. Those at the younger and older ends of the labour market tend to face the most labour market disadvantages. 

In addition, Generation Z often have specific workplace preferences that differ from older workers. According to 2022 research by workplace training company Talent LMs, 82% of Gen Zers surveyed want mental health days, 77% consider it important that their company supports diversity, equity and inclusion efforts, and 74% would opt for either hybrid or totally remote work.




	Impact (Does this project have a negative, positive or no impact? Please include the evidence of why that is, citing appropriate sources)
	Action (What activity have you done already and what was the impact? What do you need to do to address the evidence?)

	Older business owners may potentially face digital barriers, although this was not explored or evidenced in the meeting.
	Review whether younger entrepreneurs and older business owners are proportionately accessing the offer.
Retain telephone and direct-contact routes alongside digital access.
Offer a choice of engagement method and avoid unnecessary formality.

	Potential positive impact
•	Flexible online and face-to-face delivery can support employers and employees of different ages.
•	Staff can adapt the timing and format of engagement to employers’ operating patterns.
•	Skills for Growth can support workforce development and may help create subsequent opportunities, including apprenticeships.
•	Staff described adapting the setting and tone of conversations where a formal interview could be intimidating.
•	The service can support employers to consider recruitment and workforce-development gaps.
	Continue to offer and promote positive interventions.  This is currently carried out through a quarterly Community of Practice where positive impact is shared and negative impact is discussed to reach a solution for the service and clients. 





	2.2 Children's Rights and Wellbeing



See guidance for 2.2
	
This only applies to projects impacting young people up to the age of 18.  If the project could impact on young people up the age of 18, you need to complete this section. There may be overlapping evidence, impact and action between Age and Children’s Rights.  You can repeat or cite that it is present in Age and pertinent to Children’s Rights as well.

Please see the SDS UNCRC Report 2017-2022SDS UNCRC Report 2017-2022 for more information about how SDS is upholding the articles of the UN Convention on the Rights of the Child.






	Context:
.  The Employer Offer directly affects children and young people aged under 18 who are in employment, including apprenticeship advice which may influence employer recruitment and workforce-development decisions affecting younger people. The SDS Employer Service Offer is a resource used by employers of all ages, including 16-17 year olds

Children and young adults' employment experiences have changed significantly in recent years, with a decline in employment rates and a rise in economic inactivity, particularly among those in full-time education. There's also a shift in young people's priorities, with a greater emphasis on job satisfaction, work-life balance, and purpose over financial rewards. (CIPD (2024), Changing Face of the Youth Labour Market)



Additional Questions:

Does this project impact on children and young people up to the age of 18?

☒  Yes	☐   No      ☐   Don’t Know

If you have answered no to the question above, you do not need to complete the Children’s Rights and Wellbeing section of this form but please provide some justification for your decision below.
	



Which articles of the United Nations Convention on the Rights of the Child (UNCRC) (an international human rights treaty that grants all children and young people (aged 17 and under) a comprehensive set of rightsdoes this project impact on? See further guidance for this question

	1 Definition of a child
2 No discrimination
3 Best Interests of the Child
12 Respect for Children’s views
13 Sharing thoughts freely
15 Setting up or joining groups
17 Access to information
23 Children with disabilities
32 Protection from harmful work
36 Protection from exploitation





	Impact (Does this project have a negative, positive or no impact? Please include the evidence of why that is, citing appropriate sources)
	Action (What activity have you done already and what was the impact? What do you need to do to address the evidence?)

	 
Awareness of under 16 risk assessments for employers.
	
Awareness raising: Where it is identified that an employer employs people under 16 years old, the advisor has a duty to inform them to complete a risk assessment, and this should be included as part of a Skills for Growth or in conversation with the employer.  


	 
Creating opportunity for young people – employers taking on apprentices. 
	 
Awareness Raising:  SDS advisors regularly speak to employers of the benefits of employing young people and sell the apprenticeship programme, where appropriate.  

Employer processes and environment:  They work with employers to ensure they are ready to take on a young person as an apprentice.  Whist the service is bespoke to employers, examples, include ensuring adequate training, health and safety, support services including mentors, staff awareness. 

	
Talking in schools – well informed of options/ outcomes. 
Informed – marketplace/ passing info to CIAG
	
SDS has a wide programme of raising awareness of young people’s employment options.  This is not a service from the Employer Teams, however there is an action to ensure that the work of these teams are joined up to the needs of employers as reported by employer facing teams which includes sharing intelligence between teams.

	Younger entrepreneurs did not appear strongly represented.
	The Skills for Growth service is used by employers with more than 10 employees.  Entrepreneurs are normally signposted to the most appropriate channel to help them get a solution to their question and the best advice and guidance available.  
Any business owner accessing our services, regardless of age is given the opportunity to make adjustments to afford them the best advice and communication means to meet their needs.  

	Younger employees may be less comfortable with a formal interview-style approach.
	Ensure Skills for Growth interviews include employees or apprentices aged under 18.  The interviews are informal and more of a discussion and the format and location is adapted to suit the needs of the employee.
Identify any safeguarding, consent or age-appropriate communication arrangements used.

	Younger people who do not drive can experience transport barriers, particularly where employment starts before public transport is available.
	Skills for Growth discussions are adapted for use on Teams and other communication methods appropriate and agreed by the employer. 




	2.3 Care Experience



See guidance for 2.3
	
Within SDS, we choose to use the term ‘care experienced’, by which we mean anyone who currently meets, or has ever previously met, the criteria for ‘looked after’. This includes those looked after at home, or away from home in kinship, residential, foster or secure care. 

SDS is a Corporate Parent and we have public commitments within the SDS Corporate Parenting Plan   - please ensure you are familiar with these commitments and ensure your project aligns as best as possible.





	Context:
The SDS Employer Service Offer is a resource used by employers across all aspects of employment. Care experienced young people have poorer employment outcomes and are more likely to leave school with fewer qualifications than their peers. (SDS Equality Evidence Review 2023)



	Impact (Does this project have a negative, positive or no impact? Please include the evidence of why that is, citing appropriate sources)
	Action (What activity have you done already and what was the impact? What do you need to do to address the evidence?)

	Apprentice Voice: Modern Apprenticeships
	Raising awareness amongst employers of the benefits of employing young people with different backgrounds.

Include care experience in future employer and stakeholder consultation where appropriate.

	Employers may be unaware of the benefits of employing care-experienced young people.
	Raise employer awareness of the value of diverse backgrounds. Align project actions with SDS Corporate Parenting Plan commitments.
The offer can help employers adopt inclusive recruitment and workforce practices relating to care-experienced people.
Referral links exist with relevant SDS teams or external partners where support is required.




	[bookmark: _Hlk126011286]2.4 Disability    



See guidance for 2.4
	
Disability covers a wide range of conditions and impairments that impact people in a range of ways.  You need to consider disability broadly and, in some circumstances, specific conditions/impairments.  Within SDS we follow the Social Model of Disability, which says that people are disabled by barriers in society, not by their impairment or difference.  The IEIA can support you to identify places where barriers still exist within your project and help to mitigate them.

Accessibility is a key point to reflect on regarding this characteristic.  Here are some types of accessibility you may want to consider in your IEIA.

· Physical - is the physical space in use accessible to a range of people?
· Communication - Is the method of communication accessible?  Have you considered British Sign Language and/or Easy Read (a specialist format that combines images with clear text. It is designed to help organisations communicate with people with a learning disability)?
· Time - Have you considered breaks and other considerations within an event to ensure autistic people have some time and space to decompress between presentations?





	[bookmark: _Hlk124415547]Context:
The evidence suggests that disabled people face multiple disadvantages in the labour market, including lower employment rates, reduced pay, and poorer in-work experiences. This disadvantage is not limited to employment; disabled people also face barriers to education, healthcare, and political participation.  (Hoque and Bacon (2022) Addressing disability disadvantages in the workplace)




	Impact (Does this project have a negative, positive or no impact? Please include the evidence of why that is, citing appropriate sources)
	Action (What activity have you done already and what was the impact? What do you need to do to address the evidence?)

	If training is not accessible, then disabled people may not be able to participate.  
Fair Work Action Plan: Becoming a leading Fair Work Nation by 2025
	Employers we are working with should be asked to provide examples of adjustments that they have made/ are making to ensure that projects and training are accessible to all. 
Employers will be asked to ensure their services are accessible and reasonable adjustments are made to allow disabled people to participate in research where required.

	Positive Impact
Staff ask whether support or adjustments are required before Skills for Growth activity begins.
Engagement can be delivered online or face-to-face and adapted to the employer or employee.
One practical example involved replacing a formal boardroom interview with a walk and informal conversation for a neurodivergent employee.
Staff prepare participants by explaining the purpose of interviews, confidentiality and what to expect.
Employees can be signposted to appropriate support where an issue falls outside the Employer Team’s expertise.
Staff seek a cross-section of workforce views rather than relying only on senior leadership. 
	Continue offering the positive impact route and introduce more formal processes as outlined below.  

	Potential barrier or negative impact
Formal interviews and unfamiliar environments may disadvantage some disabled or neurodivergent participants.
Adjustments may depend on the employer or employee disclosing requirements in advance.
No consistent documented adjustment process was identified during the meeting.
The availability of British Sign Language, Easy Read, accessible documents, electronic note-taking or assistive technology was not established.
Staff willingness to adapt is positive, but this may lead to inconsistent provision if it depends on individual judgement and experience.
	Introduce a consistent pre-engagement question about access and communication requirements.
Develop an adjustments checklist covering format, communication, venue, breaks, additional time and meeting style.
Confirm routes for arranging British Sign Language, Easy Read, electronic note-taking and other specialist support.
Record agreed adjustments securely and only with appropriate consent.
Provide staff with guidance and examples of inclusive engagement.
Monitor whether requested adjustments were provided and effective.





	2.5 Gender Reassignment 



See guidance for 2.5
	
Gender Reassignment is sometimes more commonly referred to as transgender.  For more information about the characteristic of Sex, please see guidance in that section.

Please note that data around gender reassignment/transgender frequently includes information around sexual orientation as well.  You may have data that cuts across Sexual Orientation and Gender Reassignment. However, they are distinct characteristics. 

Please note that data may be limited for this characteristic due to small sample sizes.





	Context:
The evidence suggests that transgender people (and non-binary) face multiple disadvantages in the labour market (SDS Equality Evidence Review 2023).  These include higher unemployment rates, lower average earnings, and greater prevalence of workplace harassment and discrimination (Shannon, Matthew (2022) The labour market outcomes of transgender individuals)
Additionally, they face challenges in securing and maintaining employment due to their gender identity and expression, as well as a lack of trans-inclusive policies and practices in some workplaces. 



	Impact (Does this project have a negative, positive or no impact? Please include the evidence of why that is, citing appropriate sources)
	Action (What activity have you done already and what was the impact? What do you need to do to address the evidence?)

	Potential for discrimination or lack of inclusive policies.

By adopting gender affirming practices, organisations can contribute to the wellbeing and happiness of their employees, promoting a happier and more engaged work environment.
	Ensure guidance and employer action plans, where relevant include information on and reference ACAS and HBR guidance on creating trans-inclusive workplaces. 
ACAS, Discrimination at work 
HBR, Creating a Trans inclusive workplace 

Action: Ensure internal SDS skills and knowledge is in place by providing a workshop to front facing colleagues on gender reassignment in the workplace. 

Encourage employers to adopt inclusive practices through the implementation of the above and ensure all areas are highlighted where appropriate.


	The flexible, employer-centred approach and commitment to confidential, non-judgemental engagement could support trans participants.
	Review forms and relevant systems for inclusive titles, names and data handling.
Confirm how confidentiality is protected when sensitive employee information is discussed.
Include trans-inclusive recruitment and workplace practice within relevant adviser guidance.



	[bookmark: _Hlk126011382]2.6 Marriage/Civil Partnership



See guidance for 2.6 
	
This characteristic should only be considered in reference to SDS as an employer.  Most IEIAs will not need to cover this characteristic.





	Context:

The template states that this characteristic should normally only be considered in relation to SDS as an employer. As this IEIA concerns an external Employer Offer rather than SDS employment practice, this section is not applicable.  There are no eligibility rules or service processes linked to marital or civil partnership status.

Limited research specifically explores the direct impact of marriage and civil partnership on educational and employment outcomes in the UK, there is research that suggests a correlation between marital status and various life outcomes, including educational attainment and employment. 

While specific data on discrimination solely based on marriage and civil partnership is limited, broader studies and reports indicate ongoing issues:
· Workplace Discrimination: According to the Equality and Human Rights Commission (EHRC), there are instances where employees face bias or unfavourable treatment based on their marital status or civil partnership.
· Service Access: Reports from organizations like Stonewall indicate that same-sex couples in civil partnerships sometimes encounter discrimination in accessing goods and services, highlighting a need for more inclusive practices.




	Impact (Does this project have a negative, positive or no impact? Please include the evidence of why that is, citing appropriate sources)
	Action (What activity have you done already and what was the impact? What do you need to do to address the evidence?)

	
	

	 
 
	 
 




	[bookmark: _Hlk126011520]2.7 Pregnancy and Maternity


See guidance for 2.7
	
The Equality Act protects individuals from discrimination when they are pregnant until their right to maternity leave ends and they return to work or if they do not have the right to maternity, two weeks after the child is born.





	Context:

The evidence suggests that starting a family can have negative long-term consequences on women’s labour market participation. (Centre for Economic Performance, November 2022)

Evidence suggests that starting a family can have negative long-term consequences on women's labour market participation, often referred to as the "motherhood penalty". This penalty can manifest as reduced work hours, lower wages, slower career progression, and a greater likelihood of part-time or less secure employment. 



	Impact (Does this project have a negative, positive or no impact? Please include the evidence of why that is, citing appropriate sources)
	Action (What activity have you done already and what was the impact? What do you need to do to address the evidence?)

	Employees on maternity leave may miss out on the opportunity to participate in service outcomes.

	Employer guidance should explicitly state that pregnancy/ maternity should not be a barrier to employees accessing services and the employer should have a process for participants taking maternity to take part in the outcomes and/ or complete their training on return.


	Pregnant employees and those on maternity leave may miss out on career progression.

	Guidance and support from SDS should encourage family-friendly policies like flexible work arrangements, parental leave, and childcare can help mitigate the negative effects of motherhood on women's careers. 


	Discrimination in the workplace can have a negative impact on career progression and service outcomes for individuals.
Changes in societal norms and expectations about gender roles can also play a role in reducing the "motherhood penalty" and promoting greater gender equality in the workplace. 

	Action:  Workshop to ensure knowledge and expertise is available among employer facing colleagues and that 
Action, review and enhance all advice and guidance produced and promoted from SDS employer facing teams, including verbal meetings had a positive impact on maternity and pregnancy in the workplace. 

	Government policy and guidance can have a significant impact on pregnancy and maternity in the workplace. 
Government policies like subsidized childcare and generous parental leave can provide support for working mothers and help them maintain their career trajectories. 

	Action: ensure, where appropriate that employer facing teams in SDS promote family friendly policies when working with partners and stakeholders and ensure that all joint projects have an integrated equalities impact assessment carried out.




	2.8 Race


Guidance for 2.8
	
In the Equality Act, race can mean your colour, your nationality (including your citizenship or your ethnic/national origins, which may not be the same as your current nationality.) (https://www.equalityhumanrights.com/en/advice-and-guidance/race-discrimination)





	Context:

Ethnic minority groups are under-represented in managerial and senior positions in business (Parker Review, March 2024). 
It is generally accepted that ethnic minority groups are underrepresented in managerial and senior positions within UK businesses. This underrepresentation exists across various sectors and levels, from the FTSE 100 to senior management positions in the wider business landscape. While there have been some improvements in recent years, the overall representation of ethnic minorities in these leadership roles remains significantly lower than their proportion in the working population.



	Impact (Does this project have a negative, positive or no impact? Please include the evidence of why that is, citing appropriate sources)
	Action (What activity have you done already and what was the impact? What do you need to do to address the evidence?)

	Potential for underrepresentation and barriers to progression.
	Awareness Raising:  Ensure SDS front line colleagues receive adequate training, including anti-racism and unconscious bias and intersectionality to address compound disadvantages and support to address and understand barriers to progression.  
Reports:  ensure all PSAPs and action plans, where appropriate, use and adhere to the Anti-racism Framework for Employers


	Occupational Segregation: Participation patterns mirror broader labour market inequalities.
	Ensure SDS employer facing teams actively target products and services to ethnic minority groups to increase participation from these areas.  There is currently a pilot programme, working with the Scottish Asian Business Chamber, to support ethnic businesses and increase their participation in Skills for Growth and Apprenticeships.


	Policy-Practice Gap: Employers struggle to translate diversity policies into meaningful action.
	Ensure adequate representation of diversity and inclusion in PSAP reports to widen access to training for employers and encourage diversity policies in the workplace. 

	Potential positive impact
Staff described adapting engagement where employees spoke Polish.
Staff are willing to discuss language support with employers and seek a solution.
The team recognised the need to reach minority ethnic business communities.
Potential learning from SDS work with Vietnamese communities was identified.
Multiple entry routes can reduce dependence on one referral network.
	Establish a documented interpreting and translation process.
Ask about language requirements at first contact.
Avoid relying on automated translation for complex or important conversations.

	Potential barrier or negative impact
The meeting confirmed that there is no formal written language-support process.
Google Translate was used in one example because the requirement had not been identified beforehand, but it did not always work effectively.
Some minority ethnic-owned businesses may not be connected to current public-sector or business networks.
The Chinese business community was identified as one community that may not currently be reached effectively.
Marketing and case studies may not consistently represent Scotland’s diverse employers and workforces.
Heavy reliance on established relationships and partner referrals may reproduce existing gaps.
	Continue to build relationships with minority ethnic business organisations and trusted community groups.
Review marketing and case studies for diverse representation.
Explore collaboration with SDS services already engaging specific communities.
Monitor whether employers from different ethnic communities are finding and completing the service.
Find out how we can promote our services better with specific ethnic minority communities.  




	2.9 Religion or Belief


See guidance for 2.9
	
Religion or belief refers to both religious and some non-religious beliefs, as well as the lack of belief. 

Another important consideration in this characteristic is Islamophobia, which “is rooted in racism and is a type of racism that targets expressions of Muslimness or perceived Muslimness” (definition from All Party Parliamentary Group on British Muslims paper entitled Islamophobia Defined)





	Context:

Limited evidence is available on the relationship between religion and belief and educational outcomes and employment in Scotland.  
Some argue that religious beliefs can influence workforce choices and attitudes towards work, potentially affecting employment in specific industries or sectors, from a study in Germany (Arold et al, 2022).

In the context of providing services to employers, 



	Impact (Does this project have a negative, positive or no impact? Please include the evidence of why that is, citing appropriate sources)
	Action (What activity have you done already and what was the impact? What do you need to do to address the evidence?)

	Employees may miss out on the opportunity to participate in training if it falls on religious days.

	Encourage awareness of religious needs, provide inclusive policies, and ensure events are accessible to all faiths.  
Organisations are encouraged to understand and be sensitive to their employees' religious or philosophical beliefs, and to foster a respectful and inclusive work environment (CIPD). 
Work with employers to provide more diverse culture and allow religious practices to be integrated in workplace policies and ensure these are accessible to all employees.  

	SDS front facing colleagues providing a direct service should be religiously and culturally aware when advising employers.  
	Raise awareness of religion or belief discrimination from ACAS and what is protected.

	Scheduling, venues, food, communications or delivery practices affect people of different religions or beliefs.
	Confirm whether appointments can be arranged around religious observance.
Consider faith requirements when organising group sessions or events.
Review whether relevant materials and communications avoid assumptions.
Explore whether faith-based organisations and business networks are reached through current referral arrangements.




	2.10 Sex 


See guidance for 2.10
	
The Equality and Human Rights Commission provided the following guidance regarding the characteristic of sex.

“Under the Equality Act 2010, ‘sex’ is understood as binary, being a man or a woman. For the purposes of the Act, a person’s legal sex is their biological sex as recorded on their birth certificate. A trans person can change their legal sex by obtaining a Gender Recognition Certificate. A trans person who does not have a Gender Recognition Certificate retains the sex recorded on their birth certificate for the purposes of the Act.”

https://www.equalityhumanrights.com/en/advice-and-guidance/what-equality-act-says-about-protected-characteristics-sex-and-gender



	

	Context:

Gender awareness raising aims to promote and encourage a general understanding of gender-related challenges in business, for example, violence against women and the gender pay gap. It also aims to show how values and norms influence our reality, reinforce stereotypes and support the structures that produce inequalities.  It involves fostering empathy, building confidence in addressing gender issues, and ensuring everyone has a fair chance to succeed at work. This includes recognising and addressing biases, promoting equal opportunities, and creating a culture where all genders feel valued and respected.

Experience identified occupational segregation across sectors. Engineering was described as predominantly male in the examples discussed, while HR contacts were described as predominantly female.




	Impact (Does this project have a negative, positive or no impact? Please include the evidence of why that is, citing appropriate sources)
	Action (What activity have you done already and what was the impact? What do you need to do to address the evidence?)

	Building a respectful Workplace leads to increased job satisfaction, higher employee retention, and better collaboration and creativity. It reduces stress and conflict, improves communication, and ultimately benefits the company's overall performance and bottom line by making employees more engaged and loyal.

	Promote and encourage equal opportunities, a culture of respect and inclusion where all genders feel safe, valued, and can contribute their best work. 
It involves recognising unconscious biases and stereotypes that can affect hiring, promotions, and overall workplace treatment. 

Examine what Gender awareness initiatives will offer benefits to the employers we work with to ensure that everyone has access to the same opportunities, resources, and rewards regardless of their gender. 


	Fewer opportunities for leadership positions and slow promotion rates for women lead to a lack of representation in managerial roles. This creates a glass ceiling across many industries and makes it more difficult to change any gender inequality that may be present within organisations. 

	Ensure all PSAPs, advice and guidance promote and encourage equal opportunities, raise awareness of the glass ceiling and challenge businesses.  

	Gendered Assumptions:  Employment practices often reflect traditional gender roles, with mothers perceived as primarily responsible for childcare and household tasks, and fathers as the main breadwinner. This can create challenges for same-sex couples, single parents, or families where these roles are not traditionally divided. 

	Encourage employers to review and adapt policies to support all family types and challenge gendered assumptions.  Make PSAP recommendations and ensure support is from SDS positively encourages diversity

	Potential positive impact
Advisers seek views from a cross-section of the workforce rather than only senior leaders.
Fair Work, recruitment and workforce planning create opportunities to discuss inclusive recruitment and occupational segregation.
Skills and workforce-development activity may help employers widen recruitment and progression opportunities.
Staff identified the value of case studies in understanding who is benefiting.
	

	Potential barrier or negative impact
Existing sectoral segregation may influence who is represented in employer engagements.
Women may be concentrated in specific occupational functions even where the wider sector is male dominated.
No evidence was provided on the proportion of women-led businesses accessing the offer.
Referral and sector networks may unintentionally reproduce existing patterns of segregation.
Marketing may not consistently challenge gender stereotypes.
	Review marketing and case studies for balanced, non-stereotypical representation.
Examine available information about women-led and men-led businesses accessing the offer.
Build inclusive recruitment and occupational segregation prompts into relevant employer conversations.
Gather examples of outcomes relating to recruitment, retention, skills and progression.




	2.11 Sexual Orientation


See guidance for section 2.11
	
Please note that data around sexual orientation frequently includes information around trans individuals as well.  You may have data that cuts across Sexual Orientation and Gender Reassignment. However, they are distinct characteristics. 




	Context:

Some evidence suggests that work-life balance policies can disproportionately benefit heterosexual family structures, potentially disadvantaging other family types. This can be due to policies being designed around traditional gender roles and a focus on dual-earner heterosexual couples, which may not fully address the needs of same-sex couples, single parents, or other diverse family structures. (Sawyer at al, 2017 Invisible Families)



	Impact (Does this project have a negative, positive or no impact? Please include the evidence of why that is, citing appropriate sources)
	Action (What activity have you done already and what was the impact? What do you need to do to address the evidence?)

	There is often limited support for diverse families: Policies may not adequately address the needs of same-sex couples who may face unique challenges related to fertility, childcare, and social stigma. 

	Ensure colleagues are skilled to encourage employers to review and adapt policies to support all family types and challenge gendered assumptions.  Make PSAP recommendations and ensure support is from SDS positively encourages diversity in sexual orientation. 
This may include flexible working policies.

	Potential positive impact
Fair Work discussions and the wider focus on inclusive workplaces may support lesbian, gay and bisexual employees. However, no specific service evidence or example was presented.
Evidence gap
It is not known whether LGBTQ+ business owners see themselves represented in the offer or whether advisers consistently address inclusive workplace practice.
	Review marketing and case studies for inclusive representation.
Confirm what guidance is available when advisers identify workplace inclusion issues.
Consider engagement with LGBTQ+ business or equality organisations.
Gather feedback without requiring unnecessary disclosure of personal information.
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	2.12 Poverty



See guidance for 2.12
	
Poverty can be defined in several ways: 

• Geography based – Poverty can be measured by geography. The Scottish Index of Multiple Deprivation (SIMD) ranks Scottish postcodes between 1-10 to indicate how deprived the area is. This ranking is based on a range of factors, including average education levels of residents, crime levels, and housing quality (see SIMD, 2020). In this document SIMD 1 = most deprived and SIMD 5 = least deprived. 

• Income – Income is widely used as an indicator for individual or household poverty. Households in the UK are classed as living in poverty if they are 60% below the median household income (Scot Gov, 2017). 

• Occupation – The job that an individual has can be categorised hierarchically. The ‘NS-SEC’ measurement fits occupations into a scale of occupational prestige, which also broadly captures levels of pay too.





	Context:
Socio-economic impact of service delivery in areas of deprivation, including geographic, income and occupation based.
Best Start, Bright Futures Child Poverty Delivery Plan

Financial pressure on employers can affect their capacity to participate in workforce-development support and invest in resulting actions.



	Impact (Does this project have a negative, positive or no impact? Please include the evidence of why that is, citing appropriate sources)
	Action (What activity have you done already and what was the impact? What do you need to do to address the evidence?)

	Socio-economic impact of service delivery in areas of deprivation, including geographic, income and occupation based can often exacerbate inequalities in health and life expectancy.  

	Ensure recommendations are universal and can be achieved regardless of socio-economic status.  Raise awareness with the employer to ensure no employer or individual is disadvantaged and can address the universal services.  


	People with caring responsibilities may face additional barriers to accessing employment and progression.

	Promote flexible working and support for those with additional responsibilities.  Ensure products and services are available to all employers in Scotland or seeking to invest in Scotland.  

	Potential positive impact
The offer can provide impartial advice, signposting and support without directing employers to a particular provider.
Employers may receive immediate assistance or be connected to a more appropriate service.
Workforce development may support business resilience, employee skills and future employment opportunities.
	

	
Potential barrier or negative impact
Businesses experiencing severe economic pressure may prioritise immediate survival over longer-term skills investment.
Hospitality businesses in the Aberdeen area were cited as an example of employers that may struggle to participate fully.
Smaller businesses may lack the time, staffing or financial capacity for an extended process.
Employees in low-paid sectors may face intersecting barriers related to transport, language, age and disability.
	Consider a lighter-touch entry offer or phased engagement.
Make the time and resource commitment clear at the outset.
Build in opportunities to pause and re-engage.
Identify immediate, low-cost actions alongside longer-term recommendations.
Assess whether the offer is reaching employers and employees in lower-income sectors and areas.




	2.13 Digital Inclusion



See guidance for 2.13
	





	Context:

Digital access is central to the Employer Hub, web forms and online delivery. The template states that a non-digital alternative should be available for digital delivery.



	Impact (Does this project have a negative, positive or no impact? Please include the evidence of why that is, citing appropriate sources)
	Action (What activity have you done already and what was the impact? What do you need to do to address the evidence?)

	Potential positive impact
Employers can access information online.
Teams delivery can reduce travel and provide flexibility.
Telephone, direct contact and partner referral routes provide alternatives to the website.

	Work is underway to improve Employer Hub navigation.

	Potential barrier or negative impact
Employers may not find the Employer Hub unless it is promoted to them or they already know about it.
It was stated that paid promotion is the only approach currently known to drive traffic to the website.
Digital confidence, internet access or accessible technology requirements may affect use.
No evidence was provided about independent website discovery, completion rates or user experience.
The accessibility of the Employer Hub itself was outside the main scope of the discussion.
	Cross-reference the Employer Hub impact assessment.
Confirm that telephone and supported non-digital routes remain available.
Review how employers discover the Hub without prior SDS contact.
Gather website accessibility and user-journey evidence.
Monitor whether users leave the online process before making contact.
Test the digital route with users who have different access requirements and levels of digital confidence.




	2.14 Island Communities   



See guidance for section 2.14
	
The Islands (Scotland) Act 2018 was passed by the Scottish Parliament in 2018 and is only one of a handful of place-based pieces of legislation to focus specifically on islands in the world.

The measures it contains, like the Island Communities Impact Assessment, are designed to meaningfully improve outcomes for island communities. The provisions in Sections 7 to 14 of the Act came into force on 23 December 2020.  For more in depth guidance from Scottish Government, please follow this link (https://www.gov.scot/publications/island-communities-impact-assessments-guidance-toolkit-2/) 

The Additional Questions below cover steps 1-5 of the ICIA.  The questions under Full Island Community Impact Assessment cover steps 6, with step 7 covered later in the IEIA form.

In December 2019, Scottish Ministers published the first-ever National Islands Plan, which was created with the input of many islanders and those with a strong interest in Scotland's islands. The Plan sets out thirteen Strategic Objectives which will also be critical over the next five years to improving the quality of life for island communities. When you are developing your project, it is important that you consider the National Islands Plan.





	Context:
Projects must consider the unique needs of island and rural communities (Islands (Scotland) Act 2018).

The SDS Inward Investment and employer service is a service open to all employers in Scotland.  Delivery is characterised as set out in 1. Project Overview.  




Additional Questions:


Does this project include, deliver or impact on Island Communities (a community which consists of two or more individuals, all of whom permanently inhabit an island and is based on common interest, identity or geography)?
☒  Yes	☐   No


Is this a project, which is likely to have an impact an island community which is significantly different from its effect on other communities (including other island communities) in the area? 

☐  Yes	☒   No       ☐  Don’t know

If you have answered no to the two questions above, you do not need to complete any further questions in the Island Communities section of this form but please provide some justification for your decision below.

	The services the GII Team are mainly for those businesses with ten or more employees regardless of geography or location in Scotland.  It is recognised that in the islands many businesses fall below this size.  Where appropriate the GII Team flex the criteria to deliver our full service and this includes smaller businesses, and employers in the island communities.  We offer Skills for Growth and all services as a remote intervention to allow all employers to access our services.  Where the employer prefers face to face there are examples of our colleagues travelling to the employer to ensure service is provided, Orkney is an example.  




What island community concerns are you already aware of?
	




Does the existing data for Island Communities differ between islands?
	




Are there any existing design features or mitigations in place? If yes, please describe
	 



If you are consulting, is your consultation robust, meaningful, and demonstrating that SDS has regard for island communities when carrying out its functions?
Guidance
	
Remember to consider whether it is appropriate to conduct consultation in Gaelic as well as English. You can email islands@sds.co.uk for advice regarding consultations in Gaelic.




	The Employer Offer is national and therefore access is available to all employers regardless of location.  



	Impact (Does this project have a negative, positive or no impact? Please include the evidence of why that is, citing appropriate sources)
	Action (What activity have you done already and what was the impact? What do you need to do to address the evidence?)

	 
Potential positive impact
Online delivery could reduce the requirement to travel.
The national nature of the offer means island employers are not intentionally excluded.
Flexible delivery may allow support to be adapted to local circumstances.
	 
 

	
Potential barrier or negative impact
Connectivity, transport, staff capacity and access to local skills or training provision could affect island employers differently.
No island-specific access, participation or outcome information was presented.
No direct consultation with island employers was reported.
It is not yet known whether effects differ significantly between islands or compared with mainland communities.
	
We have run workshops to upskill CIAG and partner business advisers to support initial skills discussions with businesses through the Employer Hub.
Consult island employers or relevant representative bodies.
Review participation and outcomes by island location where possible.
Confirm whether connectivity or travel affects delivery.
Consider whether Gaelic consultation is appropriate.
Determine whether a full Island Communities Impact Assessment is required after the evidence is gathered.



Please complete the following questions after the impact assessment above.
Does the evidence show any different circumstances, expectations, needs, experiences or outcomes (such as levels of satisfaction or participation)? 
☐  Yes	☒   No


Are these different effects likely? 
☐  Yes	☒   No


Are these effects significantly different? 
☐  Yes	☒   No


Could the effect amount to disadvantage for an island community compared to the mainland or between other groups? 
☐  Yes	☒   No


If the answer is no to all of the above, please provide justification for not completing the full ICIA below.
	The Employer Offer is national and therefore access is available to all employers regardless of location.  An employer has the option of online remote delivery and access to our service or face to face.  This is the case regardless of location.  There are examples of colleagues travelling to islands to complete a Skills for Growth assessment.  
We have developed a Single Point of Contact escalation system where the appropriate businesses will ensure a telephone follow-up from an adviser. Assessment can be made.  Online/ TEAMS services are offered meeting the same SLA as a face-to-face intervention. As with mainland clients if the engagement develops at least one face-to-face intervention will take place depending on the employer need. 



If the answer is yes to any of the above, complete the Full Island Community Impact Assessment below before submitting the form for publication
	Full Island Community Impact Assessment
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Assess the extent to which you consider that the project can be developed or delivered in such a manner as to improve or mitigate any resulting outcomes for island communities.

Consider alternative delivery mechanisms and whether further consultation is required.
	



Describe how these delivery mechanisms will improve/mitigate outcomes for island communities?
	Including CIAG and building closer working relationships with the island stakeholders builds trust and understanding with the local community.



Identify resources required to improve/mitigate outcomes for island communities.
	Increased people resource in the affected communities 



Should delivery mechanisms/mitigations vary in different communities?
	Potentially language translations if the island is predominantly Gaelic speakers.



Do you need to consult with island communities in respect of mechanisms or mitigations?
	




Have island circumstances been factored into the evaluation process?
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Have any island-specific indicators/targets been identified that require monitoring?
	We monitor island activity for government policy initiatives where SDS are named partners. All our regional delivery programmes are broken down by LA areas and we can identify island performance.



How will outcomes be measured on the islands?
	



How has the project affected island communities?
	



How will lessons learned in this ICIA inform future project making and service delivery?
	



	2.14 Rural Communities



See guidance for 2.14
	
There is likely to be substantial overlap between island communities and rural communities. You do not need to replicate impact and action from island communities into rural communities.  It is important to consider where rural communities may differ from island communities, and this section should be used to highlight those differences, if they exist or to consider rural communities where a project does not impact on island communities but does impact rural communities.





	Context:
Rural employers may experience transport, connectivity, labour-supply and service-access challenges.




	Impact (Does this project have a negative, positive or no impact? Please include the evidence of why that is, citing appropriate sources)
	Action (What activity have you done already and what was the impact? What do you need to do to address the evidence?)

	 
Potential positive impact
Online and face-to-face options allow flexibility.
The national service can be tailored to local sectors and employer needs.
Staff recognised that solutions must reflect local labour markets.
	 
 

	
Potential barrier or negative impact
Rural employers may have difficulty recruiting people with relevant skills.
Limited transport can prevent younger people and non-drivers from accessing work.
Early shift patterns may not align with public transport.
Agriculture, fishing and tourism may present distinct workforce and seasonal challenges.
Rural circumstances may intersect with age, poverty, disability and race.
 
	 
Capture rural location within service monitoring where appropriate.
Consider transport and connectivity in employer action planning.
Work with relevant local and sector partners.
Retain remote delivery while ensuring it does not become the only option.
Gather rural employer feedback on access and outcomes.




	2.15 Other



See guidance for 2.15
	
This section is optional and can be used if you feel there are any other specific groups that you would like to assess (for example, carers, armed forces/veterans and those with experience of the justice system)





	Context:





	Impact (Does this project have a negative, positive or no impact? Please include the evidence of why that is, citing appropriate sources)
	Action (What activity have you done already and what was the impact? What do you need to do to address the evidence?)

	 
 Carers

Flexible scheduling and online delivery may help employers and employees with caring responsibilities. However, caring responsibilities were only briefly raised and were not explored directly.
	 
Shorter, phased or rearranged appointments are routinely available.

	 
 Microbusinesses and the third sector

Microbusinesses may receive advice and signposting, but may have less capacity for an extended intervention. The third sector was identified as an area where awareness and consistency of engagement may vary.
	 
 Clarify eligibility, service levels and access routes for microbusinesses, sole traders and third-sector employers.

	
Employers outside established networks

Employers that do not engage with SDS, public bodies or business groups were consistently identified as the most difficult to reach
	
Develop targeted outreach with trusted community, sector and local organisations.
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Consultation is an excellent source of evidence and can offer insight that cannot be gathered in any other way.  It is important to be well prepared when consulting with partners, ensuring you do not take too much of their time and that you efficiently gather the information you need.  However, it is also easy to over consult with our partners, so sharing key learning is important to mitigate that risk. It is also important to inform your consultees about changes that have been made (or not made) based on their input.   Please use this space to share key learning from your consultations and how you have fed back to the consultees.
Further information on our National Approach to Equality Stakeholders can be found here.
Focal Point Groups can also be useful for consultations, further information can be found here.

See guidance for 2.16
	
Scottish Government suggests that consultation should adhere to the following principles:

· Continuous – Stakeholder engagement and consultation should begin as early as possible and continue until your proposal is complete.
· Broad-Based – Consideration of the scope of consultation about your proposal should be wide enough to include all those affected and ensure a full spectrum of diversity in views and opinions.
· Not Burdensome – Timeframes for consultation should be realistic and should not impose additional unnecessary workloads on organisations or people who may be expected to respond to multiple consultations over a period. This could result in "consultation fatigue" and may reduce the quality of the responses you receive.
· Transparent – You should outline the objectives of your consultation and the context surrounding your proposal. All relevant supporting information should be made available.
· Consistent and Flexible – Use of a consistent framework for consultation allows respondents to become familiar with the process and can negate concerns for respondents in relation to fatigue from responding to numerous different frameworks.
· Subject to Evaluation and Review – Consultation processes should be evaluated, reviewed and updated as a means towards continuous improvement.
· Defined Goals – Consultations should be "a means rather than an end". They should be used as a means of informing decision-making rather than a substitute for decision-making.





	Stakeholder(s) consulted

	Key feedback from stakeholder(s)
	What changes were made based on the feedback? (if none, explain why)
	How was this fed back to stakeholders?  (including date provided)

	Employer Offer representatives covering employer engagement, Skills for Growth, growth and inward investment
	Multiple entry routes and flexible delivery are strengths. Key risks include dependence on existing relationships, limited resources, language barriers, inaccessible engagement formats, and difficulty reaching employers outside established networks.
	No completed changes were confirmed during the meeting. Proposed actions include strengthening adjustment processes, language support, outreach, monitoring and inclusive communications.
	A draft IEIA summary is to be shared with the Employer Team for review. Date and method to be recorded once completed.

	
	
	
	



	3.0 Action Plan



A key part of every impact assessment is the action plan.  This is where you state the actions that you will take in response to the impact assessment you have completed.  The actions should be specific, measurable, achievable, relevant and timebound (SMART).  
Once the IEIA has been signed off by the SRO, actions within the Action Plan should be added to the relevant team’s Continuous Improvement Action Plan.
See guidance for 3.0
	
Consider the following points when drafting actions:
· How will you monitor the action and ensure it will be completed?  
· If you are taking an action regarding Equality Monitoring, have you ensured it is compliant with GDPR legislation?
· If you have taken actions related to procurement, how will you ensure these are reflected within procurement documents and contracts?





	What is the action you will take in response to the impact assessment?
	Which characteristics/groups does it apply to?
	What is the intended impact?
	When will this be completed?


	Develop a consistent process for identifying and arranging reasonable adjustments for all employer Skills for Growth Enhancements
	Disability, age, pregnancy and maternity, carers
	More consistent and accessible participation
	

	Research current SDS provision with the view to establishing a documented interpreting and translation process
	Race, disability
	Reduce language and communication barriers
	

	Review who accesses each entry route and where employers leave the journey
	All groups, digital inclusion, rural and island communities
	Identify underrepresentation and service barriers
	Currently in progress, review access by October 2027

	Continue to review marketing and case studies for inclusive representation
	Race, sex, age, disability, sexual orientation, gender reassignment
	Increase awareness and help diverse employers recognise the offer as relevant
	

	Continue to support and develop outreach with trusted community, sector and local organisations
	Race, poverty, rural and island communities
	Reach employers outside existing networks
	

	Introduce equality prompts within scoping and action planning
	All groups
	Make inclusive practice more consistent
	



	4.0 Approval and Publication




· Will you be making this IEIA available in different formats/languages? 
Guidance
	
Scottish Government specifically asks about making impact assessments available in Easy Read and Gaelic within their guidance for the Island Community Impact Assessments.  It is not required, but they do suggest it is considered. You can email islands@sds.co.uk for advice regarding publication in Gaelic.




	




	SRO (Print)	Comment by James Burns: @Gordon McGuinness Please sign here if satisfied
	SRO Signature
	Date
	Review Date

	Gordon McGuinness
	[image: ]
	20th of October
	14th of October



	5.0 Review (To be completed at the review date, not at the same time it is submitted)



This section should be completed as part of the review on the date listed above under the sign off.  
Guidance for 5.0
	
Reviewing is important for several reasons.
· It will allow you to reflect on progress and learning before completing an updated IEIA in the future.
· If you do not need to complete an updated IEIA, it stills allows for evaluation of the project and can provide learning for others in the future who are developing similar/related projects.
· It will help the equality teams to identify and share good practice across the business.





Were the actions taken completed?  If not, why not?
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Did the actions achieve what they intended? If not, why not?
	



What actions would you continue/stop or reconsider for future projects?
	



Has any evidence been identified that may be useful for similar future projects?
	



If this is a review for an ongoing project, are there any additional actions to add to the project going forward?
	






image1.png
Our Employer Offer: One to One Business Support

u Digital Offer for Employers: W Our Skillsforce / apprenticeships.scot

al Skills Managemen Self help web portal employers
Employer Helpline Relationship Account Employer Engagement Growth & Inward
0800 783 6000 Executives Executives Investment
As part of Team
Skills support chesuege SMEs Scotland, the Gll
Front line for larger [o) hiough skl &) Team lead on skills,
telephone and businesses o A I gl K } ‘ education and
What? web support for in developing [ ] anelyss,worcercs - training support for
employer skills skills critical to w s":“"'"‘z' scskills businesses that
enquiries. the Scottish sur“:%ins bitias want to invest,
economy. grv:\zth orgresi“ence grom{ ar:jd thrive in
i cotland.
We work with
Help SMEs meet business to create
objectives through innovative,
Single entry Support bespoke people bespoke solutions
point for q business growth, skills action S GRS e
assessment maximising planning aligned - ' - Al
How? @ and onward EHE opportunities to their business = g;;zfmrzug:&
‘ referral to wider from WBL,FE,HE supporting talent o by navigating and
SDS/partner and industry attraction, influencing the
services. engagement. developing and Scottish skills,
upskilling their education and
workforce.

training landscape.




image2.png




