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Equality Impact Assessment for

Title of policy: Oil and Gas Transition Training Fund 2025-26

Summary of aims and desired outcomes of Policy: To offer
oil and gas workers and associated supply chain workers
targeted individual support for retraining and/or upskilling,

preparing them for jobs in sustainable energy sectors.
Directorate: Directorate for Energy and Climate Change
Division: Energy Industries Division

Team: Energy Transition Skills and Workforce Team.

Executive summary

This EQIA has considered the potential impact of the Oil and Gas Transition Training
Fund 2025-26 (Oil and Gas TTF) on oil and gas workers and associated supply
chain workers with protected characteristics who may apply for the fund. This EQIA
has also considered potential impacts on the existing diversity landscape within the
oil and gas sector and emerging energy sectors. This scope reflects the Scottish
Government’s responsibility for the design of the fund and engagement with our

delivery partner, Skills Development Scotland (SDS).

Evidence gathered through desk-based research and stakeholder consultation has
found that this fund will have a positive impact across all (in scope) protected
characteristics. Some additional recommendations were made as part of this EQIA
to further advance equality of opportunity for applicants to the fund. These include:




e Provisionally reserving funding from the point of the first career conversation,
to support those who may need additional time to apply.

e Ensuring the application process is inclusive with alternative routes to apply
should the web portal not be suitable.

e Providing an exceptions process to ensure individuals who have been out of
the oil and gas workforce due to a protected characteristic for longer than two
years are not excluded.

e Ensuring communications are inclusive and signpost to the support available.
Background

As part of the Regional Skills Pilot Fund, the UK Government’s Office for Clean
Energy Jobs (OCEJ) has made funding available to four UK areas to pilot regional
skills interventions that support clean power by 2030. The OCEJ has made funding

available to the Scottish Government for an Aberdeen/Aberdeenshire skills pilot.

The Scottish Government has decided, in agreement with OCEJ, to direct the
funding towards the development and delivery of an Oil and Gas Transition Training
Fund (Oil and Gas TTF). The Oil and Gas TTF will deliver targeted, personalised career
advice and support to oil and gas workers who are looking to move into sustainable
energy jobs, as well as funding for training that may be required to do this. Skills

Development Scotland (SDS) will be the delivery partner for the Oil and Gas TTF.

The Oil and Gas TTF will directly affect existing oil and gas workers based in
Aberdeen City / Aberdeenshire who choose to apply. The eligibility criteria and

delivery processes have been influenced by the EQIA process.

For recipients, the impact is expected to be positive. By reducing the costs
associated with retraining/upskilling, this fund will support recipients to increase their
existing qualifications and skills, supporting them to move between energy projects

and sectors.


https://www.gov.uk/government/news/support-for-workers-to-benefit-from-thousands-of-clean-power-jobs

The Scope of the EQIA

An EQIA framing exercise took place which reviewed evidence gathered via desk-
based research and a framing workshop with internal stakeholders. Feedback was
also collected from key external stakeholders. Reflecting SG’s responsibility and the
available evidence, it was decided that this EQIA will primarily focus on impacts for
those directly accessing the fund. It was also determined that this EQIA should
consider the Oil and Gas TTF’s potential impact on the existing diversity landscape
within the oil and gas workforce in Aberdeen City/Shire, though the scale of the fund

likely limits any potential impacts in this space.

SDS are responsible for their own equalities assessments and processes

considering their own responsibilities in delivering the Oil and Gas TTF.

Based on the available evidence, the following characteristics have been scoped in

for consideration on direct impacts:

- Age

— Disability

— Sex

— Pregnancy and Maternity
- Race

Based on the available evidence, the following characteristics have been scoped out

for consideration on direct impacts:

— Gender reassignment
— Sexual orientation
— Religion or belief
— Marriage and civil partnership
It was determined that these characteristics would likely have a marginal impact on

those accessing the fund.

It was also determined that any indirect impacts on individuals outside the oil and
gas sector with protected characteristics who are not engaging with the fund are



likely to be marginal, given the scale of the fund. As such, all indirect impacts are

considered out of scope.

It is noted that the scope of the Oil and Gas TTF will have a regional impact due to
the conditions set by UKG on its availability. These considerations are not, however,

within the scope of the EQIA process.
Key Findings
Below is a summary of the EQIA results.

Age — There is evidence that Aberdeen City and Aberdeenshire’s oil and gas sector
has an ageing workforce profile. This reflects national demographics’. Robert
Gordon University (RGU) also notes that “75% of all managers and team leaders in
the UKCS (UK Continental Shelf) are over 40 years of age, and around 40% are
over the age of 50”. This leads RGU to conclude that there is a need to upskill staff

into leadership roles?.

Stakeholders 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, stakeholders 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.

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 British Sociological Association press release referencing a study on age related discrimination in
employment practices.
4lbid. This study additionally notes that outcomes worsen for older women and older women of colour.
5 Exploring the UK’s digital divide - Office for National Statistics (ons.gov.uk) — section 6
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https://www.rgueti.com/wp-content/uploads/2022/06/Making-the-switch-images.pdf
https://www.rgueti.com/wp-content/uploads/2019/05/UKCS-Workforce-Dynamics-The-Skills-Landscape-2019-2025.pdf
https://www.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/
https://www.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/
https://www.ons.gov.uk/peoplepopulationandcommunity/householdcharacteristics/homeinternetandsocialmediausage/articles/exploringtheuksdigitaldivide/2019-03-04

Disability — There is very little evidence related to the disability profile of the existing
oil and gas workforce. However, there is a significant employment rate gap between
disabled and non-disabled people aged 16 to 64 across Scotland more widely®. It is

therefore important that the fund considers accessibility for potential disabled

candidates.

Sex — Men make up most of Scotland’s oil and gas workforce and may be
disproportionately affected by redundancy as a result. RGU note that as of 2019,

approximately 75% of the UKCS workforce was male’.

There is also some evidence to suggest that women in general face additional
challenges that may impact their ability to engage as fully in the labour market in
comparison to men. This includes elements such as unpaid domestic labour and

caring responsibilities®.

There is also evidence to suggest that there are gender diversity challenges present
within emerging energy sectors®. Reports representing offshore wind, CCUS and
hydrogen are clear that more needs to be done to widen the talent pool to women

and other more diverse workforce groups to fill expected workforce shortages™®.

Pregnancy and maternity — Feedback from stakeholders noted that the fund should
be inclusive to oil and gas workers that may have taken an extended career break to
fulfil caring responsibilities — including women who may have taken time out of work

to care for children.

6 Scotland's Labour Market Insights: April 2025 - gov.scot. Disability is defined based on the Equality
Act 2010. The disability employment rate gap is the difference between the employment rates for
disabled and non-disabled people aged 16 to 64. It is calculated as the non-disabled employment rate
minus disabled employment rate.

7 UKCS-Workforce-Dynamics-The-Skills-Landscape-2019-2025.pdf (rgueti.com) p.17 OEUK also note
that “On average, men hold 76.27%” of the highest paid positions, “while women hold 23.73%.” p.29
Workforce-Insight-report-2023-OEUK-Iwigdr (3).pdf

8 Women shoulder the responsibility of 'unpaid work' - Office for National Statistics

9 UKCS-Workforce-Dynamics-The-Skills-Landscape-2019-2025.pdf (rgueti.com) p.16

10 Hydrogen-Workforce-Assessment-Executive-Summaryfinal.pdf (cogentskills.com) p.5

2024 Workforce Census (ecitb.org.uk)p.59

OWIC Offshore Wind Skills Intelligence Report - March 2022 pp.38-39
CCSTFG-CCS-Labour-Market-Assessment-Report-FINAL-27.02.pdf (ecitb.org.uk) p.18
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https://www.gov.scot/publications/scotlands-labour-market-insights-april-2025/pages/people-in-work/
https://www.rgueti.com/wp-content/uploads/2019/05/UKCS-Workforce-Dynamics-The-Skills-Landscape-2019-2025.pdf
https://oeuk.org.uk/product/oeuk-workforce-insight-2023/
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/articles/womenshouldertheresponsibilityofunpaidwork/2016-11-10
https://www.rgueti.com/wp-content/uploads/2019/05/UKCS-Workforce-Dynamics-The-Skills-Landscape-2019-2025.pdf
https://cogentskills.com/wp-content/uploads/2024/07/Hydrogen-Workforce-Assessment-Executive-Summaryfinal.pdf
https://www.ecitb.org.uk/wp-content/uploads/2025/01/ECITB-Workforce-Census-2024-Report.pdf
https://www.owic.org.uk/media/gf5ddwxt/offshore-wind-skills-intelligence-report-2023.pdf
https://www.ecitb.org.uk/wp-content/uploads/2024/04/CCSTFG-CCS-Labour-Market-Assessment-Report-FINAL-27.02.pdf

Whilst there is no evidence related to the percentage of eligible candidates that may
be on maternity/paternity leave, the fund design will consider whether such leave

may impact on individuals’ ability to access the fund.

Race — There is some evidence to suggest that both existing and emerging energy
sectors face race diversity challenges''. However, there is also some evidence to
suggest that the make-up of the existing workforces may not differ significantly from

the regional demographics of the North East'2.

Recommendations and Conclusion

Some of the Oil and Gas TTF’s mechanisms - such as the concept of a person-

centred careers advice - were already designed to promote equality of opportunity
prior to this EQIA process. However, following the EQIA process, some additional
adjustments have been made that further reduce barriers that may limit access to

this fund for people with protected characteristics. These include:

Avoiding allocating funding on a first come first serve basis. Funding will be
provisionally reserved at the point of the first career conversation, until the
application is completed and assessed. By taking this approach, we will remove the
time pressure to submit applications. This will mitigate potential negative impacts of
awarding funding on a first come first served basis, which may disadvantage those

who require additional time to complete their application.

Ensuring the application process is as inclusive as possible. We will work with the
delivery partner to ensure all relevant accessibility guidance is followed in the design

of the Oil and Gas TTF application process. This will include ensuring there are

11 Clean Power 2030 Action Plan: A new era of clean electricity: Assessment of the clean energy skills
challenge - evidence annex (publishing.service.gov.uk) Making-the-switch-images.pdf (rgueti.com)
p.11 UKCS-diversity-and-inclusion-survey-Report-Final-v150421-stxczm.pdfp.8

12 2024 Workforce Census (ecitb.org.uk) pp.56-57
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https://assets.publishing.service.gov.uk/media/675b3171348e10a16975a422/clean-power-2030-clean-energy-skills-assessment-annex.pdf
https://assets.publishing.service.gov.uk/media/675b3171348e10a16975a422/clean-power-2030-clean-energy-skills-assessment-annex.pdf
https://www.rgueti.com/wp-content/uploads/2022/06/Making-the-switch-images.pdf
https://stories.oeuk.org.uk/building-a-baseline/index.html#group-section-DOWNLOAD-THE-REPORT-zPCPGkw7Nj
https://www.ecitb.org.uk/wp-content/uploads/2025/01/ECITB-Workforce-Census-2024-Report.pdf

alternative routes to apply (other than a main web portal). These approaches should

help encourage workers with protected characteristics to apply for the fund.

Exceptions process. By putting in place a case-by-case exceptions process for
individuals who have been out of the oil and gas workforce for longer than two years,
we will ensure individuals with protected characteristics are not indirectly excluded

from applying to this fund.

Ensuring the communications plan is inclusive and signposts to the support
available. We will work with the delivery partner to ensure that any materials
promoting the fund use inclusive language across all protected characteristics. We
will additionally work with stakeholders, including trade unions, to ensure the fund is
promoted to as many workers as possible — including workers who may be on

maternity leave or extended career break.
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