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SCONTO

Anneliese Archibald SCONTO (Chief Executive)
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3. Lifelong Learning Inquiry: The Committee will consider a paper proposing
research support for the inquiry

4. Budget process 2002-3 (in private): The Committee will consider a draft report
to the Finance Committee.
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Ext. 0131 348 5207
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Information prepared for Scottish Executive Enterprise and Lifelong Learning
Committee Meeting on 31 October 2001

Company Profile:  AXEON

AXEON was founded in 1998 with the objective of creating a leading edge global
electronics company in five years.  The company currently employs 33 people and its
headquarters are in Aberdeen, Scotland.

As a Semiconductor Intellectual Property (SIP) Company, AXEON delivers design
building blocks to the semiconductor industry, enabling the rapid development of very
complex microprocessor chips. AXEON’s technology uses unique Learning Algorithms,
to enable the rapid development of high performance solutions to complex and uncertain
data problems. AXEON’s Learning Approach eliminates the need for complex
application development environments and compiler tools, hence reducing cost of
deployment and training needs for customer engineers. The Learning Approach also
enables extremely rapid product development times for AXEON’s customers and
consequently allows speedier time-to-market with significantly reduced development
costs. AXEON’s products are marketed under the name VindAX, and are ideally suited
to the high performance, low power, low costs needs of the automotive, communications
and consumer electronics markets.

More information is available at www.axeon.com

Colin S Turnbull
Vice President of Corporate Communications

AXEON Limited
Davidson House
Science and Technology Park
Aberdeen
Scotland
AB22 8GT

Telephone: +44 (0)1224 338383
Fax: +44 (0) 1224 338388

cturnbull@axeon.com



SUBMISSION BY THE NATIONAL TRAINING PARTNERSHIP LTD SCOTLAND

Background and Introduction

The National Training Partnership Ltd was formed in February 1993 following a
review by the Employment Department of contracting arrangements for national
organisations involved in the delivery of government funded training via Training and
Enterprise Councils (TECs) in England and Local Enterprise Companies (LECs) in
Scotland.
 
The company was developed initially using input from Employment Department
Staff, Training and Enterprise Council Senior Executives, Price Waterhouse, national
training providers and national employers.
 
Prior to April 2001, the National Training Partnership was the largest multi-
occupational contract management organisation in the UK.  Its primary function was
to help TECs and LECs and national organisations work together effectively.  As an
honest broker our prime role was to deliver contract management services.  This
entailed:

•  supplying management information
•  validation of trainee documentation, claims and payments
•  reconciliation of payments and actual delivery
•  conducting FAM, quality and health & safety visits in line with DfEE standards
•  developing quality assurance in accordance with the Training Standards

Council criteria
•  performance management of national providers.

In the contract year 2000/2001, NTP delivered over £31 million of provision to 65
TECs and 22 LECs.
 
In response to requests for additional services from customers, the board of The
National Training Partnership, wishing to protect the integrity of the company, agreed
to form the NTP Group in September 1999.  This enabled the company to diversify
without compromising the honest broker role of the National Training Partnership.
The NTP Group now delivers a wide range of HRD related services to industry and
commerce.  The NTP has three subsidiary companies, NTP Ltd (the holding
company), The National Training Partnership Ltd, NTP Meridian Ltd and Information
Solutions Ltd.

This response has been put together by NTP on behalf of national organisations with
whom it currently contracts.  These organisations are involved in the delivery of
vocational qualifications through Skillseekers and Modern Apprenticies.  A list of
organisations represented by NTP can be found at
annex 1



Responses
1
Will the current strategic direction of lifelong learning policy meet Scotland’s
economic objectives, what should a lifelong learning strategy for Scotland
encompass, and who should deliver it?

To meet Scotland’s economic objectives a lifelong learning policy needs to be
devised that is clearly understood and consistently applied throughout the country.
All stakeholders should be engaged in the formation of the policy i.e. industry
representatives - employers and trade unions, public and private sector
representatives, NTOs, educationalists, training providers and learners.
It was generally agreed that the policy should be driven by the Scottish Executive
and delivered locally via Scottish Enterprise, being the lead economic development
organisation for the country.
 
2
How can we ensure that all Scotland’s people have access to the right learning
opportunities for them, regardless of factors such as gender, age, socio-
economic background and geographic location?

To ensure access for all, current barriers and restrictions, such as funding support
dependant on age and geographic location, need to be removed. Supporting only
those in a certain age group can cause resentment among other employees and
result in unrest in the workplace.  The variance in funding support from one area to
another is confusing for multi-sited organisations and can be difficult to manage.

The restriction on Scottish Enterprise and Highlands and Islands Enterprise to fund
only for the delivery of vocational qualifications does not take account of individual
learning styles and perhaps restricts access to what would be the right learning
opportunities for the individual.

Scottish Enterprises also has a responsibility to ensure that everyone is included in
Scotland’s economy.  Again, they will have a major role to play in delivery of a
lifelong learning policy.

3
How effective and relevant are current funding mechanisms, levels,
performance targets and patterns of distribution in meeting Scotland’s
economic and social needs?

It was generally agreed that current funding mechanisms are cumbersome,
inconsistent, inflexible and in no way reflect the true cost of training.  There was a
feeling that the level of funding support should be commensurate with the actual cost
of training to a particular industry.  It was acknowledged however, that there would
always be regional or sectoral differences and that perhaps there is an argument for
area weighting.

It was suggested that research should be commissioned into the actual cost of
training in each occupational area so that the contribution made by government can
be more realistic.



Annual Contracting also makes planning difficult for organisations.  It does not help
in the development of a long-term strategy particularly when the re-contracting
process can also be cumbersome and a lengthy process.  Moving to 3 year contracts
with indicative budgets would ease some of the difficulties currently faced by
employers.

There was no feedback from employers to suggest that performance targets were
constructive or useful in any way

4
To what extent is there duplication, confusion and overlap within lifelong
learning provision, and how can this be reduced?

Roles and responsibilities of all organisations involved in the learning industry need
to be clearly defined and communicated to all stakeholders.  Employers believe that
too many bodies are involved and that there is confusion between the roles of
Education & Training.  Confusion also arises for multi-sited employers where there
can be differences in the interpretation of rules from one area to another.

5
How flexible and effective are current routes and pathways through learning in
promoting access, progression and achievement relevant to individuals, and
in responding to the changing needs of Scotland’s labour market?

Progression in vocational qualifications is not uniformly promoted or supported in
every area.  Again, employers are confused as to why there is financial support for
progression in some areas but not in others.  Target driven programmes do not
address individual needs and, as the economy is mainly about people, we need to
realise that the surest route to economic success is through investing in those
people.

6
How can lifelong learning opportunities in and through the workplace be better
promoted and supported, and how could the worlds of work, education and
training be more effectively integrated?

The profile of vocational qualifications needs to be raised.  The new branding of
Modern Apprenticeships will partly address this although the benefits of lesser
vocational qualifications will still need to be promoted.  All learning and
achievements should be celebrated in recognition of their value and worth.

The worlds of work and education and training could be more effectively integrated
by introducing vocational tasters in schools from 14 plus.  It was felt that pupils are
not always being actively encouraged to pursue a vocational route.  It is seen as the
poor relation among the choices available to young people and is often a last resort.
Guidance teachers and the Careers Service have a major role to play in the
promotion of a vocational route but often seem to lack knowledge of what is available
or again perceive it as a last resort.



7
What can we learn from international experience of the development of lifelong
learning strategies and from international benchmarks and comparisons to
improve Scotland’s competitiveness?

To improve Scotland’s competitiveness it will be essential to continually research
and monitor the development of lifelong learning strategies throughout the world.
We need to benchmark ourselves against those of similar economies and against
the most successful economies in the world.  We need to continually revise and
review our strategies to ensure that they remain relevant for the climate in which we
are operating.

Annex 1

Organisations Represented by NTP

Employer / Training Provider

Builders Merchants Federation
Clydebank College
Scot Nursing
NTL
Torgate Training
Cheynes
Remit
Booker Cash & Carry
Glass Training
Kwik Fit
NRC
Thorn
Going Places
Profit From Training
British Polymer Training Association
Granada/Boxclever
BMW
Bell Innovations  (Bell College)
EMTEC Group of Companies
Including Vauxhall, Rover, Citroen, Peugot, Toyota, Volvo, Jaguar and
Aston Martin Apprenticeship programmes
Arcadia Group
British Furniture Manufacturers
Regis
Robson Associates
Career Dynamics
Bolton College
Scottish Motor Trades Association
Raeburn Group
CJ Lang



Margaret Bardsley Management
Lunn Poly
GO 2 Group
Orange
Auto Windscreens
First Glasgow
Liebherr
Brown & Jackson
Incl:  Your More Stores
Poundstretcher
and    What Everyone Wants
Paisley & Johnstone Group Training
Global UK
Holistic Training
Travel Training Company
Discovery Training
Stevenson College
Didac
Calder Associates
Mitsubishi
MF Wells (Hotels)
Lanarkshire Catering school
Kids Unlimited
The Assessment Company
Powerhouse Health & Fitness
Hospitality Plus
Central Sports Management
AutoPeople  UK (Honda)
Pro Action People
British Gas Services



SUBMISSION BY THE SCOTTISH COUNCIL OF NATIONAL TRAINING
ORGANISATIONS (SCONTO)

I am writing to thank you for inviting the Scottish Council of National Training
Organisations (SCONTO) to submit written evidence to the current Scottish
Parliament Lifelong Learning Inquiry.  SCONTO recognises the significance of this
Inquiry, and is keen to play a key role in all stages through to the implementation of
any recommendations which ensue.

I am delighted to enclose a copy of SCONTO’s written evidence, which broadly
reflects the views of the National Training Organisation (NTO) network in Scotland,
and has been approved by the SCONTO Board of Directors.  I would urge the
committee to consider SCONTO’s evidence alongside that of individual NTOs also
submitting responses to provide a unique perspective on specific skills issues
within their respective industries.

SCONTO has a key role in supporting the UK-wide NTO network and helping it
fulfil its responsibilities within the context of a devolved Scotland, in particular by
meeting the skills agenda and priorities of the Scottish Executive.  As you are
aware, the NTO network currently faces a review of its present structure by the
national government administrations, announcements on which are expected in the
coming weeks.  A streamlined NTO network, as proposed within the review, will
see the emergence of strong employer-led bodies able to anticipate and respond to
robust labour market information on the skills needs of their industry sectors.  The
impending outcomes of the review present an exciting challenge for SCONTO in
supporting the NTO network to adapt to a more effective strategic agenda, and
alongside Lifelong Learning Inquiry, is a prime opportunity to reinforce the position
of NTOs as leaders in the skills and lifelong learning agenda in Scotland.

Against this background, SCONTO fully supports the work of the Enterprise &
Lifelong Learning Committee and is grateful for its continuing support during this
challenging period.  Furthermore, I welcome the opportunity to expand upon and
clarify some of the issues raised within the SCONTO response during oral
evidence, not least to provide a timely update on the outcomes of the NTO network
review and their implications on the lifelong learning agenda in Scotland.

I look forward to addressing the committee in the coming months.  In the
meantime, please do not hesitate to contact me if you require any further
information or clarification of views presented in the enclosed response.

Anneliese Archibald
Chief Executive



Introduction

The Scottish Council of National Training Organisations (SCONTO) has a crucial
role in supporting the UK-wide NTO network* and helping it fulfil its responsibilities
within the context of a devolved Scotland.  This involves providing leadership,
practical support and guidance, and promoting NTOs as key to the lifelong learning
and competitiveness agenda in Scotland.

SCONTO is in a unique position to represent the interests of the NTO network, as
well as lobby and influence Members of the Scottish Parliament, Scottish Executive,
and other key stakeholders within the education, training, and industry arena in
Scotland.  The close links which SCONTO has forged with bodies such as the
Scottish Enterprise and Highlands & Islands Enterprise Networks; Scottish
Qualifications Authority; Scottish University for Industry; Further and Higher
Education bodies; Scottish Trades Union Congress; CBI Scotland; European
Funding Partnerships; and the newly established Future Skills Scotland and Careers
Scotland units; have facilitated much partnership activity with individual NTOs, and
proved vital in assisting the achievement of their objectives in Scotland.

Since 1997, National Training Organisations (NTOs) have been working to improve
the business performance and competitiveness of virtually every sector of the
economy, by equipping the Scottish workforce with the world-class skills necessary
to embrace global trends.  In particular, NTOs perform at both operational and
strategic levels by:

•  setting the National Occupational Standards on which SVQs and NVQs are
based, thereby leading the development of work-based qualifications;

•  gathering Labour Market Intelligence, producing Skills Foresight and
undertaking Workforce Development Planning for their sectors;

•  helping to develop and implement national policies on learning and skills;

•  developing and implementing Modern Apprenticeships;

•  representing the interests of employers to government and ensuring that
employers’ views on education and training are heard;

•  promoting the business case for learning and training, and helping employers
to develop practical solutions to training problems;

•  supporting the promotion of career opportunities in their sector and;

•  collaborating with other NTOs and key partners, where appropriate, to
maximise impact, avoid duplication and make best use of resources.

Whilst the UK-wide NTO network is widely recognised for its vital contribution to
workplace learning, the need to further raise the skills levels within the delivery
mechanisms of the four nations has resulted in a review of its current structure by
the national government administrations.  A streamlined NTO network, as proposed

                                                
* The NTO network currently comprises 73 NTOs, a list of which can be found at Appendix 1



within this review, would see the emergence of strong employer-led sector bodies
able to supply robust labour market information on the skills needs of their industry
sectors.  NTOs are thus in an ideal position to develop specific skills solutions and
facilitate their implementation with relevant key partners.  The impending outcomes
of the review present an exciting challenge for SCONTO in supporting the NTO
network to adapt to a more effective strategic agenda, and alongside ‘The Scottish
Parliament Lifelong Learning Inquiry’, is a prime opportunity to reinforce the position
of NTOs as leaders in the skills and lifelong learning agenda in Scotland.

Against this background, SCONTO is keen to play a major part in all stages of the
Lifelong Learning Inquiry, and welcomes the opportunity to present its views and
those of the NTO network in Scotland, as outlined over the following pages.

1.  Will the current strategic direction of lifelong learning policy meet
Scotland’s economic objectives, what should a lifelong learning strategy
for Scotland encompass, and who should deliver it?

1.1Scotland’s current and future economic success and sustainability is dependent
on an informed, active and responsive labour market policy, underpinned by a
coherent lifelong learning strategy.  Current demographic trends and the
changing nature of the new economy demand a highly educated, flexible and
skilled workforce, able to facilitate the growth of indigenous enterprises and
encourage the relocation of international investors to Scotland.  In recent months
the ramifications of failure to develop such an intrinsically linked labour market
policy and lifelong learning strategy have become all too evident with global
downturns in the electronics sector reinforcing the need for a more forward-
looking, holistic and consistent approach in the future.

1.2 There is much rhetoric as to when lifelong learning starts and ends, however,
within the context of a strategy it must be considered as embracing all forms of
learning from ‘the cradle to the grave’.  In welcoming the renewed emphasis on
lifelong learning as a key priority area for government policy in Scotland,
SCONTO is keen to stress that focusing such a strategy on post-16 compulsory
education in isolation to that which takes place in nurseries and schools, runs the
risk of missing an opportunity to achieve optimum results.  Thus, within the scope
of this response and where appropriate, references will be made to the need for
enhanced connectivity between industry and education at all levels, albeit in
lesser detail.

1.3 Whilst a lifelong learning strategy must be designed primarily to meet the
needs of Scotland, a consistency with UK-wide policy and initiatives is a
pre-requisite to success.  Devolution has presented particular challenges for
UK-wide NTOs and their employers operating within increasingly divergent
systems and against a backdrop of initiatives, funding mechanisms and priorities
which are primarily designed to complement the new post-16 arrangements in
England.  This problem is further compounded by a lack of consistency and
commitment towards funding of theoretically UK-wide initiatives across the four
nations.



1.4 Against a background of duplication, confusion and overlap, there is much
scope to streamline the plethora of organisations operating within the
lifelong learning landscape in Scotland.  Within the context of clarified roles
and remits, a restructured and adequately resourced network of NTOs can bring
a valuable sector perspective to the geographic, commercial and economic focus
of the main stakeholders in Scotland.  (see Q4)

1.5 More connectivity between education and industry within the context of a
comprehensive lifelong learning strategy, will equip Scotland with the
world-class skills necessary to succeed as a global competitor.  Acting as a
broker between education and industry, NTOs can ensure that training supply is
more responsive to demand and economic need.  Within this context, the need
for more ‘fit’ between supply and demand is widely recognised as a fundamental
objective of any lifelong learning and skills strategy.  In accurately assessing and
articulating the current and future skills needs of their sectors, NTOs, working
alongside Future Skills Scotland, can advise further and higher education and
training providers accordingly, helping to inform the development of their curricula
and courses. (see Q6)

1.6 Parity of esteem between academic and vocational routes must be a key
goal of any lifelong learning strategy in Scotland.  Vocational training has
long been the poor relation in the education and training system, but performs the
key function of preparing people for real jobs.  Whilst the development of the
Scottish Credit & Qualifications Framework (SCQF) has a key role in enabling
ease of progression to and from the academic and vocational routes, NTOs are in
an ideal position to reinforce work-based training as a viable alternative on a
parallel to the more traditional forms of education, and highlighting to industry
their significance and potential impact on business performance.  Furthermore,
present government policy, whereby those in the 16-17 year age bracket are now
being actively encouraged to stay on at school and then embark on further or
higher education, has a detrimental effect on the recruitment of new entrants to
industry and vocational training.  Whilst the school and FE and HE route is
suitable for some, for many others the vocational route via an apprenticeship with
its combination of continuing education and linked work experience provides a
solid foundation on which to base further academic studies.   Furthermore, if
parity of esteem is to be realised, due attention must now be paid to the SQA’s
vocational remit, which has suffered as a result of problems and remedial action
surrounding the School Examination Diets 2000 and 2001.  (see Q6)

1.7 The current strategic direction of lifelong learning policy appears too
focussed on achieving spurious targets rather than real economic and
industry needs, an aspect which requires redressing as a matter of
urgency.  Within this context, NTOs are strong employer-led sector bodies able
to supply robust labour market information on the skills needs of their industry
sectors.  It is vital that government targets and performance measures are based
on accurate planning of this nature, allowing the delivery of training to focus on
those specific growth sectors and skills levels required to meet industry and
economic needs.  (see Q3)

1.8 Lifelong learning is a shared goal and cannot be delivered by one
organisation in isolation.  The current strategy is too narrowly focused on the



Scottish Enterprise Network, which does not fully address the complexity of the
learning infrastructure that is required to make the achievement of a lifelong
learning society in Scotland a reality.  Whilst establishing Future Skills Scotland
and Careers Scotland under the auspices of the Enterprise Networks provides
much scope to ensure more consistency, their success relies on the creation of
meaningful partnerships with existing organisations, including NTOs as the
industry champions of sector skills.  (see Q4)

1.9 A strong and diverse provider base is required to deliver the remit of a
lifelong learning strategy, within which the potential opportunities of ICT
are fully capitalised upon.  Diversity is of crucial importance in engaging
individuals into learning, particularly in cases where there is resistance to formal,
conventional centres of education, such as schools, colleges and universities.   In
particular, the effective use of ICT will make a significant contribution to
successful implementation of a lifelong learning strategy by widening access and
introducing more varied learning methods tailored to suit learners’ lifestyles.  This
is particularly important for the Highlands and Islands where population is
scattered and provision infrastructure fragmented.  (see Q2)

1.10 Demographic change in Scotland has major policy repercussions which, in
terms of economic development, will have a significant impact on
Scotland’s lifelong learning policies.  With a decreasing population, low birth
rates and the highest levels of unemployment among older workers in the United
Kingdom, employers in Scotland need to be made aware of the potential
consequences of continuing age discrimination to both business and economic
competitiveness.  Furthermore, the emphasis on using age criteria in the process
of employment restructuring and accessibility to recruitment and training
opportunities, particularly against a background of skills shortages and
recruitment difficulties currently faced by many sectors in Scotland, must be
redressed.  Similarly, for both economic and social reasons, there is a clear need
to address the gender imbalances which exist in many traditional sectors.  Whilst
NTOs can assist in promoting the benefits of age and gender diversity within the
workforce, this must be supported by a strong government policy.

1.11 Tackling low skills in adult literacy and numeracy is fundamental to the lifelong
learning strategy in Scotland and the key recommendations of the Adult Literacy
team report (June 2001) are undoubtedly crucial to addressing the needs of the
23% of adults with very limited literacy and numeracy abilities. The report rightly
identifies NTOs as important partners in this initiative.   Indeed, in terms of
contributing to strategies for tackling literacy and numeracy in the workplace,
NTOs are ideally placed to lend their expertise, particularly in conjunction with
key partners such as learndirect Scotland.  NTOs’ experience of occupational
standards setting could also be utilised to assist in the development of a national
training strategy for specialist adult literacy & numeracy practitioners and also in
providing national training standards for all staff and volunteers whose role relate
to tuition in adult literacy and numeracy.  Whilst there will potentially be many
players in the programme, the importance of NTOs contribution should not be
overlooked, not only in their own right but in conjunction with key partners for
even greater impact, for example incorporating literacy and numeracy into LMI
gathering, Workforce Development Plans and many other initiatives.



2.  How can we ensure that all Scotland’s people have access to the right
learning opportunities for them, regardless of factors such as gender, age,
socio-economic background and geographic location?

2.1 Access to learning opportunities is too often provided as a knee-jerk response to
incidents of social breakdown or the announcement of large-scale redundancies,
neither of which are sustainable in the long-term.  Whilst SCONTO welcomes the
commitment of the Scottish Executive to widening access to the right learning
opportunities, particularly through ICT connectivity, there is no room for
complacency as Scotland continues to fall behind as a digital nation.  Thus, new
agents of delivery such as the Scottish University for Industry (SUfI), the National
Grid for Learning, and University for the Highlands & Islands (UHI), which have
enjoyed limited success in their initial attempts to overcome real and perceived
barriers to learning, must be strengthened to achieve real impact.  Full utilisation
of part-time, distance and open learning opportunities, which can improve
accessibility and stimulate demand, is fundamental to overcoming multiple
barriers and reaching scattered communities.

2.2 In particular, the potential role of the Scottish University for Industry (SUfI)
in promoting flexible learning opportunities through rollout of its
infrastructure of new learning centres across the country; facilitation of e-
learning; and general signposting and promotional activities; should not be
understated.   A total of 130 learning centres have been established with a view
to increasing this to 300 within the next six months.  Through this network, SUfI
provides the ideal means of delivering learning in ways in which to overcome
geographical barriers, allowing talented individuals to remain within their local
area.  It is essential that adequate monitoring and quality assurance procedures
are developed by SUfI to support this widespread expansion of e-learning
opportunities.  In addition, 80% discounts currently provided for basic ICT
courses through Individual Learning Accounts (ILAs), must be consolidated to
enable Scotland to bridge the digital divide.

2.3 Despite adverse publicity as to their current effectiveness in engaging the target
group of non-learners, both SUfI and ILAs can maximise their impact through
more effective collaboration with the NTO network in creating learning centres
and sector-targeted promotional activities.  This is exemplified by the
Construction Industry Training Board (CITB) which, by joining forces with SUfI
and Edinburgh’s Telford College, has recently launched the first sector-specific
SUfI-branded learning centre in Scotland.  The same NTO has received funding
from Highlands & Islands Enterprise to encourage women into management
within the sector, thereby addressing skills shortages and gender imbalance
jointly.

2.4 In addition, e-skills.nto has recently secured funding from SUfI to create
dedicated e-learning centres within Cardonald, Fife, Inverness and Cumbernauld
Colleges, those identified as best placed to support skills development in the



electronics and high technology industries.  In a similar vein, the Hospitality
Training Foundation (HtF) and SPRITO Scotland (the NTO for Sport, Recreation
& Allied Occupations) have, alongside Scottish Enterprise Fife and local learning
providers, been instrumental in the direct opening of 400 ILAs within their
respective industries, through holding surgeries for individual businesses on a
one-to-one basis.

2.5 Work-based training must be promoted as a relevant, practical and
accessible form of learning, involving employees of all ages and social
groups, and delivered within less formal and conventional environments.
In particular, partnerships between colleges and NTOs, whilst meeting skills
needs in their sectors, can strike a balance between theoretical and practical
training applications and methods, an approach which has enjoyed much
success in the construction sector.  By bringing together employers with
Edinburgh’s Telford College, the Construction Industry Training Board (CITB) has
been effective in engaging some of the most reluctant and non-traditional
learners across the industry to study for management courses, an area currently
experiencing chronic skills shortages, through flexible delivery.  The development
of on-line learning opportunities to encourage Modern Apprenticeship uptake is a
focus of activity of many NTOs, such as the Hospitality Training Foundation (HtF)
working in partnership with colleges on delivery mechanisms.  In addition, CITB
has recently provided assistance to Glasgow Caledonian University in enabling
the delivery of its MSc in Construction Management by distance learning.

2.6 Whilst many NTOs are restricted to performing within the confines of their specific
responsibilities due to resource limitations, there are cases of excellent practice
where NTOs have transcended their particular remits to address socio-economic
needs. The Gas & Water Industry NTO (GWINTO) has been successful in
combating both the high unemployment levels in North Edinburgh, whilst meeting
an identified skill shortage highlighted in its recent labour market and skills
foresight research.  The truly multi-agency approach of the innovative Edinburgh
Adult Gas Learning Exercise (EAGLE) project has enabled the recruitment of 24
long-term employed individuals on a 16-week Gas Distribution course, with the
guarantee of employment on completion.  With employer participation secured
from the outset, training has been delivered through Edinburgh’s Telford College
and a local training provider, with North Edinburgh Area Renewal, The Pilton
Partnership and Moving On providing a welcome local perspective on
regeneration, urban renewal, community involvement and ‘back-to-work’ support.
Following the success of this project, it is likely that the initiative will be replicated
in other geographical areas.

2.7 It is essential that clear, seamless and accessible pathways through
education and training provision be promoted through the hastened
development and implementation of the Scottish Credit & Qualifications
Framework (SCQF), encompassing all qualifications and ensuring
relevance to industry needs.  A fundamental aim of the development of the
SCQF must, alongside that of accessibility, be in the promotion of awareness of
opportunities available.  Whilst there is widespread recognition that inclusion of
all qualifications within the framework is necessary in the evolving process, there
are concerns as to the complexity of the framework as it currently stands and



doubts as to its accessibility to employers and individuals.  Clarity of the
qualifications framework will assist employers in their recruitment and training
procedures, and allow the promotion of all available opportunities to their
employees.  (see q3)

2.8 Careers Scotland, as a one-stop advisory service should prove vital in
stimulating individuals of all ages, by providing accurate, consistent and
relevant advice on careers opportunities.  SCONTO welcomes the creation of
such a unit, which should alleviate the duplication resulting from the current
plethora of organisations providing inconsistent and often uninformed advice on
careers.  As employer-led bodies at the heart of careers promotion and
qualifications development within their sectors, NTOs are in an ideal position to
provide both accurate and up-to-date information on opportunities within their
industries, including areas of anticipated growth.  Skillset, the NTO for broadcast,
film, video and interactive sectors, has been particularly innovative in this area by
developing an industry careers guidance service, ‘skillsformedia’, linking the high
proportion of freelance workers in the industry with solutions to suit their
particular area of industry and skills needs, involving further and higher
education, short-course provision and mentoring, and where appropriate linked to
SVQs.  This initiative clearly demonstrates that effective engagement between
Careers Scotland and individual NTOs is a pre-requisite to its success.

2.9 It is also worthy of note that consistency in the provision of information and
advice is required, beginning with that which is offered through guidance teachers
and careers advisors.  The present government’s strategy, echoed by schools,
which encourages young people within the 16-17-age bracket to stay on at
school before embarking on further and higher education, can have a detrimental
effect on the recruitment of new entrants to industry and vocational training.
Whilst the academic route is suitable for some young people, for others the
vocational route via an apprenticeship can be more appropriate and this
imbalance often results in a mismatch between skills supply and demand.  With
fewer young people falling into the target group for post-16 vocational training, it
is critical that career opportunities available through training programmes are
promoted in a manner which informs and appeals to young people, parents,
guidance teachers and employers, taking account different industry employment
structures.  Only a partnership between education and industry where each sees
the other as complementary and not competition, can allow young people to
receive the appropriate learning experience for them as they build their career.
Thus, the significant role of NTOs acting as brokers between education and
industry should not be understated.  In particular, SCONTO is currently working
alongside Scottish Enterprise and the Scottish Further Education Unit to explore
ways in which colleges can be encouraged to deliver and promote SVQs and
Modern Apprenticeships (MAs).  In addition, the benefits of effective collaboration
between SCONTO and Scottish Enterprise in MA promotion has been
exemplified in recent seminars within all careers companies in the SE area over
recent months.

2.10 The role of community-based and voluntary organisations, which can draw on
local experiences to assist people in overcoming the multiple barriers to learning,
is crucial in widening access.  Strengthening the role of such organisations with



the assistance of both PAULO NTO and the Voluntary Sector NTO, will increase
the potential of engaging socio-disadvantaged groups and in particular improve
the basic and core skills of those individuals most in need.  Furthermore,
partnership networks across the spectrum of existing educational infrastructure in
Scotland can be further enhanced at local level through more effective use of
Community Learning Strategies.

3.  How effective and relevant are current funding mechanisms, levels,
performance targets and patterns of    distribution in meeting Scotland’s
economic and social needs?

3.1 Successful implementation of the UK-wide NTO network review outcomes
requires a commitment to the provision of adequate, proportionate and
sustainable resources from each of the four national administrations.  As
sector skills planning and action by NTOs must reflect the skills agenda and
priorities of the Scottish Executive, within a UK-wide context, it is imperative that
sufficient funding is now invested in Scotland to enable NTOs to deliver this
agenda effectively.  The proposed £1.5 million budget for NTO project activity in
Scotland over the next three years, against a backdrop of £45 million for
operations in England, will see NTOs operating different functions in the nations,
resulting in a lack of consistency in approach across the UK.  Indeed different
funding mechanisms have ensured that only half of NTOs currently have some
sort of representation, either through dedicated members of staff located in
Scotland, or consultants.  With the remainder operating solely from south of the
border, many NTOs currently find themselves less accessible to and conversant
with those key partners, initiatives, policies and distinctive systems in Scotland.

3.2 In order that NTOs have the freedom to build strategic capability in Scotland, the
Scottish Executive must now provide core investment to enable long-term
planning and sustainability, along with supplementary project funding focussed
on specific areas of activity.  A properly resourced and restructured NTO network
will be able to assume a much greater presence in Scotland, complementing the
activities of other key bodies operating within the lifelong learning landscape
through an informed sectoral dimension.

3.3 In order to match supply more to demand, targets and performance
measures should be linked to sectors through NTO Skills Foresight and
Workforce Development Plans.  The current emphasis on generic targets, such
as those set by the Scottish Executive for Modern Apprentices in training and
increasing participation in further and higher education do not allow the alignment
of targeting and channelling of resources towards skills deficiencies.  Such
Government targets can succeed in driving provision but not necessarily to the
benefit of industry needs and moreover, generic targets for Modern
Apprenticeships (MAs) may divert funding away from other training and
qualifications that could be more appropriate to the needs of individuals,
employers and in sustaining economic growth.



3.4 Labour market information & intelligence, skills foresight and workforce
development plans produced by NTOs on a three-year basis forward-looking
provide the accurate and sensible information on which to base such targets and
performance measures, supplemented by appropriate advice from the NTO.
Allowing increased focus on specific growth sectors and skills levels required
would ensure that individuals are trained in areas and at levels where jobs are
available and through which skills shortages can be addressed.

3.5 There is an overwhelming need to iron out inconsistencies regarding the
funding of government training initiatives across different LECs.  Whilst it is
recognised that some variations may be required in order to meet specific local
needs, SCONTO and the NTO network in Scotland welcome the move towards
more consistency in eligibility for Skillseekers and Modern Apprenticeship (MA)
funding across the Local Enterprise Company network.  Potential barriers which
can result from such inconsistencies can then be minimised.  Within this context,
the abolition of the upper age limit for Modern Apprenticeship funding is
refreshing and may succeed in encouraging individuals in their 30s, 40s and 50s
to participate in the programme.  However, additional resources must be released
to meet this potential increase in demand and to enable the marketing of
‘apprenticeships’ as relevant to all age groups.

3.6 As the direct beneficiaries, employers must be encouraged to invest more
funds towards enhancing work-based training.  The employer contribution
towards training for their employees vis-à-vis that of government has long been a
source of contention.  Acting as a broker between the two, NTOs can promote
the business benefits of employer investment in workplace training, thereby
playing a major role in embedding a culture of lifelong learning within the fabric of
businesses.  Moreover, by maximising this investment partnership between
industry and public purse, NTOs can increase the level and significance of
workplace training, whilst ensuring less reliance on public subsidies in the long-
term.  In particular, Skillset NTO has addressed the need for additional industry
investment in training and skills development in the feature film industry by
establishing a voluntary levy on feature film production.  The ‘Skills Development
Fund’ has raised over £1 million for training since its creation last year, allowing
focus on training new entrants to the industry and enhancing skills development
for freelance workers.

3.7 Ironically, current funding mechanisms aimed at subsidising work-based training
are biased towards larger employers with the resources to cope with the
additional bureaucracy and administrative burdens, and arguably those least in
need.  Alternative fiscal incentives should be considered to meet the particular
needs of small-to-medium sized enterprises who, due to lack of time and
resources, may only be in a position to respond to training needs in an ad-hoc
manner.  Other funding streams such as the European Social Fund (ESF), which
provides additional financial support for SMEs in identifying and addressing their
training needs, should be utilised and promoted further.



3.8 In order to ensure optimum success, SCONTO would urge the deployment
of resources towards NTOs to drive forward skills policy in Scotland.  The
NTO network in Scotland has the potential to provide accurate research and
guidance on skills issues, areas of expertise that have remained largely untapped
in recent years in favour of consultancies.  Thus, if funding for skills is to continue
to be channelled through the Scottish Enterprise Network, this should be directed
towards NTOs rather than consultants, in order to maximise impact, reduce
duplication and enhance cost-effectiveness.  Furthermore, it is imperative that the
relevant NTOs are positioned at the heart of Scottish Enterprise Network Cluster
Teams and engage effectively with those LECs leading on sectors of key
economic significance to their area. (see Q4)

3.9 Current funding mechanisms with regard to further education, direct
provision towards areas of commercial viability, rather than alignment to
industry need and demand.  Within this context, SCONTO supports the
Scottish Further Education Funding Council’s overall commitment to widening
access to participation in further education, but this should not be to the detriment
of quality and standard of training provided.  The argument for increased
provision but fewer establishments is valid in order to improve accessibility and
stimulate demand, and can be achieved through full utilisation of part-time,
distance and open learning opportunities.

3.10 Notably, a number of NTOs have expressed concern as to the limited and often
inadequate training provided by some FE colleges, whereby the high costs of
training candidates in certain industries are off-set by the use of out-of-date
facilities and equipment.  It is of particular concern that these difficulties are
prevalent within the hospitality, engineering and motor industry sectors, the first
of which is projected to be one of the largest growth industries in Scotland, whilst
the other two sectors require major investment in specific areas to ensure that
intrinsic skills shortages and gaps are addressed.  Collaboration and
rationalisation of FE colleges, as being considered in Glasgow, should lead to
improvements in planning, matching supply and demand, quality and cost-
effectiveness, and also see the emergence of specialist centres of vocational
excellence.  However, it must be stressed that such mergers should not be
introduced with the primary purpose of short-term cost-savings, rather aimed at
reducing duplication and improving quality.

4.  To what extent is there duplication, confusion and overlap within the
lifelong learning provision and how can this be reduced?

4.1 Against a background of significant duplication, confusion and overlap,
there is much scope to streamline the plethora of organisations operating
within the lifelong learning landscape in Scotland.  This situation has its
origin within the territorial acquisition of lifelong learning by a number of
professions, institutions and organisations, and the variety of initiatives and
project funding offered under the auspices of lifelong learning policy.
Consequently, many organisations have deviated from the role that they were
originally created to perform.  Confusion is rife across the whole education,
training and industry network, which is inevitable against a backdrop of constant



changes to the qualifications systems and organisation structures and names.
Respective mapping exercises currently being undertaken through this
Parliamentary Inquiry and by the Scottish Executive should provide alternative
models to ensure better deployment of public resources towards building genuine
partnerships and allowing the appropriate bodies to lead on their areas of
expertise.

4.2 Within the context of clarified roles and remits, a restructured and
adequately resourced network of NTOs will bring a valuable sector
perspective to the geographic, commercial and economic focus of the main
stakeholders in Scotland.  Alleviating the competitive aspects of the education
and training scene would see more effective collaboration focused on achieving
common goals.  In relation to NTO operations, there is a need for closer
alignment between all sector workforce initiatives, including labour market
research, skills foresight, workforce development plans and development of
national occupational standards.  Furthermore, there is a requirement for
coherence throughout the large number of related and overlapping initiatives
such as Investors in People, the Scottish Quality Management System and
European Business Excellence Model, currently rejected by employers as too
bureaucratic.  Similarly, there is scope for enhanced synergy throughout lifelong
learning-related projects which are being funded through the public purse,
perhaps through the creation of a broker organisation.  Such a body could gather
and retain details of these projects, acting as a facilitator for collaboration and
partnership activity, thus avoiding duplication and maximising public resources.

4.3 Key partners should utilise NTOs and their data on labour markets and
future skills needs, reducing duplication and ensuring more effective
outcomes.  Accurate research on sector labour markets, which is conducted as
a matter of course by NTOs, is not being utilised to its full potential by key
partners who tend to commission additional research through consultancies, thus
diverting resources away from the common goal of meeting skills needs.  In
recent years, the SEN cluster approach has largely failed to recognise the
significant contribution of NTOs to the industry-related fora, with the exception of
the Food Skills Group.  By fully involving the relevant NTOs within this cluster,
SEN has been able to draw on vast industry connections and in-depth sector
knowledge, whilst creating synergy and sparking high profile and innovative
promotional campaigns.  SCONTO welcomes the renewed commitment of SEN
to working in partnership with the NTO network in Scotland, and in particular
would urge all clusters, those LECs leading on specific industry areas, and Future
Skills Scotland to use NTO Workforce Development Plans, which contain much
of the information to drive forward action on skills, more effectively.

4.4 The creation of Future Skills Scotland provides much scope to minimise
duplication within the area of labour market information (LMI), and working
alongside NTOs should enable more ‘fit’ between supply and demand.
Recent research has indicated that important decisions are still being made
without reference to relevant labour market information, due to gaps in
availability, accessibility difficulties, lack of uniformity or quality standards,
overlapping roles of providers and users, and a tendency of information to be out-
of-date on publication.  By aiming to co-ordinate the provision of labour market



information at both national and local levels Future Skills Scotland should
alleviate some of this duplication, allowing individuals access to accurate and
relevant LMI at the correct time.  Working with NTOs, Future Skills Scotland will
enhance accessibility to robust LMI for a wider audience in Scotland, whilst
encouraging partners in the education and training provision infrastructure to
respond accordingly.

5. How flexible and effective are current routes and pathway through learning
in promoting access, progression   and achievement relevant to individuals,
and in responding the changing needs of Scotland’s labour market?

5.1 The potential benefits and value of the Scottish Credit & Qualifications
Framework (SCQF) cannot be understated in easing access throughout the
vocational and academic routes.  It is essential that clear, seamless and
accessible routes through education and training provision be promoted through
the hastened development and implementation of the Scottish Credit &
Qualifications Framework (SCQF), encompassing all qualifications and focusing
on industry relevance.  Whilst there is widespread recognition that inclusion of all
qualifications within the framework is necessary in the evolving process, there are
concerns as to the complexity of the framework and doubts as to its accessibility
to employers and individuals, as it currently stands.  In addition, a number of
NTOs have expressed concerns regarding the current emphasis on ‘progression’
implying continuous upward movement which may not always be appropriate to
the individual or employer, the latter of whom increasingly looks for flexible and
transferable skills.  Rather, the focus should lie in enhancing skills and
individual’s development.

5.2 NTOs advocate a need for an increase in the flexibility of the Modern
Apprenticeship system in Scotland and specifically the introduction of a
SVQ Level 2 apprenticeship, as employers in many sectors have identified
a sizeable market and a clear need for this award.  Although it is clear that the
future competitiveness of Scotland is heavily dependent on employers’ ability to
develop highly skilled workforces, many key sectors report both skills shortages
and recruitment difficulties.  Meeting the skills needs for new technologies
requires a flexible approach to training & development and the current modern
apprenticeship system in Scotland is not sufficiently flexible to accommodate this.

5.3 In some sectors, such as hospitality, craft bakery and sport & recreation, jobs at
SVQ Level 2 predominate.  In these sectors, the lack of job opportunities at SVQ
Level 3 is merely a reflection of the occupational structure and whilst Level 3 MAs
are necessary and valuable, they are simply inappropriate for much of the
workforce.  Within context of the current MA targets for these sectors particularly,
a significant increase in uptake is both unrealistic and inappropriate.  In other
sectors, such as engineering, offshore petroleum and electrotechnical, many jobs
have a broad range of skills at SVQ Level 2, and the present arrangements
means that there are a number of key roles which cannot provide modern
apprenticeship opportunities.  This is a disadvantage when marketing careers to
young people as the roles are seen to be less attractive and valuable to those
within the modern apprenticeship pathway.



5.4 If the MA system is failing to meet the needs of significant sectors of industry,
there is a real danger of alienating both employers and individuals.  In addition,
the increasing divergence between the MA systems north and south of the border
is becoming a major problem for UK-wide employers, as many seek an MA
system that has universal application across the UK.  An SVQ Level 2 MA
would meet expressed employer needs, lead to a greater uptake of SVQs
and provide a platform for progression, thereby allowing more employees
to develop the skills for employability as well as occupational competence.

5.5 More connectivity between education and industry through NTOs as
brokers can ensure that routes and pathways are tailored to the needs of
the Scottish labour market, allowing training supply to respond more
effectively to demand and economic need.  It is widely recognised that more
‘fit’ between supply and demand is required in order to achieve economic
competitiveness.  Thus, it is imperative that the changing needs of the labour
market are projected both far enough in advance to allow supply to respond
accordingly, whilst remaining accurate and robust.  The role of the NTO in
producing labour market research, skills foresight data and workforce
development plans at three-yearly intervals, is of critical importance in this area.
Furthermore, working alongside Future Skills Scotland, NTOs can advise further
and higher education and training providers accordingly, helping to inform the
development of their curricula and courses.

5.6 Due to funding limitations, training provision in certain sectors facing rapid
technological change is fundamentally the same as it was ten years ago, with
obvious negative impact on the industries concerned.  In order to fully meet the
needs of their employers, NTOs are becoming more involved in informing the
curricula of colleges and universities through sector consortia, an area on which
to build in future.  The benefits of developing appropriate channels of
communication between higher and further education and NTOs is exemplified by
the Polymer & Associated Industries NTO which has established a network
comprising LECs, colleges and universities.  The Scottish Polymer Employer
Learning Network has enabled the development of informed long-term action
plans aimed at addressing the skills shortages inherent within the industry, and
the effective marketing of specific training courses.  Against this background, the
current mapping exercise of four industry sectors identified as key to the Scottish
economy by the Scottish Further Education Funding Council (SFEFC) involves
the relevant NTOs, and can only be welcomed as a move towards the common
goal of matching skills to demand.

5.7 It must be stressed that learning routes and pathways begin at school and thus
links between industry and education at this level should also be enhanced.
Although efforts have been made by a number of NTOs to engage with schools in
the effective promotion of careers opportunities within their sectors, a lack of
resources has limited this activity to date.  However, the Construction Industry
Training Board (CITB) operates very successfully in this field particularly via
Highland Curriculum Centres, through which organised educational games and
competitions provide an insight into the industry and stimulate interest in potential



career opportunities among primary and secondary pupils.  This successful
approach should be used as a model by other NTOs in future attempts to engage
more effectively with schools, supported by Careers Scotland when it subsumes
the remit of Education Business Partnerships (EBPs) from April 2002.  Moreover,
Careers Scotland will play a crucial role in communicating and promoting the
various routes and pathways through the education and training system in
Scotland, to individuals of all ages.

5.8 It is perhaps also worthy of note at this point that within the current review of the
Scottish Qualifications Authority, the benefits which have been gained through
enhanced connectivity between academic school and vocational qualifications,
should not be lost.

6. How can lifelong learning opportunities in and through the workplace be
better promoted and supported, and how could the worlds of work, education
and training be more effectively integrated?

6.1 The effective integration of the worlds of work, education and training is a
key role of the NTO network which, following the current structural review,
will emerge as stronger employer-led sector organisations.  Within this
context, NTOs operate at both strategic and operational levels.  Leading the
development of work-based qualifications, NTOs set the National Occupational
Standards on which SVQs and NVQs are based and develop and implement
Modern Apprenticeship Frameworks for their industries.  In providing much of the
framework underpinning occupational skills training and ensuring that standards
developed continue to meet the needs of Scottish industry, close working
relationships with all key bodies and sharing of knowledge is a pre-requisite to
success.

6.2 NTOs are in a unique position to improve Scotland’s weak record on
workplace training, notably using their close links with employers, and in
particular small-to-medium-sized enterprises (SMEs).  Many employers are
understandably resistant to invest in training and skills development for their
employees when there is a danger that they will gain new skills and leave to work
for a competitor.  In particular, NTOs face evident difficulties in encouraging the
high proportion of SMEs in Scotland to become ‘learning organisations’.  With
93% of businesses employing nine people or fewer, many NTOs have
established Scottish Advisory Groups whose employer representation is
proportionate and thus are in an ideal position to tailor the development of work-
based training to suit their needs.  In providing such pivotal support to
businesses, NTOs can ensure that a culture of lifelong learning is embedded
within the fabric of organisations, encouraging employers to provide learning
opportunities as a normal part of career and personal development, and can be
supported through Trade Union learning representatives where appropriate.
Notably, RITC, the NTO for the rail industry, has worked alongside Virgin Trains,
ScotRail, and the relevant unions for their sector, to train 60 learning
representatives, complete 200 training needs analyses, deliver basic skills
training to 100 ASLEF members, and encourage the uptake of 50 Individual
Learning Accounts.



6.3 Assisting employers to become ‘learning organisations’ is crucial in widening the
scope of training provided from task-specific to encompass broader generic,
transferable core skills which can support employability within a more volatile
labour market.  Moreover, promoting SVQs as delivering bottom-line business
benefits can assist in integrating the worlds of work, education and training.
Evidence of this is highlighted in recent research undertaken jointly by Scottish
Enterprise and the relevant NTOs within the food and textiles sectors.  Whilst this
research focuses on sector-specific data, SVQ tracking research conducted by
SQA on a twice-yearly basis provides more generic information, the most recent
of which reveals that most employers recognise significant benefits associated
with their experience of SVQs, including improvements to quality, staff morale,
staff loyalty and productivity.  It is also important to note that many employers
report that a VQ qualified workforce has afforded a competitive edge when
competing for contracts and in some cases has been a pre-condition of tender
submission.

6.4 Several NTOs have been involved in developing toolkits for use by individual
businesses to map the existing skills of their workforce against those required to
become competitive and developing training plans accordingly.  Through
utilisation of European funds, SCONTO has also been active in this area by
assisting in the development of toolkits to ‘manage change effectively’, ‘enhance
ICT’ and ‘improve the performance of micro-businesses’.  European funding
streams should be utilised further in the area of skills development in particular to
allow SMEs with limited resources to implement sustainable training and
business strategies on which they can build in future.

6.5 As highlighted in section 4, there is a clear need for enhanced collaboration
at industry and further education level, not least to strike a balance
between academic and workplace training provision.  In this respect,
SCONTO, representing the industry-led network of NTOs, can act as an advisor
to the appropriate umbrella organisations in the education and training
infrastructure in Scotland, including the Scottish Funding Councils for Higher &
Further Education, Scottish Further Education Unit, Association of Scottish
Colleges, Universities Scotland, and Association of Guidance Teachers, thus
consolidating industry links.

7. What can we learn from international experiences of the development of
lifelong learning strategies and from international benchmarks and
comparisons to improve Scotland’s competitiveness?

7.1 In light of increasing devolution, there is a fundamental and pressing need
to benchmark the systems within the other nations of the United Kingdom,
not least to ensure consistency of approach.  Devolution presents particular
challenges for UK-wide NTOs operating within increasingly divergent systems
and against a backdrop of initiatives, funding mechanisms and priorities which
are primarily designed to complement the new post-16 arrangements in England.
This problem is further compounded by a lack of consistency and commitment
towards funding of apparently UK-wide initiatives across the four nations.  Such
lack of consistency fails to recognise the common skills issues, including



employer requirements and mobility of labour across the UK.  The national
administrations must consolidate their attempts to ‘join-up’ the lifelong learning
strategies across the UK, whilst ensuring that these are designed primarily to
meet the specific needs of their countries.

7.2 Many NTOs have conducted international skills benchmarking exercises
through which comparisons of company training have been made.  Notably,
the Food & Drink NTO has been effective in benchmarking 29 companies in the
USA, Japan and several European countries, through which international and
country-specific reports have been compiled and action plans based.    As a
result of interest generated in the project, the Food & Drink NTO have developed
benchmarking as a commercial service, providing objective assessments of
company performance, industry comparisons, and action plans produced by
experienced benchmarking personnel.

7.3 A number of successful NTO projects in Scotland have had origins in other
European countries and been rolled out through European funding
initiatives.  This is exemplified in the Skills Release project, which was
undertaken in Scotland by the Hospitality Training Foundation (HtF) in
partnership with equivalent bodies in Ireland and France, and supported by the
LEONARDO programme.  The project was successful in assisting young people
aged between 16 and 24 in the final year of a custodial sentence to achieve, or
work towards, SVQ units and awards, National Certificate modules, and other
certificated training, thereby enhancing their employment prospects on release.
Inspired by the success of the pilot, HtF sought to extend the project and widen
access by bringing other NTOs and prisons on-board.  As a result, ESF funding
was secured via SCONTO and two additional NTOs were recruited i.e.
Hairdressing Training Board Scotland and SPRITO Scotland.

7.4 Thus, there are many benefits to be gained from being less insular and
more open to the learning experiences of other countries.  However, there is
a clear need for co-ordination of the large number of related international study
visits which take place each year, in order to learn from those systems that have
been successful in achieving high employment, such as Finland and Ireland.  The
harmonisation of such activity would allow maximisation of resources and ensure
that information gathered and lessons learned could be disseminated on a much
wider scale, stimulating action where appropriate.

7.5 It is also a responsibility of individual organisations to keep abreast of
international systems and equivalent bodies to ensure that benefits can be
gained on a more operational level.  Enhanced e-communication provides
more opportunity and scope for organisations to connect with and learn from
transnational partners.  Notably, this type of activity is supported through
European funded initiatives such as the EQUAL and LEONARDO programmes
and should be encouraged and promoted further.

7.6 Arguably, the United Kingdom has sold its concept of training too
successfully, allowing other countries to build on the positive aspects of
our systems and become even more competitive.  Whilst SCONTO regularly
hosts study visits for equivalent international bodies, Skillset - the NTO for



broadcast, film, video and interactive media – is currently working with its South
African counterpart to develop industry standards based on those of the UK
sector.  Although SCONTO does not advocate a more insular approach, sharing
with other countries the excellent work of NTOs and other bodies operating within
the lifelong learning landscape in Scotland, will necessitate the provision of
adequate resources in order to retain global competitiveness.

Appendix 1     List of National Training Organisations (NTOs)
National Training Organisation Sector Coverage
ACCOUNTANCY NTO (ANTO) Accounting technicians working across all
ASSOCIATION of CERAMIC TRAINING Craft potters & manufacturers of ceramic
BAKERY TRAINING COUNCIL (BTC) Manufacturers, distributors & retailers of
BRITISH PLUMBING EMPLOYERS Plumbing & related mechanical services
BRITISH PORTS INDUSTRY TRAINING Statutory ports authorities, terminal operators
CAPITB TRUST Manufacturers of clothing apparel & allied
CENTRAL GOVERNMENT NTO Civil Servants
CHEMICAL MANUFACTURING & Manufacturers of primary chemicals including
CLEANING INDUSTRY NTO (CINTO) Cleaners, caretakers, porters – both in-house
COMMUNITY JUSTICE NTO (CJNTO) Crime prevention in the community & work
CONSTRUCTION INDUSTRY Building, specialist building & civil engineering
COUNCIL FOR ADMINISTRATION Administration from basic to managerial level
CULTURAL HERITAGE NTO (CHNTO) Museum, gallery & heritage organisations
CUSTODIAL CARE NTO (CCNTO) Custodial care services for convicted
DAIRY TRAINING & DEVELOPMENT Processing, manufacturing & distribution of
DISTRIBUTIVE NTO (DNTO) Retail distribution and warehousing
e-skills.nto IT hardware manufacture, e-commerce &
EARLY YEARS NTO Early years care & education
ELECTRICITY TRAINING Electricity generation
EMPLOYMENT NTO Employment – trade union, training,
ENGINEERING & MARINE TRAINING Manufacture engineering
ENGINEERING CONSTRUCTION Statutory training for the engineering industry
ENGINEERING SERVICES TRAINING Heating, ventilation, air conditioning &
EXTRACTIVE & MINERAL Quarrying & processing of hard rock, sand &
FINANCIAL SERVICES NTO (FSNTO) Insurance & related financial services,
FOOD & DRINK NTO (FDNTO) Food & drink manufacture
FOOTWEAR & LEATHER NTO (FLNTO) Footwear manufacturing & leather related
FURNITURE, FURNISHINGS & Furniture, furnishings & interiors
FURTHER EDUCATION NTO (FENTO) Staff development in further education
GAS & WATER INDUSTRY NTO Gas & water transportation, services &
GLASS TRAINING LTD Glass manufacture processing & fabrication,
HAIRDRESSING & BEAUTY INDUSTRY Specialist treatments for all areas of hair &
HEALTHWORK UK Healthcare & operating department practice
HOSPITALITY TRAINING Commercial hospitality and industrial catering
HOUSING POTENTIAL UK Housing
INFORMATION & LIBRARY SERVICES Private & public sector archives & records,
LANGUAGES NTO Use of foreign languages at work & for



LANTRA NTO Land-based industries, agriculture &

LOCAL GOVERNMENT NTO (LG NTO) Includes local authorities, police, fire service,
& education & probation services

MEAT TRAINING COUNCIL (MTC) Meat and poultry processing & retailing
MERCHANT NAVY TRAINING BOARD Merchant navy and sea & coastal water
METIER Performing arts & entertainment, visual arts &
MOTOR INDUSTRY TRAINING Retail motor industry
NATIONAL ELECTROTECHNICAL Electrical Installation
NATIONAL TEXTILES TRAINING Textile & carpet manufacture; knitting, lace &
ntotele.com ** Design, manufacture, distribution, resale,
OFFSHORE PETROLEUM NTO Oil & Gas Extraction
PAPER EDUCATION & TRAINING Paper & Board manufacture
PAULO NTO Community-based learning & development
PETROLEUM INDUSTRY NTO (PINTO) Downstream oil industry
PHARMACEUTICAL INDUSTRY NTO Pharmaceutical industry inc. research &
PHOTO IMAGING NTO Professional photography & processing,
POLICE NTO Police
POLYMER & ASSOCIATED Polymer processing & sign-making
PRINTING & GRAPHIC Printing & newspaper journalism
PROPERTY SERVICES NTO (PS NTO) Residential estate agency inc. sales letting &
RAIL INDUSTRY TRAINING COUNCIL Passenger & freight carriers, train path
REFRACTORY & BUILDING Manufacture of refractory, clay bricks & tiles &
ROAD HAULAGE & DISTRIBUTION Road haulage & distribution
SCIENCE, TECHNOLOGY & Covers all jobs requiring sc, tech or maths as
SEAFISH TRAINING Commercial fishing, processing, fishmongery
SECURITY INDUSTRY NTO Security & loss prevention industry; security
SKILLSET NTO Broadcast, film, video & multi-media industry
SPRITO NTO Sport, recreation, play work, outdoor
STEEL INDUSTRY NTO UK steel industry inc, metals recycling, iron &
THE HIGHER EDUCATION TRAINING Staff development in higher education
TRAINING ALLIANCE FOR SURFACE Manufacture of pain, powder coatings,
TRAINING ORGANISATION FOR Social care & social work
TRANSFED Road & fixed track (trams) passenger
VOLUNTARY SECTOR NTO (VSNTO) Staff, both paid and unpaid, working in the

*   result of recent merger between Gas Industry NTO & BETWI
** to be subsumed into e-skills.nto
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Enterprise and Lifelong Learning Committee

Meeting 31 October 2001

Lifelong Learning Inquiry Research Support

In June 2001 the Committee agreed a programme of research to be
undertaken by SPICe on the Committee’s behalf in support of its Lifelong
Learning Inquiry.  Most of that work has now been completed and submitted
to the Committee.

The written evidence and initial oral evidence received by the Committee has
prompted a number of further requests for written briefings.  These include:

1. Individual Learning Accounts (ILAs).  A previous SPICe research paper
produced at the time of the introduction of the Education and Training
(Scotland) Bill covered ILAs, but the proposal is that this should be
updated with a description of ILAs in operation.

2. Definitions of lifelong learning institutions (e.g. Universities, HEIs, FE
colleges etc.).

3. Information on the Welsh system of credit transfer in FE and HE.

4. Information on the Australian model of a tertiary education council and, if
possible, the identification of other international comparators.

It greatly assists the Committee’s research team if a programme of research
can be formally agreed by the Committee reasonably well in advance to
permit proper programming of work.  The Committee is therefore invited to
consider the above as a basis for the SPICe team’s work in the period until
the end of the year.  There may be other issues into which the Committee
would wish SPICe to undertake research at this stage, but members are
requested to bear in mind the overall capacity of the research team.

Recommendation

The Committee is invited to agree a research work programme for its
Lifelong Learning Inquiry on the basis outlined above.

Simon Watkins
Clerk


