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 “Towards a More Employable Scotland”

12 June 2008

OUTCOMES OF DISCUSSION GROUPS

Task 1:  To identify any other issues and/or the key issues and barriers to progress from the input of Professor McGregor and the Panel Members and why these are selected by the group in terms of:

· education and skills development in terms of the needs of both employers and workers.

· health and well-being guidance and support.

Getting Our Priorities Right

1. There is a need to come to terms with the scale and complexity of the employability and skills problem.  Where and how do we prioritise our efforts?  Where can we make the biggest impact?  What should we stop doing to make the space?  What should be the timescale for bringing about change? 

2. There should be more focus on prevention.  We should focus on parents and on young people coming through the system and prevent future generations of ‘disaffected parents’?

3. Another approach to prevention is to invest more in early years education.

Meeting the Employability Needs of Individuals

4. A severe constraint is that many of the jobs on offer require relatively low skill levels and provide low pay with limited scope for progression.  We need to develop an economy which provides higher quality and more varied employment opportunities to encourage individuals to seek out career development and progressive opportunities.  Workforce development policies are critical to this.

5. More creativity could be deployed around helping people apply for jobs – 1 in 12 adults do not have skills to complete application forms effectively.  There is a need to exploit networks and contacts and value the practical and analytical skills to plan and manage one’s career.

6. Mental health problems in the unemployed population are hugely under-estimated.  This generates wider social problems, not only issues around employability.  More appropriate support services are needed and needed in a joined up way to create the space to support mental health and the cultural shift to work with it.

7. We need to work harder to engage effectively with people who do not think they need our help.  The status quo is a key factor in under-employment and uner-productivity.

8. There needs to be more focus on diagnosing and responding to the individual and this demands a greater degree of flexibility and customisation in our employability interventions.  This is harder in partnership working.

9. The key issues for 16+ learning choices is whether or not the offer is going to suit the needs of the individual, and for which individuals.  Provision and parity of esteem within the offer, possibly linked to SCQF, is vital.

10. Adult literacy interventions need to be enhanced to generate a base upon which employers and other organisations can build skills.  The value placed on CLD opportunities is currently underplayed.

11. We need to work hard to support skills development by micro-businesses which do not have specialist HR and training staff to deal with these issues.  Balancing the needs of individual and business customers is not always transparent.

Meeting the Skills Needs of Employers

12. There are issues about whether Sector Skills Councils accurately represent and present the needs of employers in relation to skills. 

13. We need to work hard to support skills development in micro-businesses, which do not have specialist HR and training staff to deal with those issues. (already covered)

14. Business timescales are often short and reactive – whereas the public sector moves more slowly and is driven by different things.  Can we find the common ground in this agenda?

15. There is too much emphasis on measuring skills through qualifications rather than distance travelled.  There is a need to look at what is delivered and how we measure all the skills developed as a package.  Wider achievement as well as attainment needs to be valued and measured.  The Recognition of Prior Learning is key to achieving this shift.

Linking Skills Demand and Supply More Effectively

16. There needs to be a major shift in orientation with much more emphasis on the demand for skills rather than the supply.  In effect, demand must drive supply.  Does everyone understand what this means conceptually and in practice?

17. We are qualifying people for jobs that do not exist and/or which require much lower skill levels.  We are creating very high expectations which are difficult against which we struggle to deliver.  Is SDS a jobs matching service?

18. With regard to training programmes: 

· There is never a clear enough link to work and they do not vary training to suit employers. 

· Employers say they need people with more effective soft skills, but how much do we invest in them. .

· The barrier is often lack of understanding of skills needed, cost and benefits to employers and engagement of employers in discussions of skill needs. Sector Skills Councils are supposed to do this – but do they?

19. Are employers always clear about what skills they need in relation to their workforce?  If so, this points more to sectoral skills solutions rather than national programmes.  SCQF is already pioneering sector specific qualifications.

20. Skills alone will not solve the productivity issue as it is dependent on many other factors.  Focus on skills development of people currently in employment to address the productivity gap.  Skills and motivation = productivity.  This is clearly where career guidance interventions can turn skill acquisition into skill utilisation.

21. There must be much more emphasis in ensuring that the skills which are developed are put into practice in an effective way so making a link between skills development, higher productivity and economic growth. 

Joining Up Agencies More Effectively

22. There needs to be much better links between organisations, and they should work together to identify and share good practice.

23. Links with schools need to be much better to identify and engage young people and offer appropriate support.  Schools need to take much greater ownership of this agenda with partnership support from the wider agencies and the community.  Education should be part of lifelong learning.

24. Organisations are driven by what they are measured on, and this does not always lead to the optimal result in terms of skills development.  The role of the new Concordat may bring the changes needed here.

25. The landscape is overcrowded.  There are too many agencies working with the same client groups – and groups of employers.  The skills infrastructure should be rationalised around bespoke, tailored solutions building on established good practice.  This is especially true in procurement terms.

26. Information sharing is a big issue, particularly in relation to client barriers and needs. 

27. Informal networks can be very beneficial in the labour market for individuals and service delivery for organisations.  It is important to share networks and share experience.  

28. Need to be much more joined up strategically, but building in local flexibilities. 

Setting the Right Framework

29. There needs to be much more flexibility.  Funding systems currently restrict flexible responses to the needs of: 

· individual clients.

· businesses, particularly micro-businesses.

Funding should be organised around the services, clients and businesses need.

30. Evaluation methods need to focus more on good practice rather than on financial issues. 

31. The politicians must collaborate to produce a period of stability upon which a more long-term approach to skills development and enhancing employability can be built. 

32. Localities and communities need to have a bigger say on how to promote employability and develop skills. 

33. Everyone has a contribution to make to this agenda. 

Task 2:  To review priorities for action, agree the top two priorities and state the reasons why they have been selected.

1. Find greater clarity around the focus of the employability effort. 

· Are we to focus on the needs of individuals or the potential contribution of skills interventions to the economy as a whole?

· Should we focus on early years and early intervention?  Funding for early years gives a greater return in the long term.  

2. Break down organisational barriers caused by: 

· funding streams and mechanisms.

· how skills are measured and recognised.

· attitudinal changes, such as different approaches to teaching where there is a need to move away from and too heavy emphasis on subject-based approaches.

3. Create an economic environment which facilitates the development of appropriate skills for the needs of employers.  As 80% of employers are SMEs, agencies need to have a better understanding of their needs and how to engage with them so that skills supply and demand can be linked more effectively. 

4. Pool resources.  There are a number of organisations with funding but they are not well linked.  

5. Connect more effectively between the demand for and the supply of skills, within an overall drive towards much more demand-driven interventions. 

6. Generate clarity about the effectiveness of voluntaristic approaches versus more structured and incentivised interventions. 

7. Identify and measure effective practice.  This should lead to more effective joined up working, to support individual needs through structured approaches to sharing good practices.  Within this, agencies need to get better at evaluating the effectiveness of their skills interventions. 

8. Policy and strategy should help create an environment which facilitates greater flexibility in delivery.  There is currently no policy for career guidance in Scotland: nor ambitions for a career development strategy linking the whole delivery providers.

