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


	1.0 Project Overview



Title of Impact Assessment (this is generally the name of the project or policy.)
	SDS Delivery of Oil and Gas Transition Training Fund 2026-27



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 of Industry & Enterprise Networks



Does this project relate to any other published EQIAs (Equality Impact AsseIsland Community Impact Assessments)


	Scottish Government Oil and Gas Transition Training Fund 2025-26 Equality Impact Assessment 




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.


	The Oil and Gas Transition Training Fund Expansion 2026/27, is delivered by Skills Development Scotland on behalf of the Scottish Government and the UK Government’s Office for Clean Energy Jobs (OCEJ) to develop targeted Clean/Sustainable Energy training in Scotland. SDS will act as the delivery partner, working within the Scottish Government eligibility and accessibility framework. 


The primary goal is to enable approximately 1900 workers (or more, budget-dependent) to access training support to help them transition into the Renewable / Sustainable opportunities. The fund is structured to ensure equality of access and promote inclusive economic transition.  Individuals who currently, or have recently, worked in the Oil and Gas sector will be awarded funding to allow them to retrain in clean energy.  Support from Careers Advisers will be available to individuals to help them explore their options and to apply for the funding.  The individual will source their own training.

Scottish Government have completed an equality impact assessment for the funding at a strategic level so this equality impact assessment will focus on the delivery aspects of the fund.
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2.0 Gathering Evidence and Assessing Impact


	[bookmark: _Hlk126011110]2.1 Age 



	[bookmark: _Hlk124341928]Context:

There is evidence that Aberdeen City and Shire’s oil and gas sector has an ageing workforce profile, reflecting national demographics. Robert Gorden University (RGU) also notes that 75% of leadership roles are currently being fulfilled by aging workforce members, leading RGU to conclude that there is a need to upskill staff into leadership roles.   
 
Participants at the Scottish Government’s framing workshop also noted that both younger and older workforce groups can face discrimination. In relation to older workers, some studies support this feedback, showing that younger workers are more likely to secure an interview. These outcomes worsen with age and intersectional considerations such as race and sex. 
 
Finally, workshop participants also noted that there are lower levels of digital literacy amongst older workforce groups, ONS data would support this. This may impact individuals’ ability to engage with digital materials related to the fund – such as application portals or promotional materials.   

Sources:
1. Making-the-switch-images.pdf (rgueti.com) p.9
2. UKCS-Workforce-Dynamics-The-Skills-Landscape-2019-2025.pdf (rgueti.com) p.12
3. britsoc.co.uk/media-centre/press-releases/2019/april/older-job-applicants-up-to-three-times-less-likely-to-be-selected-for-interview-than-younger-ones-study-finds/.
4. Exploring the UK’s digital divide - Office for National Statistics (ons.gov.uk) – section 6
5. Equality Impact Assessment - Oil and Gas Transition Training Fund - Equality Impact Assessment - gov.scot



	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?)

	Positive. The funding will allow both older and younger workers to retrain in clean energy, improving their chances of a successful transition into clean energy roles

	Diversity monitoring will be reviewed as part of project reporting and evaluation to determine uptake from equality groups, this will inform future planning for the fund.

Promotion of the fund will include reference to the support available from Careers Advisers to help explore options and apply for the fund

Promotion of the fund will include the ability to retrain into managerial/leadership roles to support career progression

	Potential negative impact if unable to access digital applications, but support will be available to those who require extra support to complete the digital application, removing barriers for those unable to access, or less confident using, digital services
	Applicants can visit a careers centre to access the applications and can be supported by Careers staff to apply	Comment by Heather Milne: Can we include PAs as well as CAs where support is mentioned.	Comment by Nicola Graham: Agree - if we just change this to Careers staff then it covers everyone




	2.2 Children's Rights and Wellbeing




	Context:
The eligibility of the fund includes those who have been employed in the Oil and Gas sector within the last 2 years. Therefore, it is possible for 16-18 year olds to be eligible and apply although it is likely to be small numbers.





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? 

	This projects directly relates to Articles 28 and 29 – supporting young people to access vocational education, information and guidance, and supporting young people to fulfil their potential.





	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?)

	Positive impact: through this funding young people who meet the eligibility criteria will be supported to access funding to help them retrain in clean energy
	Careers Advisers will provide support to applicants to explore their options and apply for funding to retrain

Completion of this equality impact assessment and progressing the actions identified within it will help us ensure that the delivery of this funding is inclusive.




	2.3 Care Experience




	Context:
As a Corporate Parent, SDS have responsibility to looked-after children and care leavers, and to respond to their needs as any parent or carer would.

Key evidence from the Skills Development Scotland Evidence Review 2025 shows that Care Experienced young people tend to have poorer educational and employment outcomes, with some being at greater risk of unemployment or in low-paid, low-skilled jobs.

Source: SDS Equality Evidence Review 2025





	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?)

	Positive. For anyone who has worked in Oil and Gas, this project will deliver opportunities to retrain in clean energy, support to explore their options and apply will be available via Careers Advisers
	Promotion of the fund will include the support available from a Careers Adviser to explore options and apply for funding 

Diversity monitoring will be reviewed as part of project reporting and evaluation to determine uptake from equality groups, this will inform future planning for the fund.





	[bookmark: _Hlk126011286]2.4 Disability    





	[bookmark: _Hlk124415547]Context:

Evidence around the proportion of oil and gas workers with disabilities is very limited. This conclusion is reflected by UKG in their Assessment of the Clean Energy Skills Challenge. 

Evidence cited in the SDS Equality Evidence Review 2025 shows that since 2013 the numbers of disabled people in work in Scotland has steadily increased, largely due to increasing disability levels in the population, with more working people becoming disabled.

Sources:
1. UK Government Assessment of the Clean Energy Skills Challenge 
2. SDS Equality Evidence Review 2025





	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 negative impact if online applications are not accessible, so we will ensure the application process will be accessible and inclusive for disabled people, and Careers Advisers can provide support to people to apply if required.
	The online application process will be checked to ensure it meets accessibility requirements
Applicants can visit a careers centre to access the applications and can be supported by a Careers Adviser to apply
Promotion of the fund will include the support available from Careers Advisers to explore their options and apply
Diversity monitoring will be reviewed as part of project reporting and evaluation to determine uptake from equality groups, this will inform future planning for the fund.



	Positive: The eligibility criteria state the fund is for those who have worked in Oil and Gas in the last 2 years, however an exceptions process will be in place to encourage applications from those who have taken a career break from Oil and Gas, e.g. due to a disability, injury or ill-health

	Promotion of the fund will include the eligibility criteria, highlighting the exceptions process to encourage those who have taken a career break from Oil and Gas to consider applying.	Comment by Nicola Graham: Is it worth adding in a specific example of promotion via DWP who are likely to know potential candidates who may fall into this cohort
Promotion of the fund will include the ability to retrain into managerial/leadership roles to support career progression





	2.5 Gender Reassignment 




	Context:

SDS Equality Evidence Review states that trans people face barriers in work and education which impact negatively on participation and outcomes.

Source: SDS Equality Evidence Review 2025



	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?)

	
Positive impact.  For anyone who has worked in Oil and Gas, this project will deliver opportunities to retrain in clean energy, support to explore their options and apply will be available via Careers Advisers
	Careers Advisers are aware of the need to treat all customers with dignity and respect, including using the correct names and pronouns.  Reflective practice for Careers Advisers has included sessions to understand the needs and experiences of trans customers.
Promotion of the fund will include the ability to retrain into managerial/leadership roles to support career progression
Diversity monitoring will be reviewed as part of project reporting and evaluation to determine uptake from equality groups, this will inform future planning for the fund.




	[bookmark: _Hlk126011382]2.6 Marriage/Civil Partnership



	Context:

N/A



	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?)

	N/A
	




	[bookmark: _Hlk126011520]2.7 Pregnancy and Maternity



	Context:

Workers may be on maternity or other family leave.  Evidence shows that maternity leave can impact longer term career opportunities/progression.

Source: SDS Equality Evidence Review 2025



	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?)

	
Positive: The eligibility criteria state the fund is for those who have worked in Oil and Gas in the last 2 years, however an exceptions process will be in place to encourage applications from those who have taken a career break from Oil and Gas, e.g. due to maternity/caring responsibilities

	Promotion of the fund will include the eligibility criteria, highlighting the exceptions process to encourage those who have taken a career break from Oil and Gas to consider applying.  Partnering with Trade Unions to promote the fund could help reach those currently on maternity or other family leave
Promotion of the fund will include the ability to retrain into managerial/leadership roles to support career progression




	2.8 Race


	Context:

UKG note that at a UK level:
“Those from ethnic minority backgrounds are also underrepresented in clean energy sectors compared to national demographics (19.3%) including accounting for just 7% of the offshore and 5% of the heat pump workforces” https://assets.publishing.service.gov.uk/media/675b3171348e10a16975a422/clean-power-2030-clean-energy-skills-assessment-annex.pdf 

The offshore wind skills intelligence report notes that, “of those who provided information on ethnicity, 7% were from non-white backgrounds, compared to 3.8% in 2021” https://www.owic.org.uk/media/gf5ddwxt/offshore-wind-skills-intelligence-report-2023.pdf 

ECITB note that across ECI employers - Ethnic groups represent significantly smaller shares of the workforce compared to White workers. 

However, the ECI workforce is more diverse in 2024 than it was in 2021. While comparisons with the active UK population are useful and indicate that the industry is still not aligned with the general population, it is important to note that sites and offices of ECI companies are not geographically distributed in the same way as the general population. In other words, ethnicity data should also be considered based on where companies operate and compared with the local population. https://www.ecitb.org.uk/wp-content/uploads/2025/01/ECITB-Workforce-Census-2024-Report.pdf 

The 2011 Census found that:
•	Scotland's population was 96.0% white, a decrease of 2% from 2001
•	91.8% of people identified as ‘White: Scottish’ or ‘White: Other British'
•	4.2% of people identified as Polish, Irish, Gypsy/Traveller or ‘White: Other’
•	the population in Asian, African, Caribbean or Black, Mixed or Other ethnic groups doubled to 4%

At a UK level – the Sutton trust note that “With respect to ethnicity, 8.1% of engineering workers are from ethnic minority groups, compared to 12.7% in non-engineering sectors, and 12.2% of the broader population.”

They go on to state “Among UK domiciles who had undertaken a first degree in engineering full time and found employment six months after graduating, 73% of employed White graduates went into the engineering sector in 2014/15, compared with 58% of ethnically diverse graduates. This proportion was particularly low among graduates who identified as Black (50%). These findings are consistent with those of the Royal Academy of Engineering (RAENG), which found that even after controlling for such factors as degree attainment, employability outcomes for BME graduates studying engineering are weaker than for White graduates” https://www.suttontrust.com/wp-content/uploads/2022/02/Bridging-The-Gap-report.pdf 




	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?)

	Positive – for anyone who has worked in Oil and Gas, this project will deliver opportunities to retrain in clean energy, support to explore their options and apply will be available via Careers Advisers
	Diversity monitoring will be reviewed as part of project reporting and evaluation to determine uptake from equality groups, this will inform future planning for the fund.
Promotion of the fund to include imagery and case studies showing ethnically diverse participants.
Staff delivering the fund to familiarise themselves with the Race Commission and recommendations




	2.9 Religion or Belief



	Context:

SDS Equality Evidence Review found some workers felt they experienced prejudice and discrimination at work due to their religion / belief.

Source: SDS Equality Evidence Review 2025



	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?)

	
Positive. For anyone who has worked in Oil and Gas, this project will deliver opportunities to retrain in clean energy, support to apply will be available via Careers Advisers
	Diversity monitoring will be reviewed as part of project reporting and evaluation to determine uptake from equality groups, this will inform future planning for the fund.





	2.10 Sex 


	Context:

Women make up only 25% of oil and gas workforce and are underrepresented in clean energy training pipelines.

RGU note that in 2019:
-	Approx 25% of the UKCS workforce was female
-	Approx. 75% of the UKCS workforce was male 
At a national level the share of women in the Engineering construction industry increased from 13.8% to 16.9% over the past three years. Whilst this represents progress, there are still significant diversity challenges with men representing 83.1% of the ECI workforce groups surveys. 

ECITB also note whilst progress has been made overall. Some specific Engineering Construction Industry occupations remain heavily gendered: 
-	Scaffolders – 99.9% men 0.1% women 
-	Engineers – 85.9% men 14.1% women 
-	Directors – 83.2% men 16.8% women 
-	Administration 16.2% men 83.8% women 
-	Human resources 12.8% men 87.2% women 

ECITB note, that the most acute skills shortages “are in occupations where men make up the vast majority of the workforce. Expanding the talent pool is crucial for addressing these shortages, which requires improving women’s access to all ECI roles.”
At a national level on gender and EDI Cogent skills note that “whilst hydrogen as a sector is still young, it is fair to assume that without a very different approach to other sectors, the gender and EDI disparity currently found within construction and manufacturing & production will be repeated during the development of the hydrogen economy.” 

At a national level on gender and EDI Cogent skills note that “whilst hydrogen as a sector is still young, it is fair to assume that without a very different approach to other sectors, the gender and EDI disparity currently found within construction and manufacturing & production will be repeated during the development of the hydrogen economy.” 

Sources:
1. UKCS-Workforce-Dynamics-The-Skills-Landscape-2019-2025.pdf (rgueti.com)
2. https://www.ecitb.org.uk/wp-content/uploads/2025/01/ECITB-Workforce-Census-2024-Report.pdf
3. https://cogentskills.com/wp-content/uploads/2024/07/Hydrogen-Workforce-Assessment-Executive-Summaryfinal.pdf



	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?)

	Positive. For anyone who has worked in Oil and Gas, this project will deliver opportunities to retrain in clean energy, support to apply will be available via Careers Advisers.  The eligibility criteria includes a broad range of roles across the sector, include office/admin roles.  This is an opportunity for people in women-dominated roles to retrain into other roles within clean energy, including managerial/leadership training.
	Promotion of the fund to be clear on those eligible, highlighting opportunities for people in a range of roles from across the sector.
Promotion of the fund will include the ability to retrain into managerial/leadership roles to support career progression.
Promotion of the fund to include imagery and case studies showing women.
Delivery staff will familiarise themselves with the Gender Commission recommendations and complete the Gender Commission module (internal link) on the SDS Academy.
Diversity monitoring will be reviewed as part of project reporting and evaluation to determine uptake from equality groups, this will inform future planning for the fund.  Diversity monitoring to be analysed alongside data on the roles participants came from, and the training they completed, to determine if more women are moving from women-dominated roles into the sector.


	Positive: An exceptions process will be in place to encourage applications from those who have taken a career break from Oil and Gas, e.g. due to maternity/caring responsibilities
	Promotion of the fund will include the eligibility criteria, highlighting the exceptions process to encourage those who have taken a career break from Oil and Gas to consider applying.  Partnering with Trade Unions to promote the fund could help reach those currently on maternity or other family leave



	2.11 Sexual Orientation




	Context:

The SDS Equality Evidence Review states that due to workplace discrimination, exclusion and harassment, LGBTQ+ employees show poorer average employment outcomes than heterosexual colleagues and slower career progression.  

Source: SDS Equality Evidence Review 2025 



	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?)

	Positive. For anyone who has worked in Oil and Gas, this project will deliver opportunities to retrain in clean energy, support to apply will be available via Careers Advisers


	Promotion of the fund will include the ability to retrain into managerial/leadership roles to support career progression.
Diversity monitoring will be reviewed as part of project reporting and evaluation to determine uptake from equality groups, this will inform future planning for the fund.



[bookmark: jvcvrrvrnvnrjnrjvjnr][bookmark: islandcommunitiesmain]
	2.12 Poverty



	Context:
Key evidence from the Skills Development Scotland Evidence Review 2025 shows that experience of poverty can negatively impact people’s opportunities and outcomes.  Poverty remains a challenge across the labour market. Research suggests that it is now more common in Scotland to be working in poverty than it is to be in poverty and out of work. Over 10% of workers in Scotland are trapped in permanent low pay as they are paid below the real Living Wage and 72% of workers trapped in low pay are women.


Source: SDS Equality Evidence Review 2025



	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?)

	 
Positive: The project supports oil and gas workers—many of whom may be facing redundancy or underemployment due to industry decline—by retraining them for roles in the clean energy sector.

Helping approximately 1900 workers (or more) transition into sustainable employment reduces the risk of income loss and financial instability, directly tackling in-work poverty and job insecurity.
	 
Promote the fund as widely as possible and support people to apply where required.  Use project reporting to inform future decision about similar funding being made available.

Promotion of the fund will include the ability to retrain into managerial/leadership roles to support career progression.


	 
Positive: Focused on Aberdeen City and Aberdeenshire, regions heavily dependent on the fossil fuel industry, the project helps mitigate potential spikes in regional unemployment and poverty due to the clean energy transition.

Supporting these communities contributes to regional equity, ensuring no geographic group is disproportionately disadvantaged by the shift to net zero.
	 
 



	2.13 Island Communities   



	Context:
The TTF expansion is available to eligible applicants across Scotland and may therefore include applicants who live in island communities. While the funding offer is not designed exclusively for island communities, the delivery model may affect island applicants differently because of the practical realities of island life, including transport, travel time, ferry or flight dependency, accommodation costs, digital connectivity, availability of local training provision, ability to attend mainland-based training, childcare availability and access to local careers or partner support. 

The TTF expansion is available to eligible applicants across Scotland and may therefore include applicants who live in island communities. While delivery of training is not within the scope of this funding model, we recognise that the practical realities of island life could impact or limit the training opportunities available to applicants from these communities, including transport, travel time, ferry or flight dependency, accommodation costs, digital connectivity, availability of local training provision, ability to attend mainland-based training, childcare availability and access to local careers or partner support.





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.

	



	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?)

	Positive. Delivery of training opportunities is outwith the scope of this funding, however delivery of the funding includes support from Careers Advisers to help applicants consider what opportunities are available and right for them.
	Promotion of the fund will include the support available from Careers Advisers to explore their options and apply





	2.14 Rural Communities





	Context:

Aberdeenshire is the fourth largest geographical local authority of the 32 local authorities in Scotland.  Just over one third of Aberdeenshire’s population live in accessible rural areas (35%), and 13.4% are remote rural. The remainder of the population can be broken down as follows: 30.4% live in ‘other urban’ areas, 14.4% live in ‘accessible small towns’, 6.8% in ‘remote small towns’

The higher cost of living in rural areas means that the cost-of-living crisis is being felt more acutely by many households in rural communities. In 2023, Aberdeenshire was named the most expensive county in Scotland for childcare and approximately 41% of households in Aberdeenshire are off the gas grid, making them reliant on more expensive alternatives methods of heating their homes. https://www.povertyalliance.org/wp-content/uploads/2024/08/TARP_Aberdeenshire_Initial-Scoping-Work_Final-1.pdf 




	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?)

	
Positive: Many rural parts of Aberdeenshire rely heavily on the oil and gas sector for employment, either directly or through supply chains (e.g. fabrication, logistics, accommodation).

As the energy sector transitions, these communities are at risk of economic decline. The TTF supports rural resilience by enabling workforce retention and diversification, helping people shift into clean energy roles without needing to relocate.
 
	 
Promote the fund as widely as possible and support people to apply where required.  Use project reporting to inform future decision about similar funding being made available.

	 
Positive: Rural communities often experience out-migration of working-age adults due to limited employment options.

By upskilling local workers for emerging clean energy roles, some of which may be located within or near rural areas, the TTF helps retain population and stabilise local economies.
	 
Promote the fund as widely as possible and support people to apply where required.  Use project reporting to inform future decision about similar funding being made available.




	3.0 Action Plan



	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?


	Application Process (digital access):
The online application process will be checked to ensure it meets accessibility requirements

Applicants can visit a careers centre to access the applications and can be supported by a Careers Adviser to apply
	Age, Disability, Islands Communities
	Disabled people can access and apply for the funding, either online or in-person via our careers centres
	Prior to launch

	Promotion:
Promotion of the fund will include the support available from Careers Advisers to apply

Promotion of the fund will include the eligibility criteria, highlighting the exceptions process to encourage those who have taken a career break from Oil and Gas to consider applying.

Promotion of the fund will include the ability to retrain into managerial/leadership roles to support career progression

Promotion of the fund to include diverse imagery and case studies, in particular showing people from minority ethnic groups and women
The fund will be promoted via Trade Union partners to reach those on maternity/family leave.


	Age, Care Experience, Disability, Gender Reassignment, Race, Religion/belief, Sex, Sexual Orientation


Disability, Pregnancy / Maternity, Sex


Age, Disability, Gender Reassignment, Poverty, Pregnancy / Maternity, Sex, Sexual Orientation

Race, Sex



Pregnancy / Maternity, Sex

	The fund will be available to a broad range of roles within Oil and Gas, includes training to support career progression, and has an exceptions process to allow those who have taken a career break to apply.
The delivery includes support from Careers Advisers to apply.  All of these elements make the funding more inclusive to particular equality groups and should be highlighted during promotion of the fund so that potential applicants are aware.  Using partners to support promotion will give us a broader reach.

Using diverse imagery and case studies in our promotion will show potential applicants that the funding is inclusive.
	During the development of any marketing / promotional materials for the fund

	Staff development:
Delivery staff will familiarise themselves with the Gender Commission recommendations and complete the Gender Commission module (internal link) on the SDS Academy.

Staff delivering the fund to familiarise themselves with the Race Commission and recommendations

	

Sex





Race
	Delivery staff should be aware of and understand the impact of occupational segregation by gender, and of the experiences of minority ethnic people in the labour market, to help them understand the importance of encouraging / supporting people from equality groups to apply. 
	31 August 2026

	Monitoring and review:
Diversity monitoring will be reviewed as part of project reporting and evaluation to determine uptake from equality groups, this will inform future planning for the fund.

Diversity monitoring to be analysed alongside data on the roles participants came from, and the training they completed





Use project reporting to inform future decision about similar funding being made available.

	Age, Disability, Gender Reassignment, Race, Religion/belief, Sex, Sexual Orientation


Sex








Poverty / Rurality
	To provide evidence about participation to inform future planning of this, or similar funds


To determine if more women are moving from women-dominated roles into the sector, to inform future planning for this or similar funding


Information on uptake by postcode will help us to understand level of uptake from rural areas / areas with higher poverty.  This can be used to inform future planning for this or similar funding 
	March 2026





March 2026







March 2026



	4.0 Approval and Publication



This document will be published on the SDS website.
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