
Written submission from Asda in Scotland 

 

Asda is proud to be one of Scotland‟s most significant employers, with over 19,500 
colleagues working in our stores and depots across the country.  Our colleagues 
represent around 8 per cent of retail jobs in Scotland. In 2012 we hope to open four 
new stores, creating around 1,000 new jobs across Scotland.   
 
Asda is committed to helping more people across Scotland into work, and to 
improving the skills of young people and our colleagues.  
  
We have set ourselves the aim of becoming Scotland‟s retailer of choice for a 
vocational career. 
 
Opportunities for all 
 
Around a third of Asda colleagues in Scotland are aged 16-24, and for many young 
people we provide a first step on the employment ladder.  Because we hire for 
attitude and train for skill, we also offer a route out of unemployment for many people 
struggling to access the jobs market.   
 
We have stores in some of Scotland‟s most deprived communities and when we 
build new stores we work closely with our two main partners, Jobcentre Plus and 
Remploy, to ensure that people with long term unemployed backgrounds get the 
opportunity to join our workforce.  Around a third of applicants and new hires heard 
about the opportunity through our partnership with Jobcentre Plus.  
 
There is a great deal of competition in the workforce, and it‟s common when we open 
stores to see thousands of applications for the new jobs we create.  Between ten and 
twenty applicants for every post is not unusual and in some cases has been 
significantly higher.  We received around 5,000 applications for 300 positions at our 
new store at Straiton in Edinburgh.  Of the colleagues recruited, a quarter were 
previously unemployed and a quarter are 16-19 year olds. 
 
Skills and training 
 
Asda has recently revamped our training programme to support our colleagues at 
every stage of their career development, from hourly paid colleague to store 
management and beyond.   
 
In 2011 we launched the Asda Skills Academy, which allows colleagues to develop 
new skills in a specially tailored training programme and earn a recognised 
qualification.  
 
Our training partner is City & Guilds and every new start to our business undertakes 
12 weeks of accredited training. 
 
In 2011 we accelerated our apprenticeship programme with around 600 colleagues 
on the scheme in Scotland.  We are now working closely with Skills Development 
Scotland and currently have over 800 expressions of interest for the next intake. 
 



Our apprenticeships are work based and colleagues are given time during working 
hours to complete their studies.  We offer Level 2 and Level 3 qualifications.  This 
year we are also launching a Retail Honours Degree, giving eligible colleagues the 
opportunity to achieve a degree, debt-free, while working in store or depot.  
 
We recognise that we have a responsibility to engage with young people and 
enthuse them about retail as a career path.  As part of our Community Life initiative, 
every store partners with a school in their area to offer up to two weeks of work 
experience for 14-16 year olds. The programme is accredited by City & Guilds and 
provides vocational training credits. Our store managers and colleagues are also 
going into schools to engage young people in the opportunities that retail can provide 
and show them how they can get ready for the world of work. 
 

Written submission from the Federation of Small Businesses 

 
Introduction 
The Federation of Small Businesses campaigns for an economic and social 
environment which allows small businesses to grow and prosper.  We speak for our 
20,000 members in Scotland.  In this capacity we meet regularly with Scottish 
Government Officials, Skills Development Scotland, Job Centre Plus and local 
authority economic development representatives, amongst others, to help inform 
action taken.  The FSB is therefore pleased to be included in the Scottish 
Parliament‟s consideration of employability.  Given the current economic situation, 
employment and employability will obviously be high on the list of public policy 
priorities.  The challenges posed by such an urgent issue, with a wide range of 
stakeholders and variables are clear, while obvious solutions that have been tried 
and tested in such unprecedented conditions are less so.  With that in mind, below 
we have provided a flavour of the small business perspective on employability policy, 
which we hope will help with the Committee‟s considerations.      
 
Small businesses in Scotland1 

 Small businesses - businesses with fewer than 10 employees - represent 93% 
of the Scottish private sector.  

 Medium (100-250 employees) and Large (250+) enterprises comprise 2% of 
the Scottish private sector. 

 90,490 businesses in Scotland have at least one but fewer than 50 employees 
and these businesses employ 557,810 people or 29% of all private sector 
employment. 

 15% of private sector employment is provided by businesses with at least one 
but fewer than 10 employees. 

 Over the past decade in Scotland small businesses have created two jobs for 
every one shed by big business. 

 
The FSB membership 
According to our latest figures2: 

 80% of them employ one or more people in their business.   

                                            
1
 Scottish Corporate Sector Statistics 2011 

2
 FSB „Voice of Small Business‟ Member Survey, December 2011.  Responses:  1,165 



 Over 3,000 (about 17% of our total membership) employ more than 10 
people. 

 The rest employ between 1-9 people. 

 Our membership largely mirrors the situation in the wider Scottish private 
sector. 

 13% of our members say they expect to take on full time staff over the next 12 
months.  In terms of our membership, this equates to around 2,500 
businesses. 

 Slightly higher percentage (16 and 17%) expect to take on part time or casual 
staff. 

 
Other points about small businesses of interest3: 

 Analysis of the UK Labour Force Survey shows that unemployed individuals 
without a degree are significantly more likely to make transition to 
employment with small employers.  

 Small businesses are more likely to employ people with low or no 
qualifications than large businesses. 

 Small businesses are as likely as large businesses to employ people with a 
disability and more likely than large business to employ people for whom 
some kind of adjustment is necessary (flexible working hours etc). 
 

General position on employability policy 
In Scotland, typical policies to address unemployment focus on training and 
preparation for employment and supporting those furthest from the job market to 
become more employable:  i.e. the individuals to be employed.  This is the main 
focus of the Government‟s proposed Youth Employment Strategy, for example, 
which will inform the development of current and future interventions in this area. 
 
The FSB sees nothing inherently wrong with this approach in itself, particularly if the 
main aim is to improve the individual‟s  opportunities for self-development.   
Initiatives can achieve this aim without much involvement by small employers.  The 
ultimate aim of any „employability‟ activity, however should be employment and it 
therefore makes sense that design and delivery should include consideration of the 
employment opportunities in small businesses. 
 
Involvement of small employers 
Scottish Corporate Sector statistics over the past decade show that small 
businesses have been the net job creators of the private sector.  To an extent, 
current publicly funded activity does reflect this.  There are many small employers, 
for example, who host modern apprenticeships (the vast majority of employers 
hosting an apprentice are small to medium sized enterprises).    That said, feedback 
from our members suggests that the current arrangements are less useful for a 
proportion of small employers.    

                                            
3
 Small Businesses in the UK:  New Perspectives on Evidence and Policy (November 2008) 

http://www.fsb.org.uk/policy/images/fsbwestminster01%2012%20(3).pdf  

The FSB is about to publish a report building on the findings of this publication 

 

http://www.fsb.org.uk/policy/images/fsbwestminster01%2012%20(3).pdf


 
Those of our members who work relatively well with colleges and get involved with 
modern apprenticeships tend to be those offering traditional jobs that map to 
dedicated qualifications (e.g. beauticians, chefs, electricians, plumbers, engineers).  
However, many the jobs small businesses have to offer often do not fit a typical job 
title.  For example, a business might need one full time person to cover a range of 
duties from reception work and booking keeping to packing and delivery driving.  
Small businesses may not always be able to offer as high a salary as larger 
businesses, but employees often have far more room to shape and develop their role 
than those in larger organisations.  Advice to individuals and courses/programmes to 
improve employability are not set up to cope with these sorts of work opportunities.   
 
We believe that funded training schemes and employability initiatives have the 
potential for greater success if their design and delivery actively took account of 
small and heterogeneous nature of the vast majority of employers in Scotland.   If 
training programmes are to be relevant to small businesses, they will need to have 
sufficient flexibility and support built in to respond to small business demand and 
constraints. 
 
Examples of how this could be achieved include:   

 Consideration of alternative models for modern apprenticeships such as 
pooled apprenticeships arrangements (where a group of small businesses 
share an apprentice and oversee different parts of their training depending on 
their specialisms) and flexible arrangements in terms of when and for how 
long the apprentice/trainee is away from the work-place; 

 Flexible wage support schemes for small employers for the creation of new 
jobs 

 Provision of bite-size training and work placement options with support to 
businesses on how to supervise and assess training and performance  

 
Understanding small businesses 
It is important that the small business perspective is taken into account when 
seeking to engage small employers.  

 Small businesses do not have time to look around for opportunities to support 
young people into employment.  They are more likely to recruit, train or offer 
work experience to someone (or a provider)who directly approaches them –  
on the basis of a personal relationship rather than a national policy or scheme.  
Small employers often recruit or offer work experience on an informal basis – 
through word of mouth.  This activity tends to go on under the radar of public 
policy. 

 Small businesses are wary of national schemes as they suspect them of being 
overly bureaucratic, involving a high administrative burden, requiring 
significant compromise and cost for the business.  

 
If small businesses are to have a greater role in publicly funded employability 
activity, more resource needs to be put into reaching out to small businesses, to 
build relationships locally and negotiate content and delivery relevant to small 
business needs. 
 
Other observations 



While we recognise that factors other than small employer engagement need to be 
considered in relation to allocation of public money and activity to support 
employability, we have several observations which may merit further investigation.   
 

 Modern apprenticeships may not be the best training and recruitment solution 
for all small businesses (over half our membership say MAs are not relevant 
to their business), but because of the volume targets associated with them, 
they are often presented to businesses as the only training or recruitment 
option by advisers.  This is based on feedback provided to us by members 
who have contacted Skills Development Scotland (SDS) for advice. 
 

 The Employer Offer, administered by SDS, has consisted principally of up to 
£500 matched funding towards the employer cost of staff training (Flexible 
Training Opportunities) and the Employer Recruitment Incentive, which 
offered up to £2,000 to a business taking on an unemployed person from 
specific categories (such as leaving care, an apprentice previously 
unemployed for more than six months etc).  Concurrently, wage incentives 
and work experience opportunities are offered by Job Centre Plus and local 
authorities also offer a wide range of employability/wage incentive initiatives.  
SDS is attempting to bring information about all of these initiatives together in 
one place on a website – something the FSB has called for because of the 
confusion created by so many initiatives, and something which is a 
considerable task.  We have several concerns about these initiatives: 
 

o While employer facing initiatives are important and local tailored 
solutions at a granular level are needed (something which previous 
submissions to the Committee from the Joseph Rowntree Foundation 
and the Poverty Alliance have confirmed) there is the danger that 
duplication or confusion arises from so many different attempts to 
engage employers. 
 

o While, we support the principle of investment to engage employers, we 
are not aware of any evaluation of these initiatives‟ effectiveness – how 
much of an incentive do they really provide?   We believe this merits 
some investigation. 

 
o Many of these initiatives are short-term.  For example the Employer 

Recruitment Incentive run by SDS ran for one financial year and is 
currently unavailable pending a realignment with the Youth 
Employment Strategy.  It is clearly important that initiatives align with 
policy.  However, the job of communicating the support that is available 
to employers is made far more difficult due lack of continuity.  In 
addition to direct publicity and communication via business 
organisations, SDS relies on numerous local advisers, whether 
employed directly by them, or through local authorities and job centres, 
to communicate the offer to employers.  

 

 Because most employability initiatives start from the point of view of social need 
and focus on individuals or groups requiring training and support, the resulting 
offer to employers requires adherence to a strict set of criteria that preclude 



participation by small employers.  Large employers can dedicate time and 
resources to shape opportunities to fit the policy requirements but this is harder to 
achieve for smaller firms. 

 
Written submission from Cruden Building and Renewals Limited 

 
1.0 Current Employment Position 

1.1 Across a number of directly employed trades including Bricklayers, 
Joiners, Plumbers, Painters, Tapers & Labourers CBRL currently 
employ around 275 people. 

1.2 Head Office and Professional Staff including Contracts and Site 
Management amount to 85. 

1.3 Based on our current secured and forecast workload we would 
anticipate this total of around 360 to increase over the coming months 
to around 400 people. 
  

2.0 Current Number of Apprentices and Qualifications Attainable 
2.1 The current position with our internal Trades Full Modern 

Apprenticeship Scheme is as follows:- 
2.1.1 Joiner Apprentices  35No 
2.1.2 Bricklayer Apprentices    3No 
2.1.3 Plumber Apprentices    7No 
2.1.4 Painter Apprentices    6No 

2.2 The total number of trades apprentices currently employed with CBRL 
is 51No, of the current number of 4th year apprentices 13No will be time 
out this year and decisions are to be taken on retention. 

2.3 Successful 4th Year Apprentices will have SVQ Level 3, Advanced 
Craft and be halfway through an HNC in Construction, retained 
apprentices will be encouraged to complete this HNC in their first year 
as Tradesmen all costs being met by CBRL, currently around 60% of 
our 4th year apprentices are working towards HNC. 

2.4 Currently we have a Painting Apprentice who has followed through with 
this route and she achieved her HNC in 2011 and is now being 
supported to achieve an HND in 2012. 

2.5 Our intention is to place a further 13No people in our Trades MAS 
commencing in August 2013. 

2.6 We also offer and work with our employees to provide and support 
Lifelong Learning, and to this end we have supported 1No Contracts 
Manager to achieve MCIOB with a further 2No Contracts Managers at 
ICIOB level now moving on to achieve MCIOB. 

2.7 At Site Management level our 35No of our Managers and Site 
Supervisors have achieved SVQ Level 3 with 17No of these going on 
to achieve SVQ Level 4. It should also be noted that 12No of the 
supervisory site staff originally commenced with us as Apprentices. 

2.8 We also provide Professional Apprenticeships and have supported and 
promoted 3No Project Surveyors who have achieved BSc in Quantity 
Surveying, one of whom has been supported and promoted to achieve 
both MSc in Construction Financial Management & subsequently an 
LLM in Construction Law later this year.  



2.9 Currently we have 1No undergraduate Surveying Apprentice and 3No 
undergraduate Bonus Surveyors all working towards a BSc In Quantity 
Surveying. 

2.10 Through the Commonwealth Apprenticeship Scheme we also currently 
employ 3No administration apprentices. 
 

3.0 Historic Numbers of Apprentices 
3.1 Over the last 15 years we have supported and trained in excess of 

200No Trades Full Modern Apprenticeship candidates of which 50-60% 
have been retained in sustainable employment. 
 

4.0 Other Forms of Preparation for Employment 
4.1 Work with Secondary Schools & Colleges local to our major sites to 

provide coaching on written CITB tests, prepare and provide mock 
interviews to help improve presentation, communication skills and 
probably most importantly candidate confidence in their own abilities. 

4.2 CBRL also work with these establishments and local employment 
agencies such as Wise Group, Glasgow Regeneration Agency, 
Youthbuild, Barnardos, Routes to Work in Lanarkshire, Scottish Prison 
Service etc as well as our client base which is mainly locally based 
Housing Associations and Local Authorities. 

4.3 This interaction provides opportunities for work placement and work 
experience both on sites and at head office, we currently have 26No 
long term sustainable employment positions filled through these initial 
support roles. 

4.4 We find this route particularly successful in engaging children who feel 
dislocated from academic progression but still want to acquire skills, 
the current routes to Trades MAS requires initial written testing which 
we assist with to help them. The initial placements are supported to 
achieve grading as General Building Operatives obtaining their CSCS 
cards making them employable on any sites. 

 
5.0 Possible Further Improvements 

5.1 Increased targeted grant support to meet increasing costs both in 
College Fees and employment costs, which currently dis-incentivise 
others from engaging in this type of employment opportunity. 

5.2 We do not see the mutltiplicity of organisations being a barrier to this 
due to the localised nature of our employment strategy stemming from, 
initially, local contracts and clients meaning that smaller localised 
organisations are of assistance. 

5.3 The continued transferrance of grant from an attendance grant towards 
achievement grants is to be supported should the desired outcome be 
completion of the Trades MAS and qualified apprentices. 

5.4 Increased administration support provision by Employment Agencies 
would assist smaller companies in monitoring and administration of the 
schemes. 

 
 

 



Written submission from GTG Training Ltd 

GTG Training Ltd is a wholly owned subsidiary of Arnold Clark Automobiles Ltd and 
is responsible for all internal staff training as well as external commercial sales of 
business training and other support services.  The business model allows the profits 
made from commercial sales to substantially enhance the training provided on our 
Modern Apprenticeship programmes which benefits all external clients and not just 
Arnold Clark. 
 
This Thursday, 17th May, we will have 465 young men and women from 75 different 
Scottish businesses graduate as fully qualified Modern Apprentices.  Our 
apprenticeship programmes varied from 18 to 48 months, with a typical 
apprenticeship being 36 months.  Our single largest Apprentice Employer is Arnold 
Clark with circa 157 MA Graduates at this year‟s ceremony.  
 
The totals graduating represent a better than 80% start to finish completion rate and 
it should be noted that every single apprentice has been in paid employment from 
day 1. 
 
The following stats relate only to Arnold Clark (AC) as we manage the entire 
recruitment, selection and employment process for all their apprentices. 
 
Since 2009, 10% of the AC Apprentice intake has been specifically targeted at the 
most seriously disadvantaged youngsters in a partnership with the Prince‟s Trust, the 
“Get Into…” programme, specifically, Get Into Cars.  Last year we had our first MA 
Graduates from that programme and typically each year‟s Prince‟s Trust intake 
outperforms the traditional intake.  Work is ongoing to identify exactly why we are 
seeing this result and we are expanding our commitment to the programme into 
other sectors such as retail. 
 
Apprenticeship recruitment stats for Arnold Clark for 2011 intake (expected 
graduation 2014): 
 

 Number of enquiries for 2011 MA intake = 3810  

 Number of formal applications received = 2280  

 Number employed = 121 

 Number of applicants who after interview and test we would have employed = 
430  

 
Therefore: 
 

 Number employable who we did not have job opportunities for = 309 

 Number who were not employable at all = 1850 
 
Recurring themes for employability concerns in round table discussions with 
recruiters: 
 

 Poor attitude to others 

 No concept of citizenship 

 Poor communication skills 



 Poor understanding of standards expected 

 Shock at working hours expected (even worse if they are college leavers 
rather than school leavers) 

 A culture of wholly unrealistic expectations 

 Near zero understanding of negative consequences 

 Inability to make a decision based on anything other than, “I want!” 
 
It is desperately sad and thoroughly disheartening to hear professional recruiters 
with 20+ years experience of employing school leavers describe young Scots as, 
“Unsuitable for any employment.”  Yet, that was the case for 81% of our applicants. 
 
We acknowledge that we may well be recruiting at the lower end of the achievement 
spectrum and so it might be better to view us as a highly effective safety net, saving 
almost 20% from lifetime unemployment but we really do believe that more can be 
achieved for the unsaved majority with intelligent and innovative interventions 
provided there is the political will to effect change. 
 
We believe that interventions can be made through the Arts, through Sport and 
through young people‟s organisations such as the Army Cadet Force, Scouts, 
Guides, etc.  We would like to see far more promotion of the Duke of Edinburgh 
Awards Scheme and encouragement of youngsters to get involved in same.   
 
We believe that the single biggest issue causing difficulties for the transition from 
school to employment is the discrepancy in working hours.  Our apprentice intakes 
consistently describe a maximum of 18 hours in class per week, extended holidays 
and little or no access to extra-curricular activities.  Please note, this is a description 
of the pupil experience and not the teacher experience.  Those who transit to FE 
College rather than work re-emerge into the economy 1 or more years later with a 
further deterioration in concept of “working week” and we are increasingly concerned 
at the State Sponsored Babysitting nature of some College programmes rather than 
the specifically-targeted vocational training for near-guaranteed employment we 
believe tax payers money should be being spent on.   
 
However, whilst advocating for a timetable increase in the typical student week we 
do not think this should be a simple increase in existing activity, rather we think the 
time should be used to target those issues above which are disbarring young 
potential employees from any hope of actual employment. 
 
We believe that there is a significant and growing population of school leavers who 
need a non-academic and non-business intervention as their main issues are 
“engagement” based.  As a business we are now sponsoring organisations such as 
Scottish Opera and the Citizens Theatre where we can see active engagement with 
both youth and seriously disadvantaged individuals from all age groups.  We think 
there is a significant role for Creative Scotland to direct Government towards 
sensible opportunities for the public purse to be used similarly. 
 
We would be delighted to support the Scottish Parliament Finance Committee in any 
way we can to improve both the prospects for our school leavers and better prepare 
those school leavers to take advantage of those prospects. 

 



Written submission from Kelso Graphics 

Kelso Graphics is a family run printing and graphic design business based in Kelso 
in the Scottish Borders. Founded in 1973, it produces hard and soft back books, 
stationary, flyers, posters, reports, brochures, magazines and calendars. We have 
our own studio which means the whole process can be handled in house from 
original concept and design through printing of the final product. 
 We also have a full bindery and run top of the range Heidleberg presses. 
 
 Kelso Graphics have a hard earned reputation as traders who are dependable, 
ethical, professional and produce very high quality products at competitive prices. 
The testimonial page on our website demonstrates an extremely high level of 
customer satisfaction. 
  
Currently we have eight staff on the payroll including my husband and founding 
partner Clive Dibbern and myself Marie-Claire Dibbern. 
  
As an employer and former secondary school teacher I feel I have a unique insight 
into the incentives and barriers to employing apprentices. 
  
In our own company five of our current employees served their apprenticeships with 
us. In the last year two have turned forty (one is in fact now our business partner and 
production manager) and the third is now in his early thirties, so we know from 
personal experience that apprenticeships can lead to life long careers to the mutual 
benefit of employer and employee. 
  
Although we regularly take on youngsters on work experience, we have not for some 
time now taken on apprentices. This in part is due to the recession where, as with 
every business we have to run lean and every member of staff needs to be fully 
trained, experienced and paying their way. However there is no doubt that 
legislation, red tape etc is making taking the untried and untested a risk employers 
are increasingly unlikely to take. 
  
I look forward to expanding on these matters when I give evidence to the 
Finance Committee and sharing our experiences with the other delegates. 
 

Written submission from Highlands and Islands Enterprise  

Highlands and Islands Enterprise (HIE) welcomes the opportunity to submit evidence 
to this important inquiry.  HIE is the Scottish Government‟s Economic and 
Community Development Agency for a beautiful and diverse region covering over 
half of Scotland‟s landmass (including almost 100 inhabited islands) but home to 
under 10% of the country‟s population making it by far the most sparsely populated 
region in the UK. 

In the Highlands and Islands 77% of the potential workforce are economically active, 
considerably higher than the Scottish average of 71%.  Unemployment rates 
(claimant count) in this region have been lower than the national figure for the past 
eight years and the current rate (March 2012) at 3.1% remains well below the 
Scottish figure of 4.4%.  However, these positive factors mask the challenge of 
raising higher education participation rates, stemming the out-migration of young 



people – particularly from the more fragile parts of the region and providing the types 
of employment opportunities that will tackle issues of underemployment and help 
raise household incomes up towards the national average. 

HIE‟s vision is of the Highlands and Islands as a highly successful and competitive 
region in which increasing numbers of people choose to live, work study and invest.  
In pursuit of this vision we structure our interventions around four priorities, namely: 

 Supporting businesses and social enterprises to shape and realise their 
growth aspirations 

 Strengthening communities and fragile areas 

 Developing growth sectors, particularly distinctive regional opportunities 

 Creating the conditions for a competitive and low carbon region 
 

Action under each of these priorities helps provide employment and opportunities for 
people from all sections of society, including those furthest from the labour market 
and those most affected by the current economic conditions.  HIE has also taken 
action as an employer, reflecting the importance of the youth employment challenge, 
by taking on five graduates on year long placements, employing two Modern 
Apprentices and a further two young people through the Get Ready for Work 
programme. Proposals are being developed to increase the proportion of young 
people provided with employment opportunities by HIE to 5-10% of the workforce 
over the next 2-3 years.   

The following provides examples of the ways in which HIE investment contributes 
towards the Scottish Governments‟ aspirations in this area. 

Supporting businesses and social enterprises to shape and realise their 
growth aspirations 

While directing investment at ambitious businesses and social enterprises generates 
the greatest levels of economic prosperity for the region and for Scotland as a whole, 
making the link between those growth opportunities and the people who would 
benefit most from them is an additional challenge.  A key component of our work to 
attract inward investors to Scotland involves provision of training support to ensure 
businesses are able to recruit and train the people needed to make their investments 
competitive and sustainable.  Through our account management approach we also 
play a key role in introducing businesses to the offering of Modern Apprentices and 
other support available from Skills Development Scotland.  In addition, HIE‟s 
engagement with social enterprises includes support for organisations that not only 
contribute to economic growth but also provide valuable opportunities for those 
furthest from the labour market to find gainful employment  For example, we account 
manage New Start Highland, a social enterprise serving communities in the 
Highlands which provides support and assistance to the most vulnerable in society, 
including people who are dealing with the challenges of homelessness, long-term 
unemployment, or otherwise experiencing social exclusion.  Their aim is to support 
people to realise their potential as they work towards a sustainable future – for 
themselves, their families and their community.  New Start Highland currently 
employs 50 staff and provides employability skills support to around 100 people per 
year.  Other account managed Social Enterprises operating with an employability-



related social purpose include; COPE Ltd in Shetland, Homeaid Caithness, GREAN 
in Sutherland, Hebridean Chocolates, Columba 1400 in Skye and Fyne Futures in 
Argyll. 

HIE operates a Graduate Placement Scheme to help young people find high quality 
jobs right across the region.  To date 65 graduates have been supported, including 
14 placements with businesses and social enterprises located in fragile areas.  
(Clients in fragile areas can receive higher intervention levels to take on graduates, 
recognising the increased challenge of economic growth in those parts of the 
region.) 

Strengthening communities and fragile areas 

HIE‟s work to strengthen communities and to sustain and grow the socio-economic 
fabric of some of Scotland‟s most vulnerable places makes a considerable impact on 
engaging and supporting those most in need.  We have helped establish the Social 
Enterprise Academy which provides a range of learning opportunities for people 
working/volunteering in the Third Sector in the Highlands & Islands.  The range of 
support available has recently extended to include a bespoke programme called 
„Wide Horizons‟ for 16-19 age group who are in the More Choices More Chances 
support category.  A second programme, Growth through Leadership, is targeted at 
unemployed 18-24 year olds.  The first of these programmes will work with 120 
young people by 2014 and the second will work with 50 over the same time period. 

HIE is engaged with some 50 communities through its Community Account 
Management model. In each area a key community organisation employs a local 
development officer to develop and implement plans that support social, economic 
and cultural activities to strengthen the community.  Baseline evidence has been 
gathered for each community and progress made towards the implementation of 
their growth plans will be measured and evaluated over the next 3-5 years. 

Developing growth sectors, particularly distinctive regional opportunities 

Through our work to develop those sectors of the economy that have the most 
growth potential, there are a number of areas where activity supports skilled workers 
who might otherwise struggle to find appropriate opportunities.   

Homeworking, for example, offers flexibility to suit individual circumstances like 
caring responsibilities, compatibility with benefit entitlement or part time employment 
and may reduce childcare or commuting costs which can be particularly onerous in a 
rural area. It is especially attractive to people returning to work after a career break, 
those with caring responsibilities, disabled people, early retirees and those unable to 
commute for various reasons.  HIE has supported trial homeworking pilots and, 
following an independent evaluation, the model developed has now been 
mainstreamed by Vertex, a contact centre operator. In addition to employed status 
homeworkers, HIE is keen to stimulate interest in and highlight opportunities for self 
employed/freelance homeworkers.  HIE has also established a pilot on-line skills 
register for the business services sector to capture the skills and experience of 
anyone keen to find work on a full-time, part-time or home based basis in the 
business services sector.  This information will underpin efforts to stimulate demand 
from companies to employ homeworkers. 



Within the energy sector, the establishment of Nigg Skills Academy is a central 
component of our work to train and provide career opportunities to the workforce of 
the future. This new institution sees public and private sector partners working 
together to change the face of workforce training. The project is being funded by 
Skills Development Scotland, the Scottish Funding Council, Highlands and Islands 
Enterprise and Global Energy Group for an initial 12 month pilot project and will train 
a new generation of skilled workers, including 290 Modern Apprentices in its first 
year and aims to have trained 3,000 people by 2015 to take up jobs in the growing 
renewable energy sector.  As an innovative industry led model this project also 
allows the testing of a model which can be replicated across Scotland and be used 
by various sectors. 

Around 1,200 secondary school pupils across the region benefit from the HIE-run 
STEM skills project which provides state-of-the-art equipment to schools and has 
offered 600 pupil placements into industry.  Stimulating interest in careers requiring 
skills in Science, Technology, Engineering and Mathematics is essential if the 
Scottish economy is to continue to be competitive in the long run. 

Creating the conditions for a competitive and low carbon region 

Research undertaken by HIE to understand the migration choices of young people to 
and from the Highlands and Islands has informed our priorities and aided the 
identification of key investment priorities.  For example, provision of Next Generation 
Access Broadband services is critically important to the long term sustainability of 
the region and in making it an attractive place to live, work, study and invest.  HIE is 
taking a lead role in ensuring this underpinning infrastructure provides a level playing 
field for businesses and communities from which to compete – and recognises that it 
has a disproportionately beneficial impact in very remote and fragile communities 
where distance to markets is a constraint on growth potential. 

Summary 

HIE is able to make a material impact on the challenges of employability which affect 
some of the most vulnerable members of society.  With a particular focus on the 
most fragile communities we work towards ensuring that opportunities participate in 
the economy, generate growth and share prosperity are available to all.  Our 
involvement with social enterprises helps provide a route to employment and 
participation for those furthest from the labour market and our work in partnership 
with other public bodies is designed to maximise the impact made on those most in 
need. 

 
 
 

Written submission from Menzies Glasgow Hotel 
 
Here at Menzies Hotel in Glasgow we fully appreciate how difficult it can be in times 
like these to secure employment. To this end we work with a variety of schools to 
encourage pupils to visit the hotel and to give them an introduction to this industry 
and highlight the scope of job opportunities that are available in this expanding 
sector. We also work with agencies such as Remploy, the Wise Group and the Job 
Centre who are dedicated to placing back into employment individuals who, for a 



variety of reasons have either been unable to gain employment or who have 
experienced circumstances that have left them unemployed for a substantial length 
of time. 
 
The diversity of jobs in this industry makes it an ideal place for candidates to be 
reintroduce into the work place with a view to them gaining confidence and work 
experience that they can build on and further their careers.    
 
“These initiatives have become of great personal interest to myself due to my own 
background and to where I am today”. 
 

Written submission from Minerva People Limited 

Tricia Hunter is a director and founder of Minerva People Limited, an independent 
training and recruitment company based in Dumfries.  This company has won many 
awards (including Modern Apprenticeship Training Provider of the Year in 2010). 
 
The company delivers Modern Apprenticeships and Training for Work in the 
following areas Hospitality, Childcare, Management, Customer Service and 
Administration.  Key to this is securing employment places for 16-24 year olds and 
job outcomes for those on Training for Work.  Minerva works closely with employers 
and Job Centre Plus as it also runs its own Recruitment Agency.  Minerva has 
frequently taken on Modern Apprenticeships, Training for Work and Graduates into 
their own business but all required significant training and development, being 
mentored and receiving on-going support for a number of months before contributing 
to the business but are now valued employees.  
 
Tricia‟s current and recent experiences relevant to Employability theme - 
 

 MD of Minerva People Limited 

 Director on the Board of Dumfries and Galloway Chamber of Commerce 

 Represented Dumfries and Galloway Chamber of Commerce on the Fairer 
Scotland Strategic Group and Jobs Fund in Dumfries and Galloway 
 

Current initiatives to improve the employability of individuals experiencing 
high levels of multiple deprivation, including the use of modern 
apprenticeships, work places and training places 

National training programmes are very beneficial but it would be an advantage for 
individuals experiencing high levels of multiple deprivation if they could have a 
Link/Key worker attached to them throughout their development whom they trust and 
have built up a relationship with, who also understands their personal circumstances.  
This would be a vital support, as it is not always appropriate for an employer or 
training provider to know personal details and family situations.  This key worker 
could be a very strong support for the young person, employer and training provider. 

How such initiatives are being evaluated 

 As training providers we have to evaluate our programmes as well as external 
evaluations through Skills Development Scotland 



 Jobs Fund (with wage subsidy) – Dumfries and Galloway – still currently being 
delivered but it is planned that an external evaluation will be carried out in 
autumn 2012, when programme is completed.  Findings will be shared with all 
involved. 
 

The relative success of such interventions 

Get Ready for Work and Targeted Pathway programmes, as well as others, are 
beneficial for upskilling, giving trainees tasters of work and enabling them to be 
better prepared to apply for a Modern Apprenticeship opportunity.  Employer 
recruitment incentives have certainly helped to secure more places for young people 
especially in Micro/SME businesses.  However, we believe the full amount should 
not be given to the employer just after sign up. Half paid up front and either half mid-
way or better still on completion.  This would allow additional starts to be supported 
as not all will complete, therefore providing better use of public money.   Modern 
Apprenticeships often take one year plus to complete and once someone has been 
in a company for a year they could become a valuable member of the team and less 
likely to be asked to leave.   

What barriers to success have there been 

In rural areas with mainly Micro/SME businesses, it is difficult finding employers 
willing to take young people on as some of the work is seasonal, transport difficulties 
arise if working unusual hours eg – hospitality and releasing staff for training. 

If an employer (particularly Micro/SMEs) has had a bad experience with a training 
programme at some point, it takes a great deal of effort to engage with them again.  
Many employers comment on young people‟s poor attitude, poor basic core skills, 
self-presentation, time keeping, reliability and concentration in the workplace.  

There is a big pool of employable candidates available and Micro/SMEs are more 
likely to take an experienced or older person.   

What further action could be taken 

Employers particularly Micro/SME companies, find there are too many initiatives and 
this is confusing, off putting and a disengagement.  This is often why they do not 
take part. 

Employers are being targeted by so many organisations for work experience, 
placements, training, jobs, etc including being targeted by national companies with 
incentives that are only relevant in England. If employers make their own enquiries 
they find it bewildering or they are not eligible for support when employing a new 
person so give up.   

A one-stop brokerage service may be an advantage and perhaps Local 
Authorities/Community Planning Partnerships could be developed in this but it would 
have to ensure that they engaged with all providers – public, private and third 
sector and market for everyone meeting the local need. (This service could be 
commissioned locally).  If a neutral body undertook this, they could inform employers 
of the best option for their consideration and contact all providers able to offer the 
service.  Employers and providers then engage and the process moves forward 



positively for the young person.  If a Link/Key person is required to support the young 
person for a number of months then this keeps the Local Authority and its support 
services in the loop for all concerned. 

When funding is supported through a wage subsidy over a year for instance, this can 
be good but consideration of tapering the monthly amount after six months may be 
better so employers are not reliant on the subsidy. An employer requires more 
support initially when employing new people. 

Micro/SME Employers may require support to be good employers of young people. It 
is a big commitment and a risk. Sometimes it is easier and cheaper to avoid 
employing young people. Micro/SME businesses are unlikely to have an HR 
department or specialist and may not have the necessary skills and experience when 
recruiting, selecting and inducting new young staff as well as the associated 
employment/HR expertise required when things go wrong, identifying and utilising 
appropriate training methods and this can put them off being involved. 

As Scotland is made up mainly of Micro/SME businesses a great effort should be 
made to help encourage businesses to be sustainable as well as grow and support 
them to take on even one person – full time/part time – as this could drastically 
reduce unemployment. 

Written submission from Negotiate NOW 

Negotiate NOW was set up as a web based company, on a commercial basis but 
with a passion for creating something with a social conscience that could benefit the 
disadvantaged in Glasgow and ultimately further afield. At the beginning the 
company was about the Negotiate NOW online directory which promotes local 
businesses (a maximum of 10 from each sector) to the general public who, by the 
use of a membership card, could claim an average of 20% discount on that 
companies products and services. Creating a win, win situation for all involved.  

The idea was to take unemployed, disadvantaged people in the area, train them and 
give them a chance at improving their station in life. We saw that the only way this 
could work properly is if it‟s equitable for all – both parties really had to win. Those 
we employ are trained, not just for the job in hand but socially, given motivational 
training, improving their confidence and helping them to increase their own self 
esteem by proving that, given the chance, they could control their own destiny far 
more. 

At the beginning, when we were based in Merchant City in the Centre of Glasgow we 
employed 18 individuals who were unemployed and disadvantaged, and it nearly 
ruined us financially and mentally. However, we persevered and over the past year 
have employed some 30 people, some of whom are still working with us. 

As the business has progressed we‟ve broadened the spectrum by creating a sister 
company, Business Growth NOW, which offers business development services such 
as marketing, sales and social media and this has led us to be able to bring an even 
stronger training programme into the mix. There are numerous opportunities in our 
business for those willing to learn and to apply themselves and we firmly believe that 
amongst those who are disadvantaged and perhaps at a very low ebb, there are 
many who have a great deal to give. 



By investing time and energy into those people, a strong work force can be created 
... and that work force can be useful and valuable members of society spending their 
hard earned money locally within their community. Helping these individuals to be 
proud of their achievements and themselves as grow is worth its weight in gold. Self 
esteem and pride keep people on track.  

It‟s our intention to create 100 jobs for the disadvantaged within our Bridgeton offices 
and, if we can get it right, to replicate the model in other areas. 

 
Written submission from the Scottish Council for Development and Industry 

1. SCDI is an independent membership network that strengthens Scotland‟s 
competitiveness by influencing Government policies to encourage sustainable 
economic prosperity. SCDI‟s membership includes businesses, trades unions, 
local authorities, educational institutions, the voluntary sector and faith 
groups. 

 

SCDI Initiatives with Employers, Government, Schools and Young People  

Step Forward Scotland  

2. The Committee asked specifically about SCDI‟s work with the Scottish 
Government and employers, which is referenced in the Scottish Government‟s 
Draft Youth Unemployment Strategy. The Association of Chief Executives of 
Voluntary Organisations‟ Commission on Youth Unemployment estimated that 
in 2012 the total cost to the UK Economy of youth unemployment at is current 
levels in terms of lost output is likely to be £10.7 billion. While graduate 
unemployment is a significant problem, young people with lower levels of 
skills are far more likely to be unemployed. As a result of the increasing 
priority which these issues have had for SCDI and our members, SCDI has 
organised two discussions over the last year, the second of which was held in 
December 2011. This involved senior representatives from Scotland‟s largest 
private sector employers, the Cabinet Secretary for Finance, Employment and 
Sustainable Growth and the Smith Group. The companies in attendance 
(Arnold Clark; ASDA; BP; BT; First Group; Lloyds Banking Group; Microsoft; 
Royal Bank of Scotland; Royal Mail; SSE; ScottishPower; Stagecoach Group; 
and Standard Life) employ c. 100,000 people in Scotland, 14% of whom are 
aged 16-24.  
 

3. To inform the discussion, SCDI surveyed the employers. This showed that: 
 

Current Action 

 Companies with statistics on work experience have an average of one 
work experience place for every 48 employees 

 16% of work experience places result in a direct offer of employment 
from that company 



 More than 2,000 apprentices are employed by these companies in 
Scotland 

 Of the apprentices, 600 are for development of existing employees, 
1,400 were employed as apprentices 

 

Skills Demand 

 Companies expect to recruit at least 8,500 new employees over the 
next 12 months 

 Skills requirements from new employees include „soft skills‟, positive 
attitude, confidence and a passion to learn 

 

Skills Landscape 

 Many companies engage with a large number of community 
programmes and organisations, including Barnardo‟s, Prince‟s Trust, 
Young Enterprise, Common Purpose etc 

 Companies have a positive relationship with Scottish Government and 
Skills Development Scotland, but believe speed of delivery is crucial to 
success 

 Companies also engage extensively with colleges, universities, private 
providers and trade unions on the youth unemployment agenda 

 

Challenges  

 Providing the help needed at the right time 

 Navigating the different organisations involved 

 Spending a lot of time for limited reward 

 Negative young people‟s perceptions of the workplace 

 Lack of relevant work experience 

 Few low-skill roles available 

 Reduced staff turnover and high volume of applications 

 Poor attitude and understanding of standards required 
 

Opportunities 

 Companies‟ willingness to engage with communities 

 Large number of programmes underway 

 High retention of apprentices and young staff 

 Employers willingness to take a risk with young people 

 Employment raises the aspirations and confidence of young people 

 Lots of organisations are willing to engage in this area 
 

Supply Chains/ SMEs 

4. There was widespread agreement that large organisations can have a 
significant impact on this agenda by engaging as youth employment 



ambassadors in their local business community and supply chains. This will 
have a particular impact on SMEs. Acting as ambassadors and leaders for 
their supply chains, particularly for the SMEs in their supply chain, and 
working through local trade organisations to influence local SMEs, large 
organisations can mobilise small business leaders to take further action on 
youth unemployment. Many large organisations have extensive training 
facilities and staff development materials and websites which they would be 
happy to open up to SMEs taking on unemployed young people. 
 

5. SCDI has since been working with large employers in Scotland to organise a 
series of discussions with their supply chain. As part of this work, a BP 
Strategic Suppliers Engagement Event took place earlier this month. Among 
the conclusions at this first meeting were that there is a need for businesses 
to work with the skills sector to raise the aspirations of young people. 
Recruiters should look at the potential of the person, not only their 
qualifications, and consider competencies rather than simply their time served 
in the industry. It was suggested that operators‟ tender processes could play a 
role. Skills development and trainee recruitment could be proactively included 
into tender documents.  

 

Young Engineers and Science Clubs Scotland  

6. A study last year from the Organisation for Economic Co-operation and 
Development (OECD) has found that the UK‟s education systems perform poorly 
in international comparisons of how pupils from disadvantaged areas succeed 
academically and in the jobs market. OECD researchers found low levels of self-
confidence among disadvantaged pupils when asked about their approach to a 
science topic. Self-confidence and motivation were found to be key factors in 
whether such pupils can succeed, and mentoring schemes can be particularly 
beneficial. They recommend “providing more opportunities for disadvantaged 
students to learn in class by developing activities, classroom practices and 
teaching methods that encourage learning and foster motivation and self-
confidence among those students."  
 

7. Thanks to increasingly support from many of Scotland‟s leading companies 
and from the public sector, SCDI‟s network of Young Engineers and Sciences 
Clubs has expanded significantly in the last five years. Clubs are now active in 
over 550 primary and secondary schools around Scotland, with a total 
membership of more than 10,000 girls and boys participating. The conclusions 
in the OECD‟s study reflect SCDI‟s own experiences. Funding to expand the 
network in Inverclyde and Dundee City was secured from Determined to 
Succeed‟s More Choice, More Chances. Evaluation showed that this has 
increased the motivation and improved the team-working skills of pupils, as well as 
increasing their enthusiasm for and confidence in utilising technology, and 
supporting delivery of the Curriculum for Excellence. Reaching schools in 
areas of economic disadvantage is a main aim of the Tomorrow‟s Engineers 
programme, and SCDI has been working with partners to provide significant 
resources to schools with the greatest academic challenges. Feedback from 
schools has been very positive, particularly about the motivational effects of 



involving pupils in hands-on Science, Technology, Engineering and Maths 
activities in a club environment. It is clear that many disengaged pupils in a 
normal classroom environment can become more participatory within the less 
structured club atmosphere. Staffing and funding issues are the biggest 
concerns for schools in establishing and maintaining clubs, and a mixture of 
sustained financial and ambassadorial support from both the public and 
private sector partners is generally needed to enable continuity. 

 

SCDI Employment 

8. As an SME, SCDI has sought to support action to encourage youth 
employment. We have recently employed three young graduates, with a third 
to start work in Policy shortly, the latter with the support of the Commonwealth 
Jobs Fund. SCDI is encouraging members to consider their policies and 
opportunities available.  

 

Further Evidence for Committee  

 Initiatives 

9. SCDI appreciates that the Committee is not only interested in the 
employability of young individuals experiencing high levels of multiple 
deprivation. For people who have been in care, ex-offenders and/or 
experienced long-term socio-economic disadvantages, social enterprises are 
often a good place to start from where they may move to private sector 
employment and SCDI would highly commend the work of social enterprises 
such as the Wise Group in this regard.  
 

10. Just as tackling graduate unemployment and under-employment is crucial to 
open up opportunities in the labour market for young people experiencing high 
levels of multiple deprivation, tackling unemployment among young people 
from these backgrounds is a key step in starting to address long-term 
unemployment.  
 

11. Early intervention to prevent disengagement from learning of children in areas 
where there is long-term unemployment is crucial. This needs to start in a 
child‟s earliest years. They need to be given confidence to think about what 
they are good at, and their pre-schools and schools need to understand their 
individual motivations and learning styles, and offer flexible teaching methods 
and appropriate support. From an early age, they need to be encouraged to 
consider the life-affirming personal, social and financial benefits to them of 
being in work. SCDI welcomes the greater emphasis on collaboration and 
prioristisation of resources for the early years strategy and preventative 
spending following the recommendations of The Commission on the Future 
Delivery of Public Services.  
 

12. The Curriculum for Excellence needs to embed employability skills into 
learning. An increasing number of businesses, colleges and universities work 
with schools, for instance through mentoring and volunteering by their 



employees, to raise aspirations, guide young people on the opportunities and 
expectations of future employers, and support the development and the 
delivery of the curriculum. For example, Scottish Water‟s target is to have 
more than 100 volunteers work experience coaches, each of whom has 
attended a 2.5 day training programme. The Curriculum for Excellence should 
be closely related to the local economy and economic opportunities. The 
Western Isles is currently an exemplar.  
 

13. Careers information and guidance is a vital service, particularly for young 
people to make the right choices in education to support their future career 
ambitions. Skills Development Scotland and others are conducting good work 
in this area – including the recently-launched My World of Work project which 
is a welcome development – however parents, education, businesses and the 
public sector can all do more. Careers and guidance officers require specialist 
skills and should receive substantial professional development, involving the 
private sector.  
 

14. For those young people most at risk of not going into positive destinations, it 
is vital that they accelerated into work as soon as possible and supported in 
work.  
 

15. Modern apprenticeship programmes are an increasingly valued entry route 
into employment across a growing range of sectors. However, some people in 
positions of influence continue to regard them as old-style apprenticeships. 
The number of apprenticeships in the Scottish workforce remains lower than 
in many countries. Work must continue to increase knowledge of the range of 
apprenticeships available and the age range of the people who are eligible to 
participate within them. Modern apprenticeships need to be promoted as a 
vocational route which has a parity of esteem with higher and further 
education.  
 

16. Work placements and work trials are also very valuable tools and, again, 
there is a need to change the perception that they provide “cheap labour” to 
employers. A central agency, such as Skills Development Scotland or the 
Scottish Funding Council, could take on responsibility for acting as a broker, 
finding places through their partnerships with employers and then matching 
these with young people looking for work placements. This central 
organisation should also investigate ways of removing the bureaucracy or 
perceived bureaucracy for employers. 
 

17. Businesses which have offered lower entry level requirements for young 
people experiencing high levels of multiple deprivation have reported negative 
outcomes such as poor motivation and extremely high levels of dropout rates. 
While SCDI would encourage businesses to do all that they can to be flexible 
about opportunities, interventions are far more likely to be success if they are 
earlier and help these young people compete on merit, especially on 
employability skills.  
 

18. Employers can be confused and frustrated by the diverse and increasing 
range of incentives and programmes available within each local authority 



area. The paperwork required in each case can discourage companies, 
especially SMEs, from becoming involved. A joined-up approach, single 
source of information and simplified processes for employers would be likely 
to increase their participation.  

 

Other Barriers 

19. Generally lower levels of exports and innovation in the Scottish economy than 
in many other developed economies have an impact on employment 
opportunities throughout society. Many businesses have been unable to 
employ as many apprentices as they would like to due to ongoing challenges 
of access to credit. 
 

20. There is often a need to take a “whole family” approach to overcome the 
barriers, perceptions and social conventions which help to perpetuate 
unemployment in areas of multiple deprivation. Young people may be under 
pressure from their family not to take up opportunities because these are not 
valued or others within the household fear that there would be an impact on 
their wider welfare benefits. The current benefit system does not encourage 
take-up of entry level jobs. 
 

21. SCDI places a high priority on action to address youth unemployment. 
However, it is concerned that the new emphasis which is being placed on 16-
219 and then 19-24 year olds within post-16 education will, while not 
specifically excluding older learners, increasingly marginalise them, 
particularly in colleges. Many college learners over 24 are women who could 
therefore be particularly affected.  
 

22. Digital participation is increasingly key to accessing opportunities for training 
and employment. Social media offers great scope to be single source of 
online information and can be very successful. A growing number of 
employers also use social media in an attempt to make young people aware 
of their apprenticeships. However, individuals in areas of multiple deprivation 
are less likely to have access to ICT resources and take-up of broadband is 
lower. There is a need to make ICT accessible and train people on how to use 
it in their daily lives.  
 

23. The key industries approach of the Scottish Government Economic Strategy 
and its Enterprise Agencies is one which SCDI generally supports. However, 
the key industries do not always align with high participation sectors or, 
indeed, those sectors which are likely to experience the most significant 
employment growth. It is important that these sectors are also regarded as 
offering good opportunities. 

 

Further Action  

24. There is a continued need to join-up activity and incentives in this area and 
ensure that it is as seamless as possible for businesses, especially for SMEs.  
 



25. The public sector should work with the private sector to ensure that the 
procurement system produces secondary benefits in skills and employment. 
SCDI has suggested that employers that commit to providing opportunities to 
suitably qualified local unemployed people (either jobs or apprenticeships) 
should receive additional points in the procurement system. This principle 
could be implemented through the Scottish Government‟s Sustainable 
Procurement Bill.  
 

26. SCDI welcomes the increasing flexibility of delivery in the education system to 
meet the needs of the learner, including those in full-time employment, such 
as part-time study, entry into years two or three of a degree and distance 
learning. However, this provision needs to be „normalised‟. The funding 
anomaly that restricts the take up of part-time study must be resolved. 
Students should be able to change their mode of study during a course as 
their circumstances change. 
 

27. Businesses should ensure that experience requirements are not an artificial 
barrier to recruiting young people with the necessary skills and/ or potential. 
There should be a greater recognition of all prior learning and not only 
academic.    

 

Written submission from Scottish Enterprise 
 
Scottish Enterprise (SE) welcomes the opportunity to present evidence to the 
Finance Committee on the role of the business sector in improving employability.  
We make a direct contribution in this area through; 
 
Creating opportunities: 

 our work with Scottish businesses to help them to grow and create 
employment 

 bringing new businesses to Scotland  
 
Overcoming barriers: 

 raising employers‟ awareness of the available support 

 highlighting the challenges and opportunities the companies we work with 
are facing to our partners 

 
In the quarter ending March 2012 the Scottish employment rate rose to 71.2%, 
above the UK rate of 70.5%.  Over the same period unemployment fell to 8.2%, level 
with the UK rate.  However, youth unemployment remains a significant challenge, 
with the rate standing at 23.1% for 16-24 year olds, above the UK rate of 21.9%.  
 
The scale of the youth employment challenge and the direction outlined in the 
Scottish Government‟s Youth Employment Strategy requires a concerted response 
from both public and private sectors. 
 
CURRENT CHALLENGE  
 



During economic downturns and periods of high unemployment, youth 
unemployment (individuals aged 16-24) tends to rise quickly and takes time to return 
to pre-recessionary levels. Since 2008 youth unemployment has risen from 55,000 to 
over 100,000 meaning that 1 in 4 of Scotland‟s young people are out of work. To 
understand the nature of the challenge it is important to look below this headline 
figure.  
 

               

Unemployment within 16-24 year olds (2011)
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In a labour market with stronger demand, the 44,000 individuals with some 
qualifications and the 35,000 engaged in full time education are likely to find their 
way into the workplace with some support, e.g. work experience, internships and 
supported transition into employment. Current conditions mean this is less likely to 
be the case.  SE is playing its part to help address this through our frontline staff, 
working with growth companies and sectors to increase demand and encouraging 
companies to consider young people as potential recruits. 
 
Two further points of context are relevant: 

 it is important to recognise that not only will young people benefit from the 
employment opportunities that arise from sustainable growth, but they are a 
vital part of the talent pipeline required for future growth 

 there are strong regional variations in youth employment rates.  To ensure 
public and private sector efforts are directed appropriately it is important to 
align these variations with our understanding of growth opportunities. 

 
PARTNERSHIP APPROACH 
 
Effective partnership across the organisations with responsibility for skills, education, 
employability and economic development underpins the delivery of the 
Government‟s Youth Employment Strategy. This includes effective sharing of 
information, analysis and intelligence. 
 
Strong partnership delivery in skills, education and employability is vital, but must be 
complemented by the contribution that SE, Scottish Development International and 
Highlands and Islands Enterprise can make in creating the right conditions for 
economic recovery and subsequent jobs growth and in encouraging employers 
to provide jobs and work experience opportunities. 
 



We continue to work with Skills Development Scotland, the Business Gateway, local 
authorities, local employment agencies and others to help young people to find jobs.  
Specifically we; 
 

 make companies aware of the benefits of introducing fresh talent to support 
their growth plans 

 ensure that our education and skills partners understand the picture of the 
demand for skills and potential jobs from growth sectors  

 maximising the employment opportunities from our major investments e.g. 
Fife Energy Park 

 
Working with partners, we must take advantage of every tool at the disposal of the 
public sector, and be creative in our endeavours to raise employment opportunities 
throughout our work in enterprise areas, regional selective assistance, and 
inward investment. 
 
SCOTTISH ENTERPRISE‟S ROLE 
 
At a strategic level, we work closely with Scottish Government and key partners on 
how best to positively influence business, drawing on our experience in working with 
business, securing investment and creating employment.  
 
We support around 10,000 companies each year, and this includes our intensive 
work with over 2,000 of Scotland‟s fastest growing companies.  These 2000+ 
companies employ more than 300,000 people.  We help them to sustain and grow 
this figure and anticipate that our business plan 2012-15 will help create 13,000 to 
19,000 new jobs.  Our direct front-line support to business places us in a unique 
position to understand the recruitment challenges and opportunities in a vital part of 
the economy and allows us to raise the issues of recruitment, skills utilisation, talent 
attraction and development within the context of planning for growth within each of 
these companies.  We deliver a range of activities to support growth including 
leadership development, trade and export, and helping companies with access to 
finance.   
We gather real-time evidence from those companies with whom we work closest.  In 
our most recent survey of account managed companies, period ending March 2012, 
50% told us they anticipated increased employment in the next six months. This 
type of insight means we are able to respond effectively with other agencies to job 
creation opportunities.  These surveys also tell us that a number of our account 
managed companies are not seeking funding but have growth plans they could 
implement if funding could be secured. 
 
Recognising that access to finance is critical for growth plans, and job creation, we 
are currently building upon our existing work on financial readiness, which supports 
300+ businesses a year to identify and secure a funding package from a variety of 
sources both public and private.  We have put in place a dedicated team of 
specialists to work with an additional 100 companies this year, to revisit and explore 
their growth plans, review their corporate finances, and identify appropriate sources 
of funds. 
 



Finally, in addition to the work we do with companies, both individually and with 
partners, SE will continue to do all it can do as an employer, identifying the most 
appropriate job opportunities suitable for young people across the organisation and 
extending our participation in work placements for school pupils and students.  
 
CONCLUSION 
 
SE is committed to making a material impact on the employment challenges, in 
particular for our young people.  We focus on helping employers to grow, so that 
they can recruit more people and raise awareness of the benefits of tapping into the 
latent talent pool.  Joint working will be essential so that all partners play to their 
strengths and, together, we deliver all we can for Scotland.  
 
We trust that this submission is helpful to the work of the Committee and we look 
forward to the evidence session on 23 May 2012. 
 
 

 

 

 

 

 

 

 

  


