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Equality Impact Assessment for:

Title of policy:

Oil & Gas Transition Training Fund 2026-27
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 and other destination 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 on oil and gas (O&G) workers and associated supply chain workers with
protected characteristics who may apply for the fund. This EQIA has also
considered potential impacts on the diversity landscape within the O&G sector and
sectors where workers may move into, known as ‘destination’ 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. Whilst recognizing the limited reach of a fund based on direct support
for individuals who choose to access the service, some additional recommendations
were made as part of this EQIA to further advance equality of opportunity for
applicants to the fund. These include:



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 those with protected
characteristics to the support available.

e Emphasising a principal of continuous improvement within a monitoring
approach that will consider protected characteristics during delivery.

e Keeping the wider policy landscape under review during delivery.

Background

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

The Scottish Government decided, in agreement with OCEJ, to direct the funding
towards the development and delivery of an Oil and Gas Transition Training Fund
(O&G TTF) to 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. SDS is the delivery partner.

The Oil and Gas TTF Pilot, launched in 2025, directly affects existing oil and gas
workers based in Aberdeen City / Aberdeenshire who chose to apply. The eligibility

criteria and delivery processes were influenced by the initial EQIA process.

This policy is an upscale of the pilot Transition Training Fund, referred to as ‘the
Pilot’. The Transition Training Fund which is commencing in 2026 is referred to
simply as “TTF” from now onwards will directly affect existing O&G workers based in
Scotland who choose to apply. The eligibility criteria, which has been influenced by
the design process, and discussion with delivery partners, has widened from the
Pilot as follows:


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

e geographical coverage is for O&G workers based anywhere in Scotland
e expanded ‘destination’ sectors include advanced manufacturing, life sciences
and defence, plus a broader definition of wider decarbonisation of the

economy.

Based on the available budget and costs associated with the Pilot, it is estimated
that TTF, during financial year 2026-27 could support up to 1300-1800 individuals,

dependant on levels of interest.

Findings from the Pilot show that the average cost of training has been lower than
expected, leading to a higher number of participants accessing the fund. This trend
may continue into the upscaled TTF into 2026-27 however, because of some scope

alterations, this is uncertain at this stage.

Additional detailed development will be undertaken to consider options for bulk
booking training courses, to further reduce average costs and open availability to
more participants. Monitoring will be in place to allow assessment of operational

efficiencies and alterations during the delivery stage.

For individual 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 related sectors.

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 who have policy
interests in related areas. 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 TTF’s potential

impact on the existing diversity landscape within the O&G workforce in, though the



scale of the fund compared to the overall workforce size limits any potential impacts
in this space.

Due to the close timeframes and similar scope of the Pilot and the TTF from 2026 a
further framing workshop was not necessary. Instead, learnings from the Pilot’s
EQIA process have continued to be taken into consideration for this EQIA and the
development of TTF. New evidence has been gathered from SDS, who delivered the

Pilot, regarding any challenges that have arisen.

Additional evidence has been gathered for some defined sectors beyond energy -
the expanded ‘destination sectors - which applicants may choose to direct their

training towards.

SDS are responsible for their own equalities assessments and processes

considering their own responsibilities in delivering the 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 because it was determined that these
characteristics would likely have a marginal impact on O&G workers accessing the
fund:

— Gender reassignment
— Sexual orientation
— Religion or belief

— Marriage and civil partnership



Indirect impacts on individuals with protected characteristics that are not engaging
with the fund are likely to be marginal, given the small number of people this fund will
support. As such, all indirect impacts are considered out of scope.

It is noted that due to the wider scope of TTF 2026-27: Scotland-wide residency of
applicants, extended numbers of destination sectors and increased funding; it will
have a wider impact than the Pilot. This reflected in evidence gathering, assessment
and decision-making of this EQIA. However, it will still only impact on a self-selecting
limited number of people in Scotland and therefore indirect impacts remain broadly

considered as out of scope.

Key Findings

Below is a summary of the EQIA results.
Age

There is evidence that the O&G sector has an ageing workforce profile, reflecting
national demographics®. Robert Gordon University (RGU) also notes that “75% of all
managers and team leaders in the UKCS are over 40 years of age, and around 40%
are over the age of 50" leading RGU to conclude that there is a need to upskill staff

into leadership roles?.

Participants at the framing workshop 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*.

' Robert Gordon University’s Report ‘Making the Switch’ p11

2 Robert Gordon University’s Report ‘UKCS Workforce Dynamics’ p.12

3British Sociological Association’s Article ‘Older job applicants up to three times less likely to be
selected for interview than younger ones, study finds’

4Ibid. This study additionally notes that outcomes worsen for older women and older women of colour.



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/

Workshop participants also noted that there are lower levels of digital literacy
amongst older workforce groups and ONS data supports this®. This may impact
individuals’ ability to engage with digital materials related to the fund such as

application portals or promotional materials.
Disability

There is very little evidence related to the disability profile of the existing O&G
workforce. However, noting the significant gap in the rate of employment between
disabled and non-disabled people aged 16 to 64 across the economy more widely® it

is important that the fund considers accessibility for potential disabled candidates.

Evidence shows that disability pay gaps tend to be relatively large in percentage
terms in the better paid industries” which suggests that TTF should gather data
which could correlate salary levels and this protected characteristic to feed into the

wider monitoring of this issue.

The 2010 Equality Act and the specific duties (Scotland) Regulations 2012 outline
the duties of the public sector including that this meeting this duty may involve
treating some people more favourably than others. The Act states that steps involved
in meeting the needs of disabled persons that are different from the needs of
persons who are not disabled include gathering information to understand the needs
of disabled persons and reporting progress. It specifies that having due regard to the
need to foster good relations between persons who share a relevant protected
characteristic and persons who do not share it involves having due regard to tackling
prejudice and promoting understanding.

5 Office for National Statistics release: Exploring the UK’s digital divide — section 6

6 Scottish Government release: Scotland’s Labour Market Insights April 2025 Disability is defined
based on The Equality Act 2010 (Specific Duties) (Scotland) Regulations 2012 .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. See also:

Requlation 5, The Equality Act 2010 (Specific Duties) (Scotland) Requlations 2012

7 TUC Report: Disability pay and employment gaps



https://www.ons.gov.uk/peoplepopulationandcommunity/householdcharacteristics/homeinternetandsocialmediausage/articles/exploringtheuksdigitaldivide/2019-03-04
https://www.gov.scot/publications/scotlands-labour-market-insights-april-2025/pages/people-in-work/
https://www.legislation.gov.uk/ssi/2012/162/contents
https://www.legislation.gov.uk/sdsi/2012/9780111016718/contents
https://www.tuc.org.uk/research-analysis/reports/disability-pay-and-employment-gaps

Sex

Societal-wide contextual evidence suggests that women face additional challenges —
such as unpaid domestic labour and caring responsibilities®- that may impact their
ability to engage as fully in the labour market in comparison to their male

equivalents.

In the O&G sector, men make up most of Scotland’s workforce and therefore are
more likely to be affected by redundancy. RGU note that in 2019, approximately 75%
of the UK Continental Shelf (UKCS) workforce was male®.

There is evidence to suggest that there are gender diversity challenges present
within emerging, as well as existing, energy sectors’®. Reports representing
emerging energy sectors, such as 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’".

One aspect of findings from Pilot data which will be closely monitored is the relatively

low percentage of female applicants in the Pilot.

Pregnancy and maternity

Feedback from external stakeholders for the Pilot noted that the fund should be
inclusive to O&G workers that may have taken an extended career break to fulfil
caring responsibilities — particularly women who may have taken time out of work to

care for children.

8 Office for National Statistics Release: Women shoulder the responsibility of ‘unpaid work’

9 Robert Gordon University’s Report ‘UKCS Workforce Dynamics’ p.17 OEUK also note that “On
average, men hold 76.27%" of the highest paid positions,” while women hold 23.73%.” p.29

0 Robert Gordon University’s Report ‘UKCS Workforce Dynamics’ p.16

" Hydrogen Skills Alliance Workforce report p.5, ECITB Workforce Census 2024 Report p.59,
OWIC Offshore Wind Skills Intelligence Report — June pp.38-39, Green Jobs Delivery Group CCS
Task and Finish Group p.18



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://oeuk.org.uk/product/oeuk-workforce-insight-2023/
https://oeuk.org.uk/product/oeuk-workforce-insight-2023/
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
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 Pilot design considered this, including through
annex B of the eligibility criteria, which outlines exceptions to the requirement that an
applicant has worked in the O&G sector in the last two years. This will be continued
through the development of TTF 2026-27.

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-East3.

General

For all protected characteristics, the changing context of TTF will be examined to
determine what is being done more widely to mitigate occurrences such as the

relatively low numbers of women in the O&G and other energy sectors.

From several sources there is evidence from organisations representing destination
sectors such as manufacturing or defence that significant demand exists for
positions that would suit the transferrable skills of workers who are, or have recently
been, employed in the O&G sector. Therefore, a potential risk exists if the TTF
results in a transferral of a cohort of workers from the O&G sector and there is a

significant difference in the profile of workers with regards protected characteristics.

However, due to its limited size TTF will face challenges to address wider societal
issues or make significant inroads into measurable outcomes on sector

demographics.

12 UK Government Clean Power 2030 Action Plan Evidence Annex, Robert Gordon University’s
Report ‘Making the Switch’ p.11 OEUK’s Diversity and Inclusion Report 2021 p.8
3 ECITB Workforce Census 2024 Report pp.56-57



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://www.rgueti.com/wp-content/uploads/2022/06/Making-the-switch-images.pdf
https://oeuk.org.uk/product/diversity-and-inclusion-report/
https://www.ecitb.org.uk/wp-content/uploads/2025/01/ECITB-Workforce-Census-2024-Report.pdf

Recommendations and Conclusion

Our assessment is that the fund is likely to have a positive impact across all (in

scope) protected characteristics. This is because:

e Promotional communications and any materials related to applying to the fund
will be designed in line with accessibility guidance and best practice ensuring
inclusive language is used in relation to all protected characteristics, for
example, use of inclusive pronouns. Case studies that potential applicants
can see will have a balance of male/ female individuals.

e Building on this, in response to specific feedback and evidence we will include
an FAQ to address specific concerns that workers with protected
characteristics may have in applying for the fund, for example, promoting the
person-centred approach, the exceptions process, and funding assessment
process. The aim of this will be to support wider participation in the fund and
monitoring with delivery partner will make this outcome more likely.

e SG will work with our delivery partner to ensure monitoring and evaluation
processes are put in place to assess how people with protected
characteristics are engaging with the fund.

e SG is reviewing monitoring and evaluation outcomes from the Pilot to
establish how people with protected characteristics have engaged with the
fund. SG, with our delivery partner, will ensure any required changes are
implemented for TTF to make a positive impact across all (in scope) protected
characteristics more likely, and a principal of continuous improvement
amongst protected characteristics will be in place during the operational
phase of TTF.

How Equality Impact analysis has shaped the policy making process

Some of the TTF mechanisms - such as the concept of a person-centred careers
service and the tailored training provision arising from this - were designed to
promote equality of opportunity in the Pilot. However, because of this EQIA process,
some additional adjustments have been made to further reduce barriers to, and



positively address access to, this fund for people with protected characteristics.

These include:
Ensuring the application process is as inclusive as possible.

We will work with the delivery partner to mitigate any potential negative impacts of a
first-come-first serve basis for assessing applications. This means individuals who
may find it difficult to apply in a timely manner due to a protected characteristic will

be fairly considered for funding.

We will ensure all relevant accessibility guidance is followed in the design of the TTF
application process from the delivery partner. This will include making sure that there
are alternative routes to apply (other than a main web portal). These approaches
should help encourage workers with protected characteristics to apply for the fund.
The TTF has considered feedback and lessons learned from the Pilot and

implemented the necessary changes for the application process.

By putting in place an exceptions process for individuals who have been out of the
O&G workforce for longer than two years, we will ensure individuals with protected
characteristics, such as those on a career break who are more likely to be women
with caring responsibilities, are not indirectly excluded from applying to this fund.
This is intended to address the Pilot findings of imbalance related to male/ female

access.
Ensuring the communications plan is also inclusive

We will work with the delivery partner to ensure that any materials promoting the
fund use inclusive language across all protected characteristics. Activity will include
signposting the exceptions process, the person-centred approach, and the provision
of flexible training and information on how funding will be allocated. In real-life case
studies we will ensure that women who have successfully accessed the Pilot fund

feature prominently.



We will additionally work with trade unions and industry stakeholders to ensure the
fund is promoted to as many workers as possible — including onshore and offshore

workforce - and workers who may be on maternity leave or extended career break.

Monitoring and Review

SDS will be expected to collect and monitor data regarding the applicants to the
fund. Information about applications will be provided to Scottish and UK

Government’s in aggregate, with no personal information included.

One aspect of findings from Pilot data which will be closely monitored is the relatively
low percentage of female applicants in the Pilot. The measures noted above will be
kept under review to address this issue.

During monitoring, the changing context of TTF will be examined to determine policy
interventions more widely to mitigate related areas where protected characteristics
are not supported. The impact on people more broadly will be limited or only
marginal due to the scale of TTF.

Examples of policy landscape to consider during review are the UK Government’s
North Sea Jobs Service, or the progress of Making Scotland’s Future: A Recovery

Plan for Manufacturing.
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