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Equality Impact Assessment - Results 
 

Title of policy Making Scotland’s Future:  
A Recovery Plan For Manufacturing - published June 
2021 

Summary of aims and 
desired outcomes of the 
policy 

Making Scotland’s Future: A Recovery Plan For 
Manufacturing has been developed in collaboration 
with partners across the public, private and academic 
sectors, including significant input from industry.  
 
In line with the report of the Advisory Group on 
Economic Recovery, which recommended that 
bespoke sector recovery plans are put in place, 
Making Scotland’s Future: A Recovery Plan For 
Manufacturing proposes a series of targeted actions 
for public agencies, industry and academia to take 
forward by the end of 2021. They are designed to 
secure a strong, sustainable future for the 
manufacturing sector across four inter-dependent 
priority areas:   
 

• Collaboration and networks  

• Supply chains and competitiveness  

• Adaptation and transformation  

• Skills and workforce  
 
The plan contains a number of both immediate 
actions, and longer term actions.  Immediate actions 
have the full support of industry representatives 
involved in their development and reflect the urgency 
of certain activity needed as the economic crisis 
continues to evolve. 
 
These actions have been designed to guide the 
manufacturing sector through its recovery from the 
impacts of the COVID-19 pandemic and to support the 
sector as it adapts to a changing world. 
 

Author of the results 
EQIA 

This Results Equality Impact Assessment (EQIA) has 
been prepared by the Advanced Manufacturing team, 
Manufacturing and Industries Division, Directorate for 
Economic Development   
 

Date of publication June 2021 

 
Executive summary 
 
This document supports consideration of the impact of Making Scotland’s Future: A 
Recovery Plan For Manufacturing on people with protected characteristics. 

https://www.gov.scot/publications/making-scotlands-future-recovery-plan-manufacturing-draft-consultation/
https://www.gov.scot/publications/making-scotlands-future-recovery-plan-manufacturing-draft-consultation/
https://www.gov.scot/publications/making-scotlands-future-recovery-plan-manufacturing-draft-consultation/
https://www.gov.scot/publications/making-scotlands-future-recovery-plan-manufacturing-draft-consultation/
https://www.gov.scot/publications/towards-robust-resilient-wellbeing-economy-scotland-report-advisory-group-economic-recovery/
https://www.gov.scot/publications/towards-robust-resilient-wellbeing-economy-scotland-report-advisory-group-economic-recovery/
https://www.gov.scot/publications/towards-robust-resilient-wellbeing-economy-scotland-report-advisory-group-economic-recovery/
https://www.gov.scot/publications/towards-robust-resilient-wellbeing-economy-scotland-report-advisory-group-economic-recovery/
https://www.gov.scot/publications/making-scotlands-future-recovery-plan-manufacturing-draft-consultation/
https://www.gov.scot/publications/making-scotlands-future-recovery-plan-manufacturing-draft-consultation/
https://www.gov.scot/publications/making-scotlands-future-recovery-plan-manufacturing-draft-consultation/
https://www.gov.scot/publications/making-scotlands-future-recovery-plan-manufacturing-draft-consultation/
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The Scottish Government is mindful of the three needs of the Public Sector Equality 
Duty (PSED) - eliminate unlawful discrimination, harassment and victimisation, 
advance equality of opportunity between people who share a protected characteristic 
and those who do not, and foster good relations between people who share a 
protected characteristic and those who do not1.  Therefore Making Scotland’s Future: 
A Recovery Plan For Manufacturing has been designed to take into account the 
needs of the PSED when considering what actions should be taken forward. 
 
Where any negative impacts have been identified, we have sought to address this by 
considering how the actions proposed in the plan can be implemented in such a way 
as to mitigate any negative impacts. We are also mindful that the equality duty is not 
just about negating or mitigating negative impacts, as we also have a positive duty to 
promote equality. We have sought to do this through considering how the actions 
proposed in the plan can have a positive impact in reducing inequality 
 
Making Scotland’s Future: A Recovery Plan For Manufacturing recognises that there 
will be positive impacts across many of the protected characteristics by setting out a 
targeted plan to safeguard and grow Scotland’s manufacturing sector. By protecting 
jobs and helping the sector to ‘build back better’ the plan will allow businesses to 
upskill their workforce, take advantage of digital technology and move towards net-
zero. This will provide an opportunity to encourage greater diversity in the 
manufacturing workforce; in particular the actions outlined in the Skills and 
Workforce area provide an opportunity to target people in categories which are 
historically underrepresented in manufacturing  
 
Making Scotland’s Future: A Recovery Plan For Manufacturing affects all those who 
are involved in the Scottish manufacturing Industry.  It will directly affect employers, 
employees, trade unions and workplace representatives, workplace contractors, 
customers, suppliers and delivery drivers.   
 
It has been identified that the Recovery Plan may have some impact on all 9 
protected characteristic groups, with some groups being more impacted than others. 
Where any negative impacts have been identified, we have sought to address these.   
 
Mitigating actions for each protected characteristic 
 
Age 

Summary of Relevant Impact Proposed Mitigating Actions 

Older People: 
36.5% of the manufacturing workforce 
are aged 50+. This compares with 33% 
of the Scottish workforce as a whole. 
 
67.4% of the manufacturing workforce 
were aged 35+ compared to 64.9% of 
Scotland's overall workforce.2 

 
Making Scotland’s Future: A Recovery 
Plan For Manufacturing includes 
proposed actions aimed at encouraging 
employers to retain, adopt and retrain 
apprentices and to promote progressive 
Fair Work and Fair Work First practices. 
 

                                            
1 Section 4 of the Equality Act 2010 
2 https://www.gov.scot/publications/scotlands-labour-market-people-places-and-regions-background-
tables/ 

https://www.gov.scot/publications/scotlands-labour-market-people-places-and-regions-background-tables/
https://www.gov.scot/publications/scotlands-labour-market-people-places-and-regions-background-tables/
https://www.gov.scot/publications/scotlands-labour-market-people-places-and-regions-background-tables/
https://www.gov.scot/publications/scotlands-labour-market-people-places-and-regions-background-tables/
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Many older workers desire to reduce 
their working hours prior to retirement3 .  
As over 91% of the manufacturing 
workforce are in full time employment, 
this would indicate that there is 
potentially a lack of part time or flexible 
working in the sector. 
 
1 in 8 older workers have reviewed their 
pre COVID retirement plans, and are 
now either planning to retire earlier or 
remain in work longer.  This could: 
 
1.  result in a progressively older future 
workforce: 

• increasing the risk of workplace 
fatalities – although not 
manufacturing specific, workers aged 
65+ are four times more likely to 
have a fatality at work than younger 
people;  

• reducing the capacity for companies 
to be able to recruit younger staff; 

• requiring to learn new skills later in 
their career 
 

2.  hasten the skills gap if older workers 
leave the workforce earlier than 
anticipated, resulting in a lack of skilled 
staff to train the next generation    
 
The above figures indicate that the 
manufacturing workforce is 
comparatively older than that of people 
in employment generally and so any 
intervention aimed at the manufacturing 
sector is likely to affect older people 
proportionately more than younger 
people. 
  
 

The National Manufacturing Institute of 
Scotland (NMIS) Manufacturing Skills 
Academy (MSA) is delivering a suite of 
programmes linked to the Skills and 
Workforce priority actions in the 
Manufacturing Recovery Plan. 
 
The Scottish Government’s Workplace 
Equality Fund makes funding available 
to support employers to improve their 
diversity and inclusion strategies, 
including flexible working. 
 
 

Younger people: 
Apprenticeships for younger people may 
be impacted.  11.4% of the 
manufacturing workforce are aged 16-
24.  Data from the Resolution Foundation 

 
The plan proposes actions to mitigate 
the impact of graduate unemployment, 
creating meaningful work experience, 

                                            
3 A Fairer Scotland for Older People: framework for action - gov.scot (www.gov.scot) 
 

http://www.employabilityinscotland.com/participants-and-barriers/workplace-equality-fund/
http://www.employabilityinscotland.com/participants-and-barriers/workplace-equality-fund/
http://www.employabilityinscotland.com/participants-and-barriers/workplace-equality-fund/
http://www.employabilityinscotland.com/participants-and-barriers/workplace-equality-fund/
https://www.gov.scot/publications/fairer-scotland-older-people-framework-action/pages/6/
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states that more than one in three 18 to 
24-year-olds are earning less than 
before the outbreak4. 
 
An aging skilled workforce poses a 
future risk to the ability to safely train 
young people and apprentices and the 
ability for young people to learn a skilled 
trade. 
 

training and employment across the 
manufacturing sector. 
 
Implementation of the plan will ensure 
the ongoing recruitment, skills 
development and training of the future 
workforce.  This will reduce the possible 
risk of a reduced future skilled 
workforce and prevent any resulting 
skills vacuum where there would be a 
lack of skilled workers available to 
safely train young people and ensure 
young people’s careers can be 
progressed with skills being passed 
down.  
 
Scottish Government Apprenticeship 
Employer Grant  provides incentives for 
employers to create apprenticeship 
opportunities for all people: £5,000 for 
employers taking on or upskilling a 16-
24 year old apprentice, or up to 29 
years old where they are disabled, care 
leavers or minority ethnic and £3,500 for 
employers taking on or upskilling an 
apprentice aged 25+.  
 
Pathway Apprenticeships and Adopt an 
Apprentice Scheme provides additional 
support for school leavers and young 
people made redundant as a result of 
the pandemic, supporting the prospects 
of Scotland’s young people 

 
Disability 

Summary of Relevant Impact Proposed Mitigating Actions 

25.6% of workers in the manufacturing 
sector have a medical condition or 
illness lasting more than 12 months with 
11.6% having such a condition which 
was classed as respiratory, 
cardiovascular, or diabetes related or 
related to a progressive long term 
illness. 
 
10.4%5 of workers in the sector are 
classed as disabled under the Equality 

Making Scotland’s Future: A Recovery 
Plan For Manufacturing includes a 
commitment to Fair Work and Fair Work 
First principles and reflects equality 
issues and statutory requirements under 
equality law.  It includes a series of 
actions aimed at improving recruitment 
and workforce development in the 
manufacturing sector.  These actions 
are informed by Fair Work and Fair 

                                            
4 https://www.resolutionfoundation.org/publications/young-workers-in-the-coronavirus-crisis/ 
5 Annual Population Survey 2019 ONS 

https://www.resolutionfoundation.org/publications/young-workers-in-the-coronavirus-crisis/
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Act 2010, compared to 13.6% of those 
in employment in Scotland overall. 
 
Research shows there is a low 
employment rate (43.4%) for disabled 
people educated to below degree level.  
Only 71.7% of disabled people with a 
degree, are in employment, compared 
to 78.7% of non-disabled people without 
a degree and 86.3% of non-disabled 
people with a degree. 
 
10% of IT specialists in the 
manufacturing sector are disabled and 
paid £2 an hour less than non-disabled 
tech workers6. Prior to COVID, disabled 
people faced a pay gap of 15%, or 
£1.65 per hour or £3,000 per annum in 
all sectors7.  This would indicate that 
there is potentially a pay gap between 
disabled and non-disabled workers 
carrying out the same role in the 
manufacturing sector. 
 
 

Work First practices and seek to embed 
these practices throughout the sector. 
 
Scottish Government Apprenticeship 
Employer Grant  provides incentives for 
employers to create apprenticeship 
opportunities for all people: £5,000 for 
employers taking on or upskilling an 
apprentice up to 29 years old where 
they are disabled. 
 
As part of the Fair Work action plan, the 
Scottish Government has published the 
Fairer Scotland for disabled people – 
employment action plan 
 
 

36.4% of all disabled workers in 
Scotland work part time8.  The number 
of disabled people working in the 
manufacturing sector has not been 
identified.  As over 91% of the 
manufacturing workforce are in full time 
employment, this would indicate that 
there is potentially a lack of part time or 
flexible working in the sector that this 
group are seeking. 
 

The Scottish Government’s Workplace 
Equality Fund makes funding available 
to support employers to improve their 
diversity and inclusion 

Making Scotland’s Future: A Recovery 
Plan For Manufacturing is currently not 
available in any format other than 
written English.  This poses a risk that 
people with impaired sight or blindness 
are unable to access the content of the 
document.  
 

We recognise that there is a lack of 
accessibility to Making Scotland’s 
Future: A Recovery Plan For 
Manufacturing and are looking at 
solutions. In the meantime, should an 
alternative format be requested, such a 
braille, BSL, or a community language, 
this can be arranged through Scottish 
Government  
 

                                            
6 Tech’s diversity gap: Slow growth for minority groups (computerweekly.com) 
7 www.businessanddisability.org/wp-content/uploads/2021/02/inclusiveDigitalEconomy.pdf 
8 Annual Population Survey 2019 ONS 

https://www.gov.scot/publications/fair-work-action-plan/
https://www.gov.scot/publications/fair-work-action-plan/
https://www.gov.scot/publications/fairer-scotland-disabled-people-employment-action-plan-year-2-progress-report/
https://www.gov.scot/publications/fairer-scotland-disabled-people-employment-action-plan-year-2-progress-report/
https://www.gov.scot/publications/fairer-scotland-disabled-people-employment-action-plan-year-2-progress-report/
https://www.gov.scot/publications/fairer-scotland-disabled-people-employment-action-plan-year-2-progress-report/
http://www.employabilityinscotland.com/participants-and-barriers/workplace-equality-fund/
http://www.employabilityinscotland.com/participants-and-barriers/workplace-equality-fund/
http://www.employabilityinscotland.com/participants-and-barriers/workplace-equality-fund/
http://www.employabilityinscotland.com/participants-and-barriers/workplace-equality-fund/
https://www.computerweekly.com/news/252486554/Techs-diversity-gap-slow-growth-for-minority-groups
https://www.computerweekly.com/news/252486554/Techs-diversity-gap-slow-growth-for-minority-groups
http://www.businessanddisability.org/wp-content/uploads/2021/02/inclusiveDigitalEconomy.pdf
http://www.businessanddisability.org/wp-content/uploads/2021/02/inclusiveDigitalEconomy.pdf


6 
 

 
Sex 

Summary of Relevant Impact Proposed Mitigating Actions 

There has never been a better 
opportunity to reduce, or eliminate, the 
“traditional” occupational segregation 
that exists in the Scottish Manufacturing 
sector. 
 
 76.6% of the manufacturing workforce 
are men with only 23.4% women. This 
is significantly lower than for Scotland 
as a whole – where 48.8% of the 
workforce are women.9 
 
Up to the end of Q3 2020/21, 19 
apprentices were recruited in general 
manufacturing, all of which were male.  
For the same period 687 male 
apprentices were recruited in 
Engineering and Energy, whilst only  46 
female apprentices were recruited10.  
This demonstrates the imperative of 
encouraging more young women into 
apprenticeships in the 
manufacturing/engineering sector. 
 
Women are more likely to be in non-
manufacturing specific associate 
professional roles such as accounting, 
finance and IT.  Men are more likely to 
be working in manufacturing 
engineering professional occupations.  
This is reflective of the wider labour 
market, where skilled trades are male 
dominated, while women are 
concentrated in administrative, sales 
and customer service roles 
 
Women are over represented in routine-
level work, with over 1/3 of women 
working in production or elementary 
roles, with 12.6% of women considered 
low skilled.  Just 17.2% of women are 
considered highly skilled compared to 

Making Scotland’s Future: A Recovery 
Plan For Manufacturing includes a 
commitment to Fair Work and Fair Work 
First principles and reflects equality 
issues and statutory requirements under 
equality law.  It includes a series of 
actions aimed at improving recruitment 
and workforce development in the 
manufacturing sector.  These actions 
are informed by Fair Work practices and 
seek to embed these practices 
throughout the sector. 
 
This provides an opportunity to address 
longstanding issues in the gender 
balance of employment in the sector 
and the barriers faced by women when 
pursuing a career in STEM.  
 
 

                                            
9 https://www.gov.scot/publications/scotlands-labour-market-people-places-and-regions-background-
tables/ 
 
10 Apprenticeship Statistics Q3 2020/21 

https://www.gov.scot/publications/scotlands-labour-market-people-places-and-regions-background-tables/
https://www.gov.scot/publications/scotlands-labour-market-people-places-and-regions-background-tables/
https://www.gov.scot/publications/scotlands-labour-market-people-places-and-regions-background-tables/
https://www.gov.scot/publications/scotlands-labour-market-people-places-and-regions-background-tables/
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27.6% of women in all employment in 
Scotland. 
 
Women are employed across the 
manufacturing sub sectors but are 
concentrated in food and drink, textiles, 
machine and equipment and chemical 
production manufacturing.  
 
Women are scarcely represented in 
maintenance works, engineering 
technicians, chemical activities, goods 
handling and storage.   
 
70% of young women express an 
interest in working in STEM but just 
12% of those working in UK engineering 
are women. Women do not feel enough 
is being done to create inclusive 
workplaces or educational institutions, 
many report multiple discriminations 
and have experienced sexism when 
trying to progress a career in STEM. 
 
The Scottish manufacturing sector 
gender pay gap is 14.1%, compared 
with 3% in Scotland overall11  The pay 
gap increases with age (23.7% between 
the ages of 50-59), with women earning 
an average of 23.4% less than men in 
full time process plan and machine 
operative jobs and 36.3% less in skilled 
trades than men. 
 
Men are increasingly taking extended 
periods of paternity leave, which risks 
impacting on their ability to return to 
their previous role, or have a longer 
term impact on career opportunities and 
increase the pay gap between men in 
the same role.   
 
This would indicate that any intervention 
in the manufacturing sector will 
disproportionately affect men. It also 
may be indicative that there is a lack of 
opportunity for women in the sector and 

                                            
11 https://www.gov.scot/publications/annual-survey-of-hours-and-earnings-2020/ 

https://www.gov.scot/publications/annual-survey-of-hours-and-earnings-2020/
https://www.gov.scot/publications/annual-survey-of-hours-and-earnings-2020/
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this could be addressed in the 
implementation of the proposed actions. 
 

Women are much more likely to work 
part time than men.  Part time working 
tends to be higher in non-manufacturing 
specific occupations.  The percentage 
of women working part time in 
manufacturing is less than the national 
average for all women in part time 
employment.   
While women in the UK make up the 
majority of carers (58%) research 
shows that men are almost just as likely 
to having caring responsibilities (42%)12 
and both men and women carers would 
likely benefit from flexible working.   
 
27.6% of the workforce are parents of 
children aged 16 or younger.  Only 
6.9% of women who work in the 
manufacturing sector have children 
aged 16 or under.   
 
As over 91% of the manufacturing 
workforce are in full time employment, 
this would indicate that there is 
potentially a lack of part time or flexible 
working in the sector that women and 
men require. 
 

The Scottish Government’s Workplace 
Equality Fund makes funding available 
to support employers to improve their 
diversity and inclusion strategies, 
including flexible working. 
 
Ensuring full and part-time work 
opportunities that offer flexibility for 
women aligns to the Scottish 
Government Gender Pay Gap Action 
Plan.  The aim of the plan is to deliver a 
cross-government approach tackling the 
causes of inequality women face in the 
labour market, taking an intersectional 
approach to recognising that women 
can experience multiple barriers in the 
workplace, i.e. ethnicity, age, socio-
economic group.  The plan includes 
ensuring new skills investment focuses 
on areas of job growth aligning with 
Scottish Government National Mission 
for jobs, regardless of gender. 
  

 
Pregnancy and Maternity 

Summary or Relevant Impact Proposed Mitigating Actions 

6.9% of employees in the manufacturing 
sector are women with dependent 
children (aged 0-16) compared with 
15.4% of the Scottish workforce as a 
whole.13 
 
The UK national % pay gap between 
men and women increases with age.  
This is exacerbated by the “motherhood 

Making Scotland’s Future: A Recovery 
Plan For Manufacturing includes a 
commitment to Fair Work and Fair Work 
First principles and reflects equality 
issues and statutory requirements under 
equality law.  It includes a series of 
actions aimed at improving recruitment 
and workforce development in the 
manufacturing sector.  These actions 
are informed by Fair Work practices and 
seek to embed these practices 
throughout the sector. 

                                            
12 Carers UK Org. 
13 https://www.gov.scot/publications/scotlands-labour-market-people-places-and-regions-background-
tables/ 
 

http://www.employabilityinscotland.com/participants-and-barriers/workplace-equality-fund/
http://www.employabilityinscotland.com/participants-and-barriers/workplace-equality-fund/
http://www.employabilityinscotland.com/participants-and-barriers/workplace-equality-fund/
http://www.employabilityinscotland.com/participants-and-barriers/workplace-equality-fund/
https://www.gov.scot/publications/fairer-scotland-women-gender-pay-gap-action-plan/
https://www.gov.scot/publications/fairer-scotland-women-gender-pay-gap-action-plan/
https://www.gov.scot/publications/fairer-scotland-women-gender-pay-gap-action-plan/
https://www.gov.scot/publications/fairer-scotland-women-gender-pay-gap-action-plan/
https://www.gov.scot/publications/scotlands-labour-market-people-places-and-regions-background-tables/
https://www.gov.scot/publications/scotlands-labour-market-people-places-and-regions-background-tables/
https://www.gov.scot/publications/scotlands-labour-market-people-places-and-regions-background-tables/
https://www.gov.scot/publications/scotlands-labour-market-people-places-and-regions-background-tables/
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penalty*14”1 in 615 women have 
experienced discrimination related to 
caring responsibilities or maternity 
 

 
This provides an opportunity to address 
any barriers faced as a result of 
pregnancy or maternity leave. 
 

As over 91% of the manufacturing 
workforce are in full time employment, 
this would indicate that there is 
potentially a lack of part time or flexible 
working in the sector that women who 
return from maternity leave require to 
balance childcare and work 
responsibilities. 
 

The Scottish Government’s Workplace 
Equality Fund makes funding available 
to support employers to improve their 
diversity and inclusion strategies, 
including flexible working. 
 
Ensuring full and part-time work 
opportunities that offer flexibility for 
women aligns to the Scottish 
Government Gender Pay Gap Action 
Plan. 
 

 
Race 

Summary of Relevant Impact Proposed Mitigating Actions 

98.51% of employees in manufacturing 
identify as White compared with 96.73% 
of employees in the Scottish workforce 
overall. 
 
8.19% of people with a White 
background who are employed in 
Scotland are employed in the 
manufacturing sector. This compares 
with only 3.29% of people with an Asian 
background, 5.59% of those with a 
Black Caribbean background, 3.8% of 
those with a Black African background, 
4.5% of those with a mixed background 
and 5.41% of those with a different 
ethnic background.16 
 
There are a number of obstacles17 that 
ethnic minority people have reported 
facing in the general labour market, 
including direct and indirect 

Making Scotland’s Future: A Recovery 
Plan For Manufacturing includes a 
commitment to Fair Work principles and 
reflects equality issues and statutory 
requirements under equality law.  It 
includes a series of actions aimed at 
improving recruitment and workforce 
development in the manufacturing 
sector.  These actions are informed by 
Fair Work and Fair Work First practices 
and seek to embed these practices 
throughout the sector. 
 
This provides an opportunity to address 
any apparent barriers which may be 
preventing people from certain ethnic 
backgrounds from seeking employment 
in the manufacturing sector. 
 
Scottish Government Apprenticeship 
Employer Grant18 provides incentives 

                                            
14 STEM employers tackle the career break penalty - Women in STEM  *Term used to describe 
economic impact of taking time out of labour market to look after children.  Women who have spent 1 
year in part time work and then worked full time, can still expect to earn up to 10% less after 15 years 
than those who have worked full time for the full 15 years (Francesconi and Gosling 2005) 
15 Women-in-STEM-report-2.pdf (equatescotland.org.uk) 
16 https://www.gov.scot/publications/analysis-equality-results-2011-census-part-2/ (data from 
https://www.scotlandscensus.gov.uk/) 
17 Race in the workplace: The McGregor-Smith review (publishing.service.gov.uk) 
18 https://www.gov.scot/news/gbp-25-million-apprenticeship-support/ 

http://www.employabilityinscotland.com/participants-and-barriers/workplace-equality-fund/
http://www.employabilityinscotland.com/participants-and-barriers/workplace-equality-fund/
http://www.employabilityinscotland.com/participants-and-barriers/workplace-equality-fund/
http://www.employabilityinscotland.com/participants-and-barriers/workplace-equality-fund/
https://www.gov.scot/publications/fairer-scotland-women-gender-pay-gap-action-plan/
https://www.gov.scot/publications/fairer-scotland-women-gender-pay-gap-action-plan/
https://www.gov.scot/publications/fairer-scotland-women-gender-pay-gap-action-plan/
https://www.gov.scot/publications/fairer-scotland-women-gender-pay-gap-action-plan/
https://www.womeninstem.co.uk/breaking-stereotypes/stem-employers-tackle-the-career-break-penalty/
https://equatescotland.org.uk/wp-content/uploads/2020/05/Women-in-STEM-report-2.pdf
https://www.gov.scot/publications/analysis-equality-results-2011-census-part-2/
https://www.gov.scot/publications/analysis-equality-results-2011-census-part-2/
https://www.scotlandscensus.gov.uk/
https://www.scotlandscensus.gov.uk/
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/594336/race-in-workplace-mcgregor-smith-review.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/594336/race-in-workplace-mcgregor-smith-review.pdf
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discrimination.  Ethnic minority 
graduates are between 5-15% less 
likely to become employed compared to 
graduates from other backgrounds .   
 
This indicates that employment in 
manufacturing is disproportionately 
made up of people from a White 
background. This could indicate a lack 
of opportunity for people from a non-
White background in the manufacturing 
sector, or that manufacturing is not seen 
as a personal career choice for people 
in this group, which could potentially be 
addressed in the implementation of the 
Recovery Plan 
 

for employers to create apprenticeship 
opportunities for all people: £5,000 for 
employers taking on or upskilling an 
apprentice up to 29 years old where 
they are minority ethnic and £3,500 for 
employers taking on or upskilling an 
apprentice aged 25+. 
 
The Scottish Government’s Workplace 
Equality Fund makes funding available 
to support employers to improve their 
diversity and inclusion strategies. 
 

The Manufacturing Recovery Plan is 
currently not available in any format 
other than written English.  This poses a 
risk that people whose first language is 
not English are unable to read the 
content of the plan. 

We recognise that there is a lack of 
accessibility to Making Scotland’s 
Future: A Recovery Plan For 
Manufacturing and are looking at 
solutions.   In the meantime, should an 
alternative community language format 
be requested, this can be arranged 
through Scottish Government.   

 
Religion and Belief 

Summary of Relevant Impact Proposed Mitigating Actions 

Census data shows that the percentage 
of people working in manufacturing who 
identify as Christian is slightly higher 
than in the Scottish workforce overall 
with 53.56% of manufacturing workers 
identifying as Christian versus 52.05% 
in the overall workforce. Among workers 
identifying as Christian the percentage 
identifying as Church of Scotland and 
Roman Catholic is slightly higher than 
for Scottish workers as a whole (32.23% 
versus 30.56% and 17.21% versus 
16.15% respectively) while numbers for 
other Christian denominations are 
slightly lower (4.12% versus 5.34%). 
 
The percentage of workers in 
manufacturing belonging to non-
Christian faiths is lower across the 
board with 0.16% of the workforce 
identifying as Buddhist versus 0.25% 
overall, 0.16% identifying as Hindu 

Making Scotland’s Future: A Recovery 
Plan For Manufacturing includes a 
commitment to Fair Work principles and 
reflects equality issues and statutory 
requirements under equality law.  It 
includes a series of actions aimed at 
improving recruitment and workforce 
development in the manufacturing 
sector.  These actions are informed by 
Fair Work practices and seek to embed 
these practices throughout the sector. 
 
This provides an opportunity to address 
any apparent barriers which may be 
preventing people from certain faith 
groups from seeking employment in the 
manufacturing sector. 
 
The Scottish Government’s Workplace 
Equality Fund makes funding available 
to support employers to improve their 

http://www.employabilityinscotland.com/participants-and-barriers/workplace-equality-fund/
http://www.employabilityinscotland.com/participants-and-barriers/workplace-equality-fund/
http://www.employabilityinscotland.com/participants-and-barriers/workplace-equality-fund/
http://www.employabilityinscotland.com/participants-and-barriers/workplace-equality-fund/
http://www.employabilityinscotland.com/participants-and-barriers/workplace-equality-fund/
http://www.employabilityinscotland.com/participants-and-barriers/workplace-equality-fund/
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versus 0.34% overall, 0.07% identifying 
as Jewish versus 0.11% overall, 0.41% 
identifying as Muslim versus 1.04% 
overall and 0.07% identifying as Sikh 
versus 0.17% overall.19 
 
0.2% of manufacturing workers belong 
to other, not listed, faiths which 
compares to 0.33% overall. 38.85% of 
manufacturing workers report that they 
belong to no faith group compared to 
39.44% in Scotland’s overall workforce 
and 6.51% did not state any response in 
the census compared with 6.28% in the 
overall workforce.4 

 

Of particular note is that the data in the 
census indicates that the rate of 
employment of those belonging to the 
Hindu, Muslim and Sikh faiths is less 
than half of that in the Scottish 
workforce overall. This agrees generally 
with the data on ethnicity which shows 
that people from an Asian background 
are less likely to be employed in the 
manufacturing sector. 
 
9.09% of women have experienced 
religious discrimination at work, college 
or university when trying to progress a 
career in STEM20 
 

diversity and inclusion strategies, 
including flexible working. 
 

 
Gender Reassignment 

Summary of Relevant Impact Proposed Mitigating Actions 

In 2018 1 in 5 (18%) of people looking 
for work said they were discriminated 
against because of their sexual 
orientation/gender identify whilst trying 
to get a job 
 
0.98% have experienced transphobia, 
and 5.39% have experienced gender 
identity discrimination at work, college 

Making Scotland’s Future: A Recovery 
Plan For Manufacturing includes a 
commitment to Fair Work principles and 
reflects equality issues and statutory 
requirements under equality law.  It 
includes a series of actions aimed at 
improving recruitment and workforce 
development in the manufacturing 
sector.  These actions are informed by 
Fair Work practices and seek to embed 
these practices throughout the sector. 

                                            
19 https://www.gov.scot/publications/analysis-equality-results-2011-census-part-2/ (data from 
https://www.scotlandscensus.gov.uk/) 
20 Women-in-STEM-report-2.pdf (equatescotland.org.uk) 
 

https://www.gov.scot/publications/analysis-equality-results-2011-census-part-2/
https://www.gov.scot/publications/analysis-equality-results-2011-census-part-2/
https://www.scotlandscensus.gov.uk/
https://www.scotlandscensus.gov.uk/
https://equatescotland.org.uk/wp-content/uploads/2020/05/Women-in-STEM-report-2.pdf
https://equatescotland.org.uk/wp-content/uploads/2020/05/Women-in-STEM-report-2.pdf
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or university when trying to progress a 
career in STEM21 
 

 
This provides an opportunity to address 
any issues which may become apparent 
affecting people in this group. 

 
Sexual Orientation 

Summary of Relevant Impact Proposed Mitigating Actions 

In 2018 1 in 5 (18%) of people looking 
for work said they were discriminated 
against because of their sexual 
orientation/gender identify whilst trying 
to get a job 

 
Lesbian/Gay/Bisexual women feel less 
likely to report confidence when 
speaking about inequalities in the 
workplace and 4.41% have experienced 
homophobia at work, college or 
university when trying to progress a 
career in STEM22 
 
 

Making Scotland’s Future: A Recovery 
Plan For Manufacturing includes a 
commitment to Fair Work principles and 
reflects equality issues and statutory 
requirements under equality law.  It 
includes a series of actions aimed at 
improving recruitment and workforce 
development in the manufacturing 
sector.  These actions are informed by 
Fair Work practices and seek to embed 
these practices throughout the sector. 
 
This provides an opportunity to address 
any issues which may become apparent 
affecting people in this group. 
 

 
Marriage & Civil Partnership23 

Summary of Relevant Impact Proposed Mitigating Actions 

There is a theoretical possibility that 
couples who are married or are in a civil 
partnership may work for the same 
employer in the manufacturing industry.   
 

There is no evidence to suggest that 
there are any differential barriers to this 
group.   
 
Making Scotland’s Future: A Recovery 
Plan For Manufacturing includes a 
commitment to Fair Work principles and 
reflects equality issues and statutory 
requirements under equality law.  It 
includes a series of actions aimed at 
improving recruitment and workforce 
development in the manufacturing 
sector.  These actions are informed by 
Fair Work practices and seek to embed 
these practices throughout the sector. 
 

                                            
21 Women-in-STEM-report-2.pdf (equatescotland.org.uk) 
 
22 Women-in-STEM-report-2.pdf (equatescotland.org.uk) 
 
23 (the Scottish Government does not require assessment against this protected characteristic unless 
the policy or practice relates to work, for example HR policies and practices - refer to Definitions of 
Protected Characteristics document for details) 

https://equatescotland.org.uk/wp-content/uploads/2020/05/Women-in-STEM-report-2.pdf
https://equatescotland.org.uk/wp-content/uploads/2020/05/Women-in-STEM-report-2.pdf
https://equatescotland.org.uk/wp-content/uploads/2020/05/Women-in-STEM-report-2.pdf
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This provides an opportunity to address 
any issues which may become apparent 
affecting people in this group. 
 

Increased flexible working practices in 
the sector could assist in providing this 
group with the flexible working required 
where both parties have equal caring 
responsibilities, allowing greater 
work/life balance. 

The Scottish Government’s Workplace 
Equality Fund makes funding available 
to support employers to improve their 
diversity and inclusion strategies, 
including flexible working. 
 

 
Background 
 
The manufacturing sector, its workers and those tasked with supporting them face 
the greatest challenge in generations.  What began as a public health crisis has 
become a global economic crisis – growth has stalled, businesses have had to close 
and there have been many job losses with the likelihood of more to come. The 
pandemic has also highlighted, and in many cases worsened, the inequalities in our 
society with those with the least before the crisis often worst affected by both the 
health and economic impacts.  
 
That is why Fair Work is more important than ever and must be at the heart of our 
economic recovery and renewal, ensuring that the inequalities in Scottish society are 
addressed and that every single individual is given the same chance to achieve their 
potential. The Scottish Government’s dedication to this agenda is long-standing and 
is shared by partners across the public, private and third sectors, trade unions and 
others who will help us develop and deliver this recovery plan.   
 
Given the importance of assessing the socio-economic impact and the impact on 
each of the protected characteristics, the Scottish Government has considered the 
actions set out in the plan against the needs of the general equality duty as set out in 
section 149 of the Equality Act 2010. The Scottish Government has also considered 
whether the measures could constitute direct and/or indirect discrimination.  
 
Scope of the EQIA 
 
The Scottish Government’s Advanced Manufacturing team have completed this 
EQIA for the development of Making Scotland’s Future: A Recovery Plan for 
Manufacturing, to identify opportunities to boost equality across the manufacturing 
sector.  
 
Specifically, the EQIA considers impacts on equalities groups based on the three 
tests it is required to address:  
 

• Does this policy eliminate discrimination for each of the nine protected 
characteristics? If not is the discrimination justifiable? Can it be mitigated?  

• Does this policy advance equality of opportunity between people who share a 
protected characteristic and those who do not?  

• Does this policy foster good community relations between people who share a 
protected characteristic and those who do not?  

http://www.employabilityinscotland.com/participants-and-barriers/workplace-equality-fund/
http://www.employabilityinscotland.com/participants-and-barriers/workplace-equality-fund/
https://www.gov.scot/publications/coronavirus-covid-19-fair-work-statement/
https://www.gov.scot/publications/coronavirus-covid-19-fair-work-statement/
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The aim of publishing Making Scotland’s Future: A Recovery Plan For Manufacturing 
is to support the manufacturing sector as it recovers from the impacts of COVID-19. 
The plan has been developed through the Making Scotland’s Future Programme 
Board whose membership comprises of senior representation from: Scottish 
Engineering Trade Association; Trade Unions as nominated by the STUC; Scottish 
Economic Development and Skills Agencies; Innovate UK/Made Smarter; and 
Scottish Government. This provided an opportunity to consult on the impact of the 
plan on those in the different groups with protected characteristics under the 
Equalities Act 2010 in order to see if there are particular matters we should be taking 
into account. The protected characteristics are age, disability, gender reassignment, 
pregnancy and maternity, race, religion or belief, sex and sexual orientation.  
 
The full EQIA for the manufacturing guidance is a strategy focused document which 
has been produced following consultation with stakeholder equality groups. 
 
Key Findings 
 
The EQIA process has highlighted that there are existing inequalities in employment 
in manufacturing with the vast majority (76.6%) of those employed being male. The 
rate of employment of people from non-White ethnic backgrounds and from non-
Christian religious backgrounds is also noticeably lower than that in Scotland’s 
workforce as a whole. There is also evidence to indicate that the manufacturing 
workforce is older than the Scottish workforce overall. 
  
Making Scotland’s Future: A Recovery Plan For Manufacturing includes a 
commitment to Fair Work and Just Transition principles and recognises the need for 
a vibrant, diverse manufacturing sector to support Scotland’s long-term economic 
recovery. 
 
The actions set out in the plan are designed to support a collaborative and inclusive 
approach to recovery for the manufacturing sector. The plan includes actions aimed 
at safeguarding apprenticeships and promoting progressive Fair Work Practices. 
Through this the plan will provide an opportunity to target people who are 
underrepresented in the manufacturing workforce. 
 
The public consultation on Making Scotland’s Future: A Recovery Plan For 
Manufacturing, carried out between 4 December 2020 and 12 February 2021, has 
informed the final plan published in June 2021. A parallel consultation on the draft 
EQIA provided a wide range of equality stakeholders the opportunity to comment on 
the impact of the Recovery Plan on people with one or more of the protected 
characteristics.  One response was received to the consultation on the draft EQIA. 
 
Evidence of Findings 
 
The headline data, engagement and information gathered to underpin this results 
EQIA includes: 
 
Age 

https://www.gov.scot/publications/making-scotlands-future-recovery-plan-manufacturing-draft-consultation/
https://www.gov.scot/publications/making-scotlands-future-recovery-plan-manufacturing-draft-consultation/
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Evidence indicates that the manufacturing workforce is comparatively older than that 
of people in employment generally and so any intervention aimed at the 
manufacturing sector is likely to affect older people proportionately more than 
younger people. 36.5% of the manufacturing workforce are aged 50+, compared with 
33% of the Scottish workforce as a whole and 67.4% of the manufacturing workforce 
were aged 35+ compared to 64.9% of Scotland's overall workforce. 
 
People are working and living longer and the future workforce is likely to be an older 
workforce.  Many older people want to reduce their hours prior to retirement.  Only 1 
in 10 people work part time in the manufacturing sector, this would indicate that there 
is a lack of part time or flexible working that older workers are looking for.  Increased 
part time and flexible working opportunities will allow older workers to remain in the 
workplace longer, and reduce the risk of increased fatalities at work, which increases 
with an older workforce. 
Increased flexible working or part time opportunities may help mitigate the risk of a 
future skills gap in the manufacturing sector, allowing older workers to remain in 
work to train the future generation of workers. 
 
Disability 
Evidence shows that 25.6% of workers in the manufacturing sector have a medical 
condition or illness lasting more than 12 months with 11.6% having such a condition 
which was classed as respiratory, cardiovascular, or diabetes related or related to a 
progressive long term illness.  The number of disabled people employed in the 
sector is less than the national average of disabled people in employment. 
 
There is insufficient evidence to show the barriers to employment in the 
manufacturing sector for disabled people. However, EqIA consultation response 
suggested that a lack of flexible working could be a barrier to people with a disability 
who may find it difficult to work 5 days per week or long days. 
 
The disproportionately low numbers of disabled people who work in the sector could 
indicate that there is a risk that the manufacturing sector is not a career choice for 
talented disabled people, or that they are experiencing multiple barriers to 
employment in the sector, such as physical barriers, including being unable to safely 
operate tools, equipment and machinery that has been designed for the average 
male.   
 
Sex 
Evidence suggests that there is a significant gender imbalance in manufacturing with 
76.6% of the manufacturing workforce being men with only 23.4% women. This is 
significantly lower than for Scotland as a whole – where 48.8% of the workforce are 
women.    
 
Whilst 70% of young women show an interest in a career in STEM, up to the end of 
Q3 2020/21, no women apprentices were recruited in general manufacturing, and 
just 46 out of 733 apprentices recruited in Engineering and Energy were women. 
Women are more likely to be in non-manufacturing specific associate professional 
roles such as accounting, finance and IT.  Men are more likely to be working in 
manufacturing engineering professional occupations.  This is reflective of the wider 
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labour market, where skilled trades are male dominated, while women are 
concentrated in administrative, sales and customer service roles. 
 
Women are over represented in routine-level work, with over 1/3 of women working 
in production or elementary roles, and  are concentrated in food and drink, textiles, 
machine and equipment and chemical production manufacturing.  Women are 
scarcely represented in maintenance works, engineering technicians, chemical 
activities, goods handling and storage.   
 
The Scottish manufacturing sector gender pay gap is 14.1%, compared with 3% in 
Scotland overall. 
 
The disproportionately low numbers of women who work in the sector could indicate 
that there is a risk that the manufacturing sector is not a career choice for talented 
women, or that they are also experiencing physical barriers, such as being unable to 
safely operate tools, equipment and machinery that has been designed for the 
average male.   
 
This would indicate that any intervention in the manufacturing sector will 
disproportionately affect men. It also may be indicative that there is a lack of 
opportunity for women in the sector and this could be addressed in the 
implementation of the proposed actions. 
 
Women are much more likely to work part time than men.  Part time working tends to 
be higher in non-manufacturing specific occupations. The response to our 
consultation on the draft EQIA suggested that this could have a bearing on the 
observed lower amount of women in leadership positions due to a perception that 
senior roles can only be held by those working full time.  
 
Increased flexible working practices and more part time employment in the sector will 
provide the opportunities that both men and women require to balance caring 
responsibilities with work, make careers in manufacturing more attractive to women 
and help address the gender imbalance and gender pay gap that exists in the 
manufacturing sector.  
 
 
Pregnancy and Maternity 
6.9% of employees in the manufacturing sector are women with dependent children 
(aged 0-16) compared with 15.4% of the Scottish workforce as a whole. 
 
Increased flexible working practices and more part time employment in the sector will 
provide the opportunities that women pursuing a career in STEM require to return to 
work following pregnancy and maternity, make careers in manufacturing more 
attractive to women and help address the gender imbalance and gender pay gap 
that exists in the manufacturing sector, and which is exacerbated by the “career 
break penalty” for women who have taken time off to care for children. 
 
It is worth noting that men are increasingly taking extended periods of paternity 
leave, which risks impacting on their ability to return to their previous role, or have a 
longer term impact on career opportunities and increase the pay gap between men 
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in the same role.  These men are as likely to benefit from flexible and part time 
working opportunities. 
 
Race 
Census data shows that 98.51% of employees in manufacturing identify as White 
compared with 96.73% of employees in the Scottish workforce overall.24 
 
8.19% of people with a White background who are employed in Scotland are 
employed in the manufacturing sector. This compares with only 3.29% of people with 
an Asian background, 5.59% of those with a Black Caribbean background, 3.8% of 
those with a Black African background, 4.5% of those with a mixed background and 
5.41% of those with a different ethnic background. 
 
There is insufficient evidence to show the barriers to employment in the 
manufacturing sector for ethnic minority people.  However, the disproportionately low 
numbers of ethnic minority people who work in the sector would indicate that there is 
a risk that the manufacturing sector is not a career choice for talented ethnic minority 
people, or that they are experiencing multiple barriers to employment in the sector, 
such as:   
 
o individual expectations and aspirations – studies show ethnic minority individuals 

are as ambitious, if not more, than white counterparts; 
o human capital, such as training, education and skills relevant to job performance; 
o lack of language skills – individuals can face a linguistic penalty in job interviews 

where there are hidden potential employer expectations to talk in certain ways 
which can be mismatched with cultural expectations; 

o geographical location (many ethnic minorities live in areas with high 
unemployment and lack of mobility) 

o lack of social relations and networks – a lack of role models; 
o lack of access to integration policies; 
o cultural preferences and barriers – studies show that minority ethnic students are 

more likely to aspire to social and enterprising careers and career preference 
can vary by ethnicity; 

o direct discrimination (positive or negative) by employers or co-workers  
o indirect discrimination – ethnic minorities are often unaware of unconscious bias 

towards against them, which hampers their job searches. 
 
Religion or belief 
Census data shows that the percentage of people working in manufacturing who 
identify as Christian is slightly higher than in the Scottish workforce overall with 
53.56% of manufacturing workers identifying as Christian versus 52.05% in the 
overall workforce. Among workers identifying as Christian the percentage identifying 
as Church of Scotland and Roman Catholic is slightly higher than for Scottish 
workers as a whole (32.23% versus 30.56% and 17.21% versus 16.15% 
respectively) while numbers for other Christian denominations are slightly lower 
(4.12% versus 5.34%).25 

                                            
24 https://www.gov.scot/publications/analysis-equality-results-2011-census-part-2/ (data from 
https://www.scotlandscensus.gov.uk/) 
25 https://www.gov.scot/publications/analysis-equality-results-2011-census-part-2/ (data from 
https://www.scotlandscensus.gov.uk/) 

https://www.gov.scot/publications/analysis-equality-results-2011-census-part-2/
https://www.gov.scot/publications/analysis-equality-results-2011-census-part-2/
https://www.scotlandscensus.gov.uk/
https://www.scotlandscensus.gov.uk/
https://www.gov.scot/publications/analysis-equality-results-2011-census-part-2/
https://www.gov.scot/publications/analysis-equality-results-2011-census-part-2/
https://www.scotlandscensus.gov.uk/
https://www.scotlandscensus.gov.uk/
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The percentage of workers in manufacturing belonging to non-Christian faiths is 
lower across the board with 0.16% of the workforce identifying as Buddhist versus 
0.25% overall, 0.16% identifying as Hindu versus 0.34% overall, 0.07% identifying as 
Jewish versus 0.11% overall, 0.41% identifying as Muslim versus 1.04% overall and 
0.07% identifying as Sikh versus 0.17% overall. 
 
0.2% of manufacturing workers belong to other, not listed, faiths which compares to 
0.33% overall. 38.85% of manufacturing workers report that they belong to no faith 
group compared to 39.44% in Scotland’s overall workforce and 6.51% did not state 
any response in the census compared with 6.28% in the overall workforce. 
 
There is no evidence to suggest that this group of people have any differential 
barriers to employment in the sector from other groups.  However, there is the 
potential that flexible working could allow this group more flexibility for religious 
observance.  
 
Gender Reassignment / Sexual orientation / Marriage and Civil Partnership 
The EQIA process has not identified evidence to suggest that there are significant 
differential barriers to these groups. This does not mean that no such barriers exist 
and consideration has been given when designing the plan to whether the actions 
can be implemented in such a way as to address any issues which may become 
apparent affecting people in these groups. 
 
 
Recommendations and Conclusion 
 
To address the opportunities set out above the following actions should be 
considered/implemented: 
 
Age 
Making Scotland’s Future: A Recovery Plan For Manufacturing includes a 
commitment to Fair Work principles, reflects equality issues and statutory 
requirements under equality law and includes proposed actions aimed at 
encouraging employers to upskill the existing workforce, retain, adopt and retrain 
apprentices and to promote progressive Fair Work practices. The plan also proposes 
actions to mitigate the impact of graduate unemployment, mainly affecting young 
people, creating meaningful work experience, training and employment across the 
manufacturing sector. 
 
The plan is designed to secure a strong, sustainable future for manufacturing in 
Scotland and will benefit people of all ages across Scotland both directly and 
indirectly through safeguarding jobs and creating opportunities for growth.   
 
Implementation of this plan will promote people of different age groups sharing and 
developing skills. 
 
Disability 
Making Scotland’s Future: A Recovery Plan For Manufacturing includes a 
commitment to Fair Work principles and reflects equality issues and statutory 
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requirements under equality law. The plan is designed to secure a strong, 
sustainable future for manufacturing in Scotland and will benefit people across 
Scotland both directly and indirectly through safeguarding jobs and creating 
opportunities for growth. 
 
The opportunities provided by the recovery plan to design and introduce new 
technologies and working practices through supporting the transition to a low carbon 
manufacturing sector, provides the opportunity to develop universally accessible 
tools, equipment, machinery and work processes, and make the manufacturing 
sector a more inclusive employer for disabled people. 
 
We recognise there may currently be a barrier for people who may have impaired 
sight or blindness due to Making Scotland’s Future: A Recovery Plan For 
Manufacturing only being available online and in written English.  Accessible 
versions such as braille or large print can be supplied on request. 
 
Sex 
Making Scotland’s Future: A Recovery Plan For Manufacturing includes a 
commitment to Fair Work principles and reflects equality issues and statutory 
requirements under equality law. The plan is designed to secure a strong, 
sustainable future for manufacturing in Scotland and will benefit people across 
Scotland both directly and indirectly through safeguarding jobs and creating 
opportunities for all sexes. 
 
The plan identifies Skills and Workforce as a priority area to be focused on as the 
sector recovers.  It includes a series of actions aimed at improving recruitment and 
workforce development in the manufacturing sector.  This provides an opportunity to 
address longstanding issues in the gender balance of employment in the sector.  
The proposed actions comply with Fair Work practices and seek to embed these 
practices throughout the sector. 
 
The opportunities provided by the recovery plan to design and introduce new 
technologies and working practices through supporting the transition to a low carbon 
manufacturing sector, provides the opportunity to develop universally accessible 
tools, equipment, machinery and work processes, and make the manufacturing 
sector a more inclusive employer for women. 
 
Pregnancy and Maternity 
Making Scotland’s Future: A Recovery Plan For Manufacturing includes a 
commitment to Fair Work principles and reflects equality issues and statutory 
requirements under equality law. The plan is designed to secure a strong, 
sustainable future for manufacturing in Scotland and will benefit people across 
Scotland both directly and indirectly through safeguarding jobs and creating 
opportunities for all people. 
 
The plan identifies Skills and Workforce as a priority area to be focused on as the 
sector recovers.  It includes a series of actions aimed at improving recruitment and 
workforce development in the manufacturing sector.  This provides an opportunity to 
address any issues which may be creating barriers to employment during pregnancy 
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or for those on maternity leave.  The proposed actions comply with Fair Work 
practices and seek to embed these practices throughout the sector. 
 
Gender Reassignment 
Making Scotland’s Future: A Recovery Plan For Manufacturing includes a 
commitment to Fair Work principles and reflects equality issues and statutory 
requirements under equality law. The plan is designed to secure a strong, 
sustainable future for manufacturing in Scotland and will benefit people across 
Scotland both directly and indirectly through safeguarding jobs and creating 
opportunities for everyone. 
 
The plan identifies Skills and Workforce as a priority area to be focused on as the 
sector recovers.  It includes a series of actions aimed at improving recruitment and 
workforce development in the manufacturing sector.  This provides an opportunity to 
address any issues which may be creating barriers to employment for this group of 
people.  The proposed actions comply with Fair Work practices and seek to embed 
these practices throughout the sector. 
 
There is little evidence to suggest how the plan may directly affect people in this 
group but the strong commitment to Fair Work principles throughout the plan will 
ensure that they are considered when actions are implemented. 
 
Sexual orientation 
Making Scotland’s Future: A Recovery Plan For Manufacturing includes a 
commitment to Fair Work principles and reflects equality issues and statutory 
requirements under equality law. The plan is designed to secure a strong, 
sustainable future for manufacturing in Scotland and will benefit people across 
Scotland both directly and indirectly through safeguarding jobs and creating 
opportunities for everyone. 
 
The plan identifies Skills and Workforce as a priority area to be focused on as the 
sector recovers.  It includes a series of actions aimed at improving recruitment and 
workforce development in the manufacturing sector.  This provides an opportunity to 
address any issues which may be creating barriers to employment for this group of 
people.  The proposed actions comply with Fair Work practices and seek to embed 
these practices throughout the sector. 
 
There is little evidence to suggest how the plan may directly affect people in this 
group but the strong commitment to Fair Work principles throughout the plan will 
ensure that they are considered when actions are implemented. 
 
Race 
Making Scotland’s Future: A Recovery Plan For Manufacturing includes a 
commitment to Fair Work principles and reflects equality issues and statutory 
requirements under equality law.  The plan is designed to secure a strong, 
sustainable future for manufacturing in Scotland and will benefit people across 
Scotland both directly and indirectly through safeguarding jobs and creating 
opportunities for growth. 
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The plan identifies Skills and Workforce as a priority area to be focused on as the 
sector recovers.  It includes a series of actions aimed at improving recruitment and 
workforce development in the manufacturing sector.  These actions are informed by 
Fair Work practices and seek to embed these practices throughout the sector. 
 
The recovery plan is an opportunity to address and overcome barriers faced by, and 
attract, talented ethnic minority people to a career in manufacturing.  
 
We recognise there may currently be a barrier for people who do not have English as 
a 1st language due to Making Scotland’s Future: A Recovery Plan For Manufacturing 
only being available online and in written English.  Community language versions 
can be supplied on request. 
 
Religion or belief 
Making Scotland’s Future: A Recovery Plan For Manufacturing includes a 
commitment to Fair Work principles and reflects equality issues and statutory 
requirements under equality law.  The plan is designed to secure a strong, 
sustainable future for manufacturing in Scotland and will benefit people across 
Scotland both directly and indirectly through safeguarding jobs and creating 
opportunities for growth. 
 
The plan identifies Skills and Workforce as a priority area to be focused on as the 
sector recovers.  It includes a series of actions aimed at improving recruitment and 
workforce development in the manufacturing sector.  These actions are informed by 
Fair Work practices and seek to embed these practices throughout the sector.   
 
This provides an opportunity to address any apparent barriers which may be 
preventing people from certain faith backgrounds from seeking employment in the 
manufacturing sector. 
 
Marriage and Civil Partnership26 
Making Scotland’s Future: A Recovery Plan For Manufacturing has been developed 
in collaboration with public and private sector partners including industry, trade union 
and academia.  There is no evidence that this plan will affect people who are married 
or in a Civil Partnership. 
 
In summary, the Scottish Government has found that there is no evidence to suggest 
that the actions set out in Making Scotland’s Future: A Recovery Plan for 
Manufacturing are discriminatory towards people who share any of the protected 
characteristics. The implementation of the plan provides several opportunities to 
mitigate existing inequalities in the manufacturing sector and to advance equality of 
opportunity between people who share a protected characteristic and those who do 

                                            
26 In respect of this protected characteristic, a body subject to the Public Sector Equality Duty (which 
includes Scottish Government) only needs to comply with the first need of the duty (to eliminate 
discrimination, harassment, victimisation and any other conduct that is prohibited by or under the 
Equality Act 2010) and only in relation to work.  This is because the parts of the Act covering services 
and public functions, premises, education etc. do not apply to that protected characteristic.  Equality 
impact assessment within the Scottish Government does not require assessment against the 
protected characteristic of Marriage and Civil Partnership unless the policy or practice relates to work, 
for example HR policies and practices. 
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not. The strong commitment to Fair Work principles throughout the plan will ensure 
that the actions are taken forward in a way to maximise on these opportunities. 
 
The one area where potential discrimination was identified was that the plan is 
currently published only in written English. This could be discriminatory towards 
people who do not have English as a first language or who have a visual impairment. 
As set out in the EQIA results, we have mitigated this by committing to provide a 
copy of the plan in an alternative format, such as braille or a different language, on 
request. 
 
Intersecting Protected Characteristics 
Everyone has different layers of protected characteristics and is unique, i.e. ethnic 
minority woman with children from middle class background, older white disabled  
LGBT man from lower end of socio economic scale, young ethnic minority Muslim 
man with degree, white woman who works part time and cares for elderly relative.  
These unique and intersecting characteristics can exacerbate the barriers to work. 
 
It is important that we understand how intersecting characteristics exacerbate the 
different barriers to employment in the manufacturing sector for each of the individual 
protected characteristics groups. 
 
Flexible working opportunities in the manufacturing sector will benefit people in every 
protected characteristic group.  Where there are intersecting characteristics, flexible 
working has the potential to alleviate multiple barriers to employment in the 
manufacturing sector, and reduce inequality.   
 
The opportunities provided by the recovery plan to design and introduce new 
technologies and working practices through supporting the transition to a low carbon 
manufacturing sector, provides the opportunity to develop universally accessible 
tools, equipment, machinery and work processes, and make the manufacturing 
sector a more inclusive employer for women, disabled people, older people and men 
who are not the average size or shape. 
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