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Introduction 
 
As a public body we want to promote open and inclusive working practices. We 
recognise the importance of the general equality duty and the impact that it has in 
helping us to operate both as a good employer and as an effective public body.  
 
The public sector equality duty (often referred to as the general equality duty) in the 
Equality Act 2010 came into force in April 2011.  
 
The general equality duty requires the RMA as a public authority, in the exercise of 
it’s functions, to have due regard to the need to: 
 

o Eliminate unlawful discrimination, harassment and victimisation and other 
conduct that is prohibited by the Equality Act 2010. 

o Advance equality of opportunity between people who share a relevant 
protected characteristic and those who do not. 

o Foster good relations between people who share a protected characteristic 
and those who do not.  

The equality duty covers the protected characteristics of Age, Disability, Gender, 
Gender Reassignment, Pregnancy and Maternity, Race, Religion or Belief and 
Sexual Orientation. The duty also covers marriage and civil relationships, with regard 
to eliminating unlawful discrimination in employment. 
 
The general duty is accompanied by the specific duties, which were set out in the 
Equality Act 2010 (Specific Duties) (Scotland) Regulations 2012.  
 
These duties are as follows:  
 
 • Regulation 3. Report on mainstreaming the equality duty  
 • Regulation 4. Publish equality outcomes and report progress  
 • Regulation 5. Assess and review policies and practices  
 • Regulation 6. Gather and use employee information  
 • Regulation 9. Consider award criteria and conditions in relation to public    
 procurement  
 • Regulation 10. Publish in a manner that is accessible.  
  
The introduction of the Equality Act 2010 (Specific Duties) (Scotland) Amendment 
Regulations 2016 now requires the RMA to publish:  
 
 • Regulation 6a. Use of Member Information  
 

Risk Management Authority 
 

Equality Outcomes 



 

 

Please note that the 2016 amendment changed the requirement for public bodies to 
publish gender pay gap and equal pay statements, from those with 150 employees 
to 20 employees. As the RMA has under 20 employees, it does not publish 
information under these regulations: 
 
 • Regulation 7. Publish gender pay gap information  
 • Regulation 8. Publish statements on equal pay  
 

 
Equality Outcomes 
 

The themes of the RMA’s equality outcomes are: 

o Enhancing Practice 

o Good Governance 

 
In developing equality outcomes, we considered the function of the RMA, our 
role as an employer and the contribution we can make to advance equality of 
opportunity. We were also mindful of the relatively small scale of our organisation 
and resources. We decided to structure our approach under two specific themes: as 
a body that provides advice and guidance to criminal justice practitioners, we feel we 
can enhance our contribution by incorporating an equality element into our research 
and development activities: Enhancing Practice. And as an employer, we will 
embed equalities as a key component of our human resource and internal 
governance processes: Good Governance. 
 
Outcome P1: Equalities information is more widely available to risk 

assessors 

Outcome P2: RMA research and development projects contribute to best 

practice in offender risk assessment and management 

Outcome G1: More young people are in work and training 

Outcome G2: There are no barriers in recruitment, training or promotion 

opportunities for RMA staff 

Outcome G3: RMA staff are more aware of equalities and diversity, and 

apply this knowledge to their role 

 
Review 
 
 

o The RMA continues to contribute to the compilation of Public Sector 
Employment Statistics. Information is gathered quarterly on the number of 
male / female staff and the number of permanent / temporary staff. This data 
is shared with Scottish Government;  

o The RMA continues to contribute to the compilation of Youth Employment 
data, which identifies the number of young people aged 16-24 who work for 



 

 

the RMA and in which capacity. Again this data is shared with Scottish 
Government; 

o Employee information is gathered via a diversity monitoring form, which 
records data including age, gender, nationality, ethnicity and disability;  

o RMA recruitment is made in accordance with the Equality Act. Diversity 
information is requested from applicants, which is then gathered and held 
separately from those staff involved in the recruitment process;   

o Regular updates are made to the RMA Staff Handbook, to take account of 
changes to employment law; 

o RMA human resource policies and procedures are regularly reviewed and 
updated; 

o All Staff and Board are required to comply with the RMA Code of Conduct, 
which outlines a  duty to act in accordance with the RMA’s values of Dignity, 
Integrity, Honesty, Objectivity and Impartiality.   

o Ongoing delivery of equality impact assessments. 
o Ongoing work on the RMA’s Risk Assessment Tools Evaluation Directory, 

which evaluates the suitability of common risk assessment tools in relation to 
specific populations. 
 

 

Future plans 
 
We have identified a range of activities we will undertake to enhance our 
employment practices and service delivery in compliance with the general and 
specific equality duties. We wish to build upon our work to date to further develop a 
culture where equality and diversity are “mainstreamed” into all that we do. As an 
employer, our aim is to foster a diverse and well motivated workforce, and facilitate 
an environment in which all our staff are treated with dignity and respect.  
 
This commitment is demonstrated by the inclusion of equality-related objectives 
within the RMA Business Plan 2017-18. 
 
Key activities: 
 

o Publication of Equality Impact Assessments on the RMA website. 
o Continued development of the Risk Assessment Tools Evaluation Directory 
o Publication of updated Standards and Guidelines for Risk Assessment and 

Risk Management. These publications seek to bring consistency of practice 
across all offenders who present a risk of serious harm, irrespective of any 
inherent protected characteristic they have. The standards indicate that all risk 
practice should be tailored to the needs of the individual. 

o Work to explore placement opportunities for students. 
o Review of equality impact assessment processes. 
o Review of procurement policies and procedures. 

 
 
 
 



 

 

RMA employee information April 2017: 
 
Key facts: 
 

o As at 31/03/2017, the RMA employed 12 permanent staff inclusive of the 
Chief Executive. A further 4 staff were employed under fixed contracts. 

o The RMA currently has a 62%  / 38% split of female / male employees.    
o The RMA currently has no disabled staff. Considering the small size of the 

RMA, having only 16 employees, this is not noted as a concern.  
o All recruitment activity is made in accordance with the Equality Act, with 

diversity information collated separately.  
o The RMA provide 6-monthly update reports to the RMA Board on RMA human 

resource activity and statistics, which includes an analysis of the staff group. 
 

 

 



 

 

Disabilities and Ethnicity 
The RMA has no staff who consider themselves to have a disability. The ethnicity of 
all 16 staff is noted as White-British. 
 
Gender Analysis of Staff Group 
As at 31/3/17 the RMA employs sixteen staff, with a 37.5 : 62.5 % gender split of 
male and female staff.  
 
 
 

 
 
 
Age Analysis of Staff Group 
 
An analysis of the staff age profiles show a wide range of ages. The staff age profiles 
show that the highest concentration of staff are in the 36-40 age range. There is one 
member of staff in the 61-65 age range. 
 

 
 



 

 

 
 
 
The RMA operates a salary grading system, with each staff role assigned a grade 
through a job evaluation process (where 1 is the lowest and 10 is the highest grade). 
An analysis of salary grade by gender shows that the lowest 4 grades are occupied 
by female members of staff. The senior management team, grades 7 to 10, have a 
50:50 gender split: 
 

 
 
 
 
 
 
 



 

 

Gender Analysis of RMA Board 
 

 
 
During 2016/17 the Board of the Risk Management Authority comprised of 4 female 
and 4 male Board Members. The composition of the Board changed from the 1st of 
April 2017 with the appointment of new Board members, however following these 
changes, the gender split remains at 50% male and 50% female.  
 
 
 
Procurement 
 
The RMA uses the collaborative contracts and frameworks procured by the Scottish 
Government and Crown Commercial Services wherever possible. In these 
circumstances, equalities are considered as part of the process. 
 
Who we are and what we do 
 
The RMA’s duties focus on protecting the public by ensuring that robust and effective 
risk assessment and risk management practices are in place to reduce the risk of 
serious harm posed by violent and sexual offenders. The RMA is a non-departmental 
public body established in 2005 by the Criminal Justice (Scotland) Act 2003. The 
RMA is sponsored by the Scottish Government Community Justice Division. For full 
details please visit our website at www.rmascotland.gov.uk  
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