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SUBMISSION FROM THE ASSOCIATION OF UNIVERSITY TEACHERS
(SCOTLAND)

1 Introduction
The Association of University Teachers (Scotland) represents 6,000 academic
and academic-related staff in Scottish higher education institutions.  The
association welcomes the opportunity to respond to the Scottish Parliament
Enterprise and Lifelong Learning Committee inquiry into lifelong learning.

2 Remit of the Inquiry

To inquire into the need for a long-term, comprehensive strategy for
continuing post-compulsory education and training in Scotland which meets
the needs and aspirations of individuals and society as a whole in respect of
quality, relevance, efficiency, effectiveness, accessibility, accountability,
funding levels and structures and delivery mechanisms.
We note that, in the context of this Inquiry, “lifelong learning” is defined as the
development of structured learning opportunities for individuals of working
age, and the continuous development of knowledge and skills aimed at
enhancing the individual’s quality of life and society’s wellbeing.  We suggest
that the concept of  “working age” may be unhelpful.   A tight labour market
and growing concern about age discrimination both point to the advisability of
ensuring that learning opportunities extend to all age groups, including those
who are beyond normal retirement age but who can gain personal benefit
from learning and may indeed participate to a greater or lesser extent in the
labour market and in making other contributions to society, for example in the
voluntary sector.
We welcome the understanding reached with the Minister for Enterprise and
Lifelong Learning (ELL) that she will not announce a new Scottish Executive
lifelong learning strategy until after the Committee has completed and
delivered its full inquiry findings next year.  However, we note that the Minister
announced1 in November 2000 a review of higher education, including the
overdue quinquennial review of  The Scottish Higher Education Funding
Council (SHEFC) but going beyond this to include a strategic review of higher
education (HE).  It is clear that this higher education review is to proceed
concurrently with the ELL Inquiry into lifelong learning.
As we shall be submitting evidence to both reviews we have given careful
consideration to the topics most appropriate to each review.  We take it that
the ELL Inquiry, in relation to higher education, is focused on the education
role of the sector- embracing postgraduate and continuing education, special
access courses, as well as undergraduate education.  In relation to this
educational role, the Inquiry concerns such matters as how to meet Scotland’s
economic objectives as well as those of the individual and society, the routes
and pathways through learning, issues of widening access, the relation
between further and higher education provision including questions of
duplication, progression and distinctive institutional missions.   The case
studies already in progress suggest that the Inquiry will, inter alia, focus on the

                                                
1 SHEFC Higher Education Guidance & Funding For 2001-02
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relative strengths of different recent approaches to widening access- in UMI,
Crichton Campus and Easterhouse.
We appreciate that much of what we in due course submit to the Minister will
be of interest to the ELL Committee, we will welcome that interest and are
happy to make our evidence available to members.  We assume that in any
event the ELL Committee will have an opportunity in due course to comment
on the Minister’s proposals for a new higher education strategy.
If the assumptions on the remit of the ELL Inquiry are incorrect, we would be
grateful for clarification and we reserve the right to make a further submission
if appropriate.

3 Evidence process
We note that, thus far, the call for written evidence appears to have been via
the Committee news release of 9 July 2001, which is where we picked it up.
As the written evidence deadline is 14 September we have some concern that
a number of organisations and many individuals who might potentially
contribute valuable evidence, will be unaware of the call for evidence or of the
deadline.
The Committee may wish to consider how best to ensure that evidence is
obtained from a broad spectrum of organisations and individuals.  In particular
it should be noted that a number of trade unions and the STUC have, in
recent years, become very actively engaged in the promotion of lifelong
learning opportunities, for example through the Scottish Trade Union Learning
Fund.   This relates very strongly to the Committee’s interest in promotion of
learning opportunities in and through the workplace.  We have drawn the
Inquiry to the attention of the STUC but would also encourage a direct
approach on behalf of the Committee.
We would be happy to give oral evidence and would encourage the
Committee to see trade unions (both those like ourselves who represent the
“providers” of lifelong learning and those who are actively engaging their
members in lifelong learning) as a key group for the purposes of oral
evidence.
We welcome the proposed Lifelong Learning Convention in February 2002
and would certainly wish to participate in this important opportunity to discuss
the interim conclusions of the Inquiry.

4 Specific questions
Responses to the specific questions are appended in the following sections
with appropriate sub-headings.  It should be noted that there are many
changes in both higher and further education that have either occurred
recently or are about to be implemented.  In particular, changes in student
support have occurred in nearly every year out of the last five, although the
new arrangements are likely to remain largely unaltered for the foreseeable
future.  In higher education there has been a change in emphasis in the
allocation of funding by SHEFC2.  In the first years of its existence SHEFC
operated under the Conservative government with an emphasis on efficiency
gains and on research that could lead to commercial products and spinout
companies in the short term.  With the election of a Labour government the
                                                
2 T Axon. Changes in the funding of Higher Education Institutions; Proceedings of the Scottish trade union research network
conference; 2001.
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issue of social inclusion was moved to the top of the agenda with the prospect
of funding for and contingent on institutions’ schemes to recruit students from
under-represented backgrounds.  The Labour government also desires
research to be commercialised but their emphasis is on knowledge transfer
and working with industry to produce long term gains.  The council foresaw
these changes in policy and funding and decided to review the main funding
formulae and the plethora of initiative funding in a consultation process the
results of which are to be announced imminently.  This has already led to
SHEFC changing its funding formula to reflect these new objectives but
further changes will occur with the next funding allocations.
Therefore, for many of the questions raised in the following sections it is too
soon to comment on the effectiveness of recent initiatives except to state that
changes have been made to reach the aims highlighted in these questions.

5 Lifelong learning strategy

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?
It is difficult to answer such a wide ranging question other than in the broadest
terms.
We start from an endorsement of the concept that Scotland’s future is as a
knowledge based economy.
There is a need for research into future economic requirements. Rhetoric
about “knowledge-based” economy can appear vague and should be
underpinned by analysis and evidence. The association believes that this
would probably show that general education has an important role to play. It is
important to balance the opportunities for personal development against an
evidence-based view of the economic demand for graduates.
Any society which wishes to have sustainable economic prosperity, to
safeguard the environment and to avoid and minimise social problems, will in
future require that the mass of the population and not only an elite are
educated to a high level.  It is not necessary that every citizen has a degree-
level education, indeed there will be a continuing need for technically qualified
workers and, in certain sectors, there may even be a skills shortage arising
from academic drift.  However, the broad thrust of a lifelong learning strategy
should be geared towards the development of individuals who have a sound
intellectual basis for further learning later on in their lives and who have the
transferable skills which will make them more easily able to redeploy and
progress within and between different enterprises and careers.  We suggest
that whereas further education (FE) can develop excellent specific skills and a
basis for further learning, it is in higher education that learners develop the
more generic and easily transferable skills and the all important economic
capacity to move easily between jobs, sectors and indeed on the international
job market.
Scotland’s recent experience in the shake out in the electronics sector has
shown that an over reliance on assembly plant level functions within the
industry leaves the Scottish economy very vulnerable to cyclical downturns
within the sector.  On the other hand, the research and development side of
the industry should be less vulnerable to the economic cycle but only if
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government creates the climate where such investment is encouraged and
rewarded.  It is also relatively easy for a multinational such as Motorola to
switch production between plants in different countries.  However, because
the research and development function is so heavily reliant on the knowledge
held by the workers themselves, it would be difficult to switch such a function
out of Scotland.  The Scottish Enterprise Network is now changing its strategy
in putting greater emphasis on helping indigenous companies and spending
less effort in attracting large overseas companies3.
The type of functions within the technological industries to which Scotland
must aspire, are functions that require a graduate level workforce.  Scotland
already has universities that provide a graduate workforce, which attracts
inward investment.  We suggest that a strategy for lifelong learning should
combine a concern to ensure that there is an adequate specific skills base
with an emphasis on the key role of higher education in ensuring that Scotland
becomes the location of choice for the highly skilled areas of every relevant
sector, the parts of industry concerned with research and development, head
office functions and so on.  Such a strategy would invest in appropriate higher
education provision, recognising that this is playing to an existing strength and
offers the best route to a genuine knowledge economy.

5.1 Science and education
A strong science base will be fundamental for any knowledge-based economy
yet the number of students coming into scientific subjects in higher education
is declining.  This is partly due to the increase in ancillary subjects such as
information technology, which are more vocational than the pure sciences.  It
is also because the numbers of school pupils studying science is declining.  A
better profile for science and better job prospects for scientists are required if
this decline is to be halted.
Another problem is that science subjects are seen as a male domain,
disenfranchising half of the population.  There are very few female role
models for scientists and those who teach the subject are predominantly
male.  This is further exacerbated by the lack of scientific knowledge of
primary teachers, which leads to science being marginalized in the early years
of compulsory education.
Unless female scientists become more visible and get roles as educators,
then the exclusion of half the population will continue.  In higher education two
initiatives are helping to raise the profile of female scientists; in Scotland,
SHEFC funded the Women in Science and Engineering and Technology
(WISET) program and for the UK the ATHENA project performs a similar role.
It is very important that institutions promote these initiatives if the science
base is to be seen as relevant to the female populace and adequate funding
must be maintained for these projects to succeed.

6 Access

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?

                                                
3 Scottish Enterprise Network Annual Report 2000/2001 September 2001
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Widening access is an objective the Association of University Teachers
(Scotland) has supported for many years in submissions to consultations and
policy statements.
SHEFC under the direction and with specific funding of the Scottish Executive
are attempting to address these concerns for higher education.  The SHEFC
initiative to include an access premium in teaching funding is particularly
welcome as in previous years no extra funding was available to encourage
recruitment of access students.  However, the actual cost of supporting
access students has not been assessed and this extra funding may not meet
the additional costs of supporting such students.  Indeed the Westminster
education committee review4 of access to higher education, recommended
that this premium should be increased to 20% of the teaching unit of resource.
Recent changes to the SHEFC teaching funding aims to address these issues
and the following funds are now allocated through formula funding to provide
resources for under-represented groups:

• Wider access students premium and incentive grant.
• Disabled students grant.
• Part-time fee waiver scheme and incentive grant.

Only time will tell if these changes will widen access.

6.1 Geographic access
There has been one-off funding allocation to tackle demographic problems in
South-West Scotland via extra funding to the Crichton Campus.  Additionally,
the newly designated higher education institutions of Bell College in
Lanarkshire and the UHI Millennium Institute (UMI) should make a difference
to the provision of higher education in the vast rural areas of Scotland as there
will be a physical presence accessible to residents in that area.  Although the
Open University is well represented in these regions, its physical presence
can often be far removed for the purposes of exams, tuition and summer
schools.
The UMI is essentially aiming to become a dispersed university, relying less
heavily on electronic forms of communication than is sometimes claimed. It
offers persons in scattered communities a local centre of study and a
curriculum that may be more immediately relevant to their local needs. But it
also offers courses, eg in theology, or marine studies, which could just as
easily be offered by the Open University or by the kind of dispersed campus
represented by Crichton. In the immediate future the benefit of Crichton is that
it is founded on the established reputation of two universities. In contrast the
UMI is struggling to achieve that status, and will continue to do so for some
years, even with the support of an established university. There is room for
both models but the development of UMI needs to be thought out more
carefully to identify the type of provision that is most appropriate to its
distinctive role. At present there is a tendency to sweep all existing provision
from Perth to Shetland into the UMI framework indiscriminately to achieve as
much mass as possible as quickly as possible. But this could be at the
expense of the potential students. The Crichton Campus model shows that
certain forms of HE can be delivered satisfactorily without the lead-time
required by much of the similar provision by UMI.

                                                
4 House of Commons Select Committee report on access to higher education. Education and Employment Committee.
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There will be problems at the interface between the colleges and the new
institute.  There will inevitably be disputes over the comparable extent and
levels of accommodation and facilities for HE and FE within the colleges that
will require procedures to resolve.  In particular, mechanisms will be required
to prevent the colleges increasing HE at the expense of FE provision and to
ensure academic drift does not occur in the long-term, at a time where there is
a cap on any further HE provision in all the other FE colleges.

6.2 Student support
The new proposals for student support introduced by the Scottish Parliament
should help to widen access.  In part this is more to do with a perception that
student funding in Scotland is better than that in the rest of UK.  However, the
introduction of bursaries for certain groups is a real improvement in the
support for students from low-income backgrounds, mature students, disabled
students and lone parents.  Only time will tell if these changes will widen
access.
There is however a problem with the allocation of the Mature Student’s
Bursary Fund via universities and colleges in that the funds at one institution
may be used up more quickly than another.  A national scheme based on
similar criteria to the bursaries scheme would not have this problem and
would maintain a national standard for the fund.  It should be available
especially to those over 55 years of age as they are ineligible for loans.

6.2.1 Part-time students
The association welcomes the recent initiatives whereby part-time higher
education students on low incomes are waived fees and will have access to
the student loans scheme and the number of part-time places has also been
increased. However, these students cannot access the same level of student
support as full-time undergraduates and are often liable for fees, despite the
fee waiver for part-time undergraduate students from low-income
backgrounds.
In this new era of lifelong learning, the distinction between full-time and part-
time study is eroding; and there should be no discriminatory treatment
between different modes of study.  This is particularly the case given the
crucial role of part-time provision in delivering lifelong learning.  It is important
to seek to ensure that both full and part-time modes of study are attractive to
students and to remove barriers, or differential treatment, which militate
against one or other form of study.  We accept that there will be different
packages available to students with different needs, but the principles that
underpin those packages should be the same.
Now that tuition fees have been abolished for full-time undergraduate students
it is inequitable that part-time students should still have to pay fees on
entering a higher education course.  Part-time students, most of whom are
mature students, pay tuition fees. The amount varies across and within the
sector. Removing the liability for tuition fees for full-time students reintroduces
a distinction between full and part-time study.  Mature students in full-time
study are specifically exempted from liability to contribute to the Graduate
Endowment.  Thus all full-time mature students will pay nothing towards their
tuition; the majority of their part-time counterparts will continue to pay fees.
This distinction is not based on objective evidence of the relative financial
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need of the two groups but on their categorisation by mode of study.  Part-
time students do not have access to the Mature Students’ Bursary. We
believe that the Mature Students’ Bursary Fund should be means-tested and
available on a pro-rata basis to part-time students as to full-time students.
Also, part-time students should be entitled, on a pro-rata basis, to any
childcare subsidy available to higher education students.
The part-time student supplement was introduced to encourage wider access,
in that part-time study is considered to be more attractive to wider-access
students.
However, there is now a large discrepancy between the support available to
meet living and study costs between full-time and part-time students.  Indeed,
for most part-time students there is no state support.  The contrast is most
striking for young students, who in full-time study may be able to access
support packages drawn from bursaries and loans of up to £4 000, whilst in
part-time study the maximum available is a £500 loan and then only for those
with an annual income of less than £13 000. Part-time students should have
access to the loans scheme on a proportionate basis to full-time students.
The association argues that the Scottish Parliament should:
(i) Implement fee payments for part-time undergraduate students on the

same basis as full-time undergraduate students.
(ii) Consider the relationship between the UK benefits system and support

for part-time higher education students.
(iii) Extend the student loans scheme to all part-time students on a similar

basis to full-time undergraduate students.
(iv) Extend eligibility of the Mature Students' Bursary Fund to mature part-

time students.

At the very least the issue of part-time student support and fees should be
reviewed as recommend by the Cubie committee5.

7 Funding and operation

How effective and relevant are current funding mechanisms, levels,
performance targets and patterns of distribution in meeting Scotland’s
economic and social needs?
There is presently an ongoing expansion of provision, however this is heavily
weighted towards further education (40,000 out of 42,000 new places).  We
argue that there is scope for greater expansion in funded places in higher
education, given the demonstrable success of the universities in attracting and
retaining applicants.
Further education, in addition to providing specific vocational education, also
acts as a tried and tested pathway to higher education.  There should be no
artificial cap on the ambitions of further education students.  We also argue
that the strategic emphasis should be on the higher education needs of a
knowledge economy.  Students and employers are well aware of the
economic advantages of higher as against further education qualifications
and, aside from centrally planned strategy, the market demands more
education at higher level.  Universities have generally been more successful

                                                
5 Cubie A. Student Finance: Fairness for the future. Independent Committee of Inquiry into Student Finance 1999.
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in filling places than further education colleges.  Future expansion should
therefore be geared towards the higher education level.

7.1 Funding of HE
Scottish Universities have a world-class reputation but can only build on and
maintain that standard through adequate funding for higher education.  From
the turn of the century there have been real terms increases for higher
education and this will continue in the foreseeable future.  However, these
increases will not even make up for the cuts endured in the past decade, with
a six per cent shortfall in the real terms unit of resource in 2003 compared to
the level in 19946.  Further, as Midwinter and McVicar7 point out, over the last
two decades funding per student in Scotland has declined either because of a
simple decrease in funding or due to an under-funded expansion in student
numbers.  An analysis by the Association of University Teachers8 provides
strong evidence for a link between high levels of investment in higher
education on one hand, and prosperity and economic competitiveness on the
other.  Yet the latest OECD figures in Table 1 show that the UK is falling
behind competitor nations in spending on higher education.  If Universities are
to become real drivers for the knowledge economy they have to be funded to
the same levels as Scotland’s competing nations.

Table 1: HE spending of UK’s main competitors (ranked)

Source:
AUT8 analysis of OECD9

data.

7.2 Participation rates
Scottish institutions have laid claim to increasing access due to the relatively
high age participation index (API) in Scotland compared to the rest of the UK.
However, there are two reasons why this comparison may not be truly
representative.  Firstly, a technical point is that the age range for the Scottish
index is broader than for the rest of the UK, making it non-comparable.10

Secondly, according to Osborne,11 there is a social reason, in that a higher
proportion of Scottish HE students opt for 2-year courses, a significant
proportion of which takes place in further education colleges in Scotland.
Indeed Bamford and Schuller12 show that although Scotland has the highest

                                                
6 Axon T. Changes in the funding of Higher Education Institutions; Proceedings of the Scottish trade union research network
conference; 2001.
7 Midwinter and McVicar University funding in Scotland: Trends and developments since 1993, Scottish Educational Review 31
2 p112-121 1999.
8 Court S Losing out - how UK higher education is losing vital investment.  Association of University Teachers 2000. @
http://www.aut.org.uk/pandp/
9 Centre for Educational Research and Innovation, Education at a Glance: OECD Indicators, Paris: OECD 2000
10 Government statistical service, Scottish higher education statistics 1996-97. Stationery Office. June 1998.
11 Osborne R. Wider access in Scotland? Scottish Affairs 26, 1999.
12 Bamford C. and Schuller T. Comparing Educational ‘Performance’. Scottish Educational Review 31 2 1999.

Country Cash change
1992-97  (%)

% of GDP spent
on HE 1997

Germany 44.5 1.1
Japan 42.3 1.1
United States 25.7 2.7
France 24.6 1.2
UK -21.2 1.0
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participation rate from those below 18 years of age, for 18-20 year olds the
rate is the lowest of the UK nations.  Further they point out that:
‘Scotland is lowest in the all age index – the Population Participation Index –
at 2.52% compared with the UK figure of 2.59% and an English one of 2.58%’.
The discrepancy in the figures is due to a high proportion of students choosing
sub-degree higher education. These students are also potential degree
recruits from either HE or FE institutions and if encouraged to undertake
further study, it would increase the number of degree students coming from a
non-traditional background, including part-time provision.
On this evidence Scottish HE institutions have not achieved a huge expansion
and additional recruitment of students will be required if Scotland is to have
the comparable levels of participation through to degree level as the rest of
the UK.

7.3 Further education
FE is a success but is poorly funded and organised. The incorporation of the
colleges has been a disaster; it has exacerbated inter-college combativeness,
exposed the colleges to incompetent management and undermined collegiate
morale. The system has to be conceived and organised as a whole, and
needs to be better integrated with both schools and the universities.

7.4 Funding of research
If the needs of the knowledge economy are to be met then the Universities will
need to conduct world-class research that can be exploited in Scotland.  Yet
the present funding mechanism for research destroys the continuity required
to ensure that a research project is completed, the results disseminated and
ideas are further developed.  This lack of continuity is due to the highly
educated and skilled research workers being employed on fixed term
contracts, which often terminate before the research is completed, let alone
exploited.  AUT(Scotland) has developed a paper, which suggests alternatives
to employing such staff on contracts. This is attached as Appendix A.

8 Extent of provision

To what extent is there duplication, confusion and overlap within lifelong
learning provision, and how can this be reduced?
Within higher education, we welcome the recent shift in emphasis from
“competition within Scotland” to “collaboration for Scotland”.  This has been
reflected in specific SHEFC funding available for strategic change and for
collaborative projects.  There has been some rationalisation and the funding
available has helped in the management of change, although certainly some
pain has been experienced by those affected by job losses in certain subject
areas.  SHEFC has promoted merger activity and most of the monotechnic
institutions, such as the Colleges of Education, have merged into Education
Faculties within neighbouring universities.  This process does not have much
further to go and SHEFC has recognised that some small institutions (RSAMD
and the art colleges) are so specialist as to have a claim for appropriate
funding without being pressured into merger.  We therefore see no need for a
new initiative to promote merger or rationalisation activity within the higher
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education sector; indeed this would be a major diversion from the current
tasks facing the sector.
Further education and community schools provide local access to learning
and a total consolidation in provision could remove the community element
and make initial further learning in colleges impossible for many learners.
However, there may be some scope for mergers and some consolidation in
higher qualifications which are more likely to be undertaken by more
experienced learners.
The funding councils and enterprise bodies have produced a report13 that
looks to reduce overlap in the system by formulating memoranda of
understanding between themselves and other organisations.  Learndirect
Scotland and the Scottish Credit and Qualifications Framework SCQF (see
section 9.3) should help reduce the confusion in lifelong learning by providing
one point of information for potential learners and a mapping of the various
qualifications.

8.1 Learndirect Scotland
Learndirect Scotland will hold information on most courses of learning
throughout Scotland and act as a single interface for potential learners.  It has
the potential to increase learning opportunities for all and particularly for those
who have not followed traditional routes into further learning.  The association
welcomes any initiative that increases participation amongst those who do not
traditionally enter HEIs.  Learndirect Scotland is unlikely to make any direct
significant increases in the numbers entering HE but it will help to increase the
numbers choosing further education who may in time decide to enter higher
education.  There is a concern though that Learndirect Scotland is increasing
the confusion in provision by setting up learning centres and acting as broker
for the supply of course material.

8.2 Planning
There is a problem with attempting to plan for such a diverse sector combined
with the intrinsic lack of predictive certainty and the need to balance
institutional autonomy. This is particularly pertinent in HE because of the need
for continuity and stability in order to carry out high quality research and
scholarship.  However, the benefits of cooperation have been demonstrated in
universities, and better articulation with sub-degree provision in FE would be
advantageous. In contrast an excessively competitive environment in the
universities has encouraged institution-centred thinking to the detriment of
coordinated provision. The problems of research support and funding (which
is fundamentally competitive) has been a major factor in this.

9 Articulation

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?
Currently, Scotland is relatively successful in two main areas – participation
and quality of graduates but it is not clear that this is a planned outcome
rather than the happy result of historical contingencies. The mix of delivery
                                                
13 Joint Lifelong Learning Group. Learning for Life: a joined up approach. SHEFC 2000.
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systems appears to work quite well but the articulation of these systems with
each other and with pre-entry systems is rather haphazard. Even within the
school system the internal structural problems with Higher Still have delayed
and obscured consideration of new questions about the links with FE and HE.

9.1 Funding and administration
Collaborations between educational establishments will allow greater
movement between integrated courses and will lead to an enhancement of the
course provision.
Integrated provision should be managed by partnership agreement and for
tertiary education would be overseen by the Scottish funding councils.
The present funding mechanism used to promote wider access in HE leads to
a lack of coherence and collaboration as each institution bids for a grant for
their own scheme.  There should be encouragement for joint schemes by
institutions especially in the large urban areas.  This will increase the choice
for students targeted by such schemes and allow them to attend the most
suitable institution rather than being encouraged to attend the one institution
that is linked with their school or college.

9.2 School Links with Further and Higher Education
HE institutions are closely linked with schools, as many of their entrants are
school leavers.  These links include the use of outreach schemes, open days
and even the sponsorship of school students.  All the universities now have
schemes to encourage pupils from areas of low recruitment to consider
applying to universities, possibly via summer schools.  These schemes lead to
links between universities and schools and colleges but partnerships with
local government should also be encouraged.  The problem with all these
schemes and the monitoring of participation is that it may not target the most
appropriate individuals.  Even though schools and postcode areas may show
low participation in HE, the pupils actually targeted could be those who would
enter post school education even without the extra persuasion.  A better
analysis could be made of the student background if a question covering
social class or parental income is included on equal opportunities monitoring
forms.
Community schools are also important in delivering education to those who
require a second chance and for learners from a deprived background.

9.3 The Scottish Credit and Qualifications Framework
The association welcomes the introduction of the framework particularly if it
can increase access to tertiary education.  It should aid in informing the
transfer process between courses and qualifications and in particular UCAS
should use the framework to inform students and higher education institutions
as to which qualification will allow entry into each course. This should allow
easier access for Scottish students into the system elsewhere in the UK.
However, articulation between courses is not just about level of qualification it
is also about the appropriate knowledge and skills. Much work will need to be
undertaken by practitioners to apply the framework to individual courses.
However, it is a good step in the right direction and it should encourage
colleges and universities to consider alternative entry points and
qualifications.
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The proposals will help employers to recognise those qualifications that are
less common and the articulation between courses but the framework requires
to be publicised in a manner which is easy to understand and disseminated in
such a way that it will be read by all levels of management.
It could therefore help individuals to meet their educational needs and in
particular it could benefit those who have pursued non-standard qualifications
by allowing them to progress into appropriate courses of further and higher
education.

10 Work and training

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 idea of the “integration” of work and education is misguided. Integration is
the wrong word. Education has its own justification and is entitled to demand
its own autonomous domain. Work has its place as the crucial end-point, and
the workplace itself has a major learning role (both formally and through
experience). Work is also a force in directing people towards continuing adult
education. But the balance has to be maintained. It is likely that research will
show that respect for the proper domain of education is itself an element in
enhancing the “knowledge-based” economy as well as an educated civil
society.
The Enterprise networks should take a lead in promoting the benefits of
learning among employers and even act as brokers between small to medium
sized businesses and education providers.
Trade unions have a significant role in promoting learning in the workplace
and this has been given added impetus by the establishment of the STUC
lifelong learning unit.  This exists to help trade unions promote lifelong
learning in part via the Trade Union Learning Fund, which supports workplace
projects and is financed by the Scottish Executive.
Work place training often concentrates on employability but education also
develops the individual and enhances civic society. Some emphasis should
also be given to non-vocational courses as these often lead to a student
taking up further courses.  Further, students who had not enjoyed the learning
experience at school are much more likely to start with these type of courses.
The value of work based training can be increased by employers recognising
the advantages of training their workforce. There is also a need for career
advisers to point out the pros and cons of particular qualifications and where
each could lead in the future. The Scottish Credit and Qualifications
Framework should aid in this process.
There should be increased links between employers and educational
establishments. If the work places use colleges and universities for their own
training, then students are more likely to feel at ease with such institutions.
The enforceable time allowance for training should help in this regard.

11 International comparisons

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?
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The most informative comparator data is produced by the Organisation for
Economic Co-operation and Development (OECD).  The problem with this
data is that it does not include Scotland separately making it only possible to
compare the whole of the UK with other nations14.
However, for many of the tables provided by the OECD, the UK does not
compare favourably with its competitors in terms of funding.  As Table 1
shows this is true of spending on HE.  Despite this lack of funding, the UK
fares better than most at producing quality graduates and has one of the
lowest drop-out rates.
One of the benefits of a qualification framework is to allow student movement
across European institutions and this may be encouraged in the future due to
the Bologna Declaration.  The Bologna Declaration is a document signed by
29 European countries which commits those countries to the task of
convergence and standardisation of HE qualifications across the EU. The
process is intended to make the EU competitive in the emerging global market
for education and to facilitate the movement of goods, services and labour
within the EU internal market.  However, mapping and therefore comparisons
of European-wide qualifications has not been possible.  It is worth noting
though that the present Scottish system of qualifications has much in common
with many European countries whereas the two systems in the UK are quite
distinct.

Appendix A

JOB SECURITY FOR RESEARCHERS- SOME OPTIONS FOR
DISCUSSION

1) Background

Despite initial optimism around the SHEFC CRS initiative and the study of
“Alternative methods of securing staff input in research” there seems to have
been a loss of impetus and the fundamental issues of insecurity, unfairness
and inefficiency have not yet been tackled.  At national level, failure to tackle
the position of CRS was a stumbling block preventing AUT from agreeing with
UCEA on a partnership approach to tackling casualisation.

Quite apart from the AUT’s concerns regarding insecurity and unfairness,
universities as employers now face a different labour market in which the
agenda is shifting towards the need to recruit, retain and develop highly
qualified workers (the “war for talent”).  Changes in employment legislation
place termination of fixed term contracts on much the same basis as any other
redundancy, leaving universities with a large exposure to legal claims arising
from existing employment practices.

2) Some models for discussion

This problem has arguably been analysed and talked about sufficiently and it
is time for action.  It is not just an AUT gripe.  It is time for Scotland’s

                                                
14 SPICE International Lifelong Learning Research Note August 2000.
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universities individually and collectively to take appropriate actions in
partnership with AUT (and other unions where appropriate).  Waiting for
SHEFC or waiting for UCEA or some other national development could result
in further unacceptable delays.

We are acutely aware that diagnosis has not been sufficient to point a way
forward.  We need models of potentially better ways of handling research staff
and these may not be available from existing practice ie even “best practice”
in the sector is inadequate.  We therefore put forward three suggested models
for discussion within the sector. Where concrete proposals emerge Local
Associations will of course expect negotiation and safeguards where changes
of conditions of employment arise.  The models might run concurrently.

Other staff paid out of research grants – such as academic related staff also
need to be considered.

SHEFC and Ministerial support and pump priming funding might be sought as
appropriate.

3) Flexibility model

The flexibility model is based on the fact that the skills set/qualifications
typically found in a new contract researcher and the career aspirations are not
fundamentally different to those of a new lecturer.   Researchers are
academics, with the same highly developed orientation to research and
scholarship which distinguishes university lecturers from teachers in other
sectors. Many CRS do a significant amount of teaching, limited in some cases
to the 6 hours per week permitted under Research Council grants.  Some
CRS do in fact ultimately progress to lecturer posts.  Others progress within
research posts, holding esteemed grants and publishing widely, but remain on
contracts.  Other CRS may progress to research posts outwith higher
education, including industry.

Under the flexibility model, from the outset, CRS appointments would be
made on the basis that the skills and qualifications sought would be those for
someone potentially suitable for an academic or related career.  The initial
duties would be those concerned with a specific grant-funded research
project.  However, from day one, career planning and staff development would
be geared to working with the individual to develop their medium to long term
career and employability.  For example, they would be able to achieve
professional accreditation for teaching and/or other eg subject related
professional development. Long before the end of the initial research project,
the next position within the university would be identified.  Contracts would be
drawn up in a wider frame, allowing for flexibility within an open ended
contract as opposed to flexibility by contract termination.

Such a model would require active management, including especially much
improved people management and there would be costs involved.  However,
savings would accrue through enhanced retention of CRS to project
conclusion, better completion and dissemination of research findings, reduced
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recruitment costs and reduced redundancy/other legal costs.  It would no
longer be necessary to use fixed term contracts for research work.

4) Collaboration model

The collaboration model would build on the above by offering job security
within the travel to work area.  The Glasgow/Strathclyde research “Synergy”,
the Aberdeen research consortium, the Dundee/St Andrews partnership could
be used as a basis, for example.  In principle we believe that, subject to
conditions of employment safeguards (continued access to university nursery
facilities has been raised as one example) most CRS would be happy to
exchange current fixed term insecurity for job security with associated
flexibility allowing redeployment (of course with full consultation and to
suitable posts) within the travel to work area.

We appreciate that there are technical and legal issues to be resolved
wherever an arrangement is made spanning a group of employers.
Harmonisation of conditions of employment around best practice may be a
necessary concomitant.  However the advantages to researchers and to
universities in retaining talent within the science base in Scotland are such
that we believe this model could offer significant benefits from collaboration.

Some researchers may be interested in mobility beyond the travel to work
area, for example between universities with national and international links,
around common research themes.  This cannot be written into contracts but
should be explored as one way of promoting career development.

Considerable safeguards would be required as this model is not intended to
create a reserve army of staff who can be shifted from pillar to post.  Clear
and fair arrangements for consultation in relation to potential redeployment,
which should always be on the basis of agreement with the member of staff
concerned, would be essential.

5) Enterprise model

One of the advantages of higher education being located within the wider ELL
portfolio (and budget) is the enhanced opportunity for collaboration with
Scottish Enterprise.
The enterprise model would build on the flexibility model by seeking SE
support and funding, to facilitate secondments to external employers, within
the context of an open ended research contract with a university employer.
The external employers would include not only “industry” but professions and
the public sector including the NHS (eg for medical researchers) and Scottish
Executive.  Internal secondments to other areas of the university to allow
broadening of experience and assist in meeting wider university needs might
also be included.  Where other types of support eg EU or international
development funding can be obtained, secondments abroad may be
considered.



EL/01/28/1/AUT

16

Secondments would be planned as part of the initial career planning with the
researcher, for example a secondment might come after the first or second
grant funded research project.  The precise secondment would of course be
subject to detailed consultation and a matching process.  SE would pump
prime the secondment by financial support to the receiving employer.  The
secondment would have the explicit aims of knowledge transfer from higher
education to the wider economy/society and developing collaboration.

During the secondment, discussion would take place on the next steps for the
researcher.  These might include returning to the university post to resume
similar or different work, (including the possibility of new projects developed in
collaboration during the secondment) or remaining on a longer term basis with
the external employer.  Where neither appear viable, there would be an
emphasis on developing the employability of the researcher, with enhanced
support for training and development.

6) Redundancy and associated consultation

These new models- and anything else which might be developed in
preference to the present reliance on the blunt instrument of fixed term
contracts- are based on open ended contracts offering reasonable job
security.  The need for redundancy would be very much reduced as systems
and resources would be devoted to a wholly different and vastly improved
approach to managing the highly qualified people concerned.

It should be stressed that turnover will not reduce to zero nor will all
opportunities for new PhDs dry up.  The greater emphasis on career
development, the greater opportunities opened up for researchers and the
emphasis on employability, will mean that there is natural movement as
researchers are well qualified to advance their careers externally as well as
internally.  Specialist support would be provided to assist researchers in
matching their skills and expertise with employment opportunities outside
higher education. Researchers should be moving onwards and upwards, not
recycling around a vicious circle of fixed term contracts without progression.

Redundancy will be reduced but there is likely to be a remnant of situations
where the prospect of redundancy arises.  The legal position would not be
substantially altered from that already prevailing ie the need for full
consultations both with the individuals concerned and with the recognised
union, with a view to avoiding redundancy, minimising the numbers to be
made redundant and mitigating the consequences.   In general it might be
predicted that individuals who have had significant career development help
will be unlikely to be motivated to bring cases of unfair dismissal and, where
they do so, the employer will be in a better position than at present to
document the consultation process prior to redundancy and the measures
taken to develop and explore alternatives to redundancy.



EL/01/28/1/EIS

SUBMISSION BY THE EDUCATIONAL INSTITUTE OF SCOTLAND

Remit of the Inquiry

 “To inquire into the need for a long-term, comprehensive strategy for continuing
post-compulsory education and training in Scotland which meets the needs and
aspirations of individuals and society as a whole in respect of quality, relevance,
efficiency, effectiveness, accessibility, accountability, funding levels and structures
and delivery mechanisms.”

1. General Comments

1.1 The Institute, which represents in excess of 8,000 members in further and
higher education, welcomes the initiative undertaken by the Enterprise and
Lifelong Learning Committee as it believes an in-depth study of the post-
compulsory education sector in Scotland is now vital if the aspirations of
Government as set out in “Opportunity Scotland” are to be achieved.  The
Institute recognises that 2002 is fast approaching and that immediate
measures will have to be put in place to ensure, as promised by Opportunity
Scotland, “by 2002 there will be a very different learning landscape for adults
in Scotland which offers much greater access to a much wider range of
learning opportunities and that by then all Scottish citizens will have the
means to access learning at any stage of their lives by the year 2002.”

1.2 The Institute has long argued for a strategic framework for the FE sector and
looks to the ELL inquiry to highlight the problems faced by this sector since
incorporation.  The Institute looks forward to the inquiry firmly declaring that
incorporation has failed Scotland’s colleges.  The Institute looks to the inquiry
to firmly recommend this vital element of Scottish post compulsory education
is returned to public control and accountability.

1.3 The Institute looks to the inquiry to recommend a collective means of
determining common terms and conditions and rates of pay for all staff
employed in the FE sector.  Publicly funded bodies should be seen to
promote equality and fairness, however, the Institute believes it is neither
equitable nor fair to continue the very wide disparities in salary levels that
exist across Scotland’s FE colleges.  (See Appendix 1).  In the context of
national determination of pay and terms and conditions for Scottish teachers
through the Scottish Negotiating Committee for teachers (SNCT) and the
newly established UK arrangements for higher education staff, the UK Joint
Negotiating Committee for Higher Education Staff (JNCHES), the Institute
believes the anomalous situation of determining pay and conditions on a
college by college basis, often resulting in very acrimonious industrial unrest,
must be addressed.  The Institute looks to the inquiry to recommend the best
means of addressing this anomaly and ensuring Scotland’s further education
staff are not disadvantaged relative to their colleagues in other sectors.

1.4 The Institute believes the current interpretation placed on the term “lifelong
learning” renders education as simply a factor which influences the labour
market.  Education is no longer seen as a good in itself, the emphasis being
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placed on marketability and employability.  Education, therefore, is no longer
seen as life-enhancing and improving, a value in its own right, but simply a
matter of economics.  The Institute believes this could lead to the erosion of
educational standards, the lowering of entry requirements and the pursuit of
devalued qualifications.  The Institute believes the term post-compulsory
education and training brings together further and higher education and
connects it to vocational training, in a way which is generally accepted as it is
recognised that there are three different approaches but allows for the
possibility that elements of any one may be occurring in the others.

2. 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?

2.1 Without wishing to be too negative the Institute would suggest that it is not
entirely apparent that there is a strategic direction to the Scottish Executive’s
approach to lifelong learning.  Current Government policy of widening access
appears to be in the negative context of high student borrowing, low income
tax and low employer contribution to post compulsory education and training.
The annual efficiencies demanded of institutions also sets a negative context
of excessive workloads for staff, inadequate wage levels, lack of promotional
opportunity and low standard accommodation.  It is also set in a climate of
excessive quality assurance with too much duplication.  Finally, while not
wishing to undermine the positive attributes of communication and
information technology (CIT) and its importance and value in supporting
education and training, the Institute remains concerned that there is lack of
evidence to support so much strategic reliance on it and has serious doubts
as to whether it is capable of delivering everything expected of it.  The
Institute recently commissioned research in this area “Electronic Technology
in Higher Education” and encloses a copy for the Committees information.

2.2 The Institute believes that any strategy for lifelong learning should encompass
“all Scottish citizens …. at any stage of their lives” as promised by Opportunity
Scotland.  However, providing such cradle to grave education and training
opportunities implies a level playing field from nursery to retiral which the
Institute acknowledges will be challenging for the Scottish Executive to
achieve.  The Institute also believes this cannot be achieved without some
form of positive discrimination to assist those previously disadvantaged return
to education and training.

2.3 The Institute believes that it is reasonable that students should continue to
access post compulsory education and training through a variety of means.
However, the Institute would stress that the majority of such education should
be delivered by professional teachers and lecturers in established and
publicly funded institutions.  The Institute would also suggest that all teachers
and lecturers have an appropriate teaching qualification and are registered
with the GTC and/or other appropriate bodies.
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3. 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?

3.1 The Institute believes it is vital that learning opportunities are located locally
and that all Scotland’s people have the right to attend a local educational
establishment.  As previously stated the Institute believes inadequately
supported on-line learning is a poor substitute for classroom based learning
experiences and believes it is often seen as a deterrent to the many without
the necessary skills or financial means to learn by this method.  The Institute
suggests, therefore, that adequate funding should be available to established
institutions to develop and resource local learning centres which will
encourage more take up of learning opportunities.

3.2 The Institute previously welcomed the Government’s commitment to
introducing a new right to study or training for a qualification while in
employment.  However, it also cautioned against this only being targeted at
16 and 17 year olds.  The Institute would remind the inquiry that currently
there is a large proportion of unqualified/unskilled personnel in Scottish
workplaces and that learning and training opportunities (with appropriate
funding) should also be put in place for these more mature employees.

3.3 The Institute would welcome the creation of partnership arrangements
between all post compulsory education institutions, Scottish companies, trade
unions and ELL which would develop and encourage significant learning
programmes in the workplace.

3.4 The Institute suggests if the Scottish population identified as having low
literacy and numeracy skills are to be encouraged to participate in meaningful
lifelong learning initiatives a more imaginative means of “recruiting” needs to
be introduced.  The Institute suggests the inquiry give consideration to the
introduction of Community Education Officers.  Based in local communities
such individuals could “match” the learning needs of local residents with
locally available learning opportunities while advising on support for concerns
such as transport, childcare etc.  Working in partnership with SUFI such
individuals could promote the benefits of learning while also providing
awareness of the availability of individual learning accounts for those wishing
to return to education or training.

3.5 Finally, the Institute suggests the Scottish Executive needs to be more
proactive in promoting post compulsory schooling and should ensure the
Scottish Executive’s introduction of free education up to and including
HNC/HND level is widely promoted and understood.  The financial costs of
attending post compulsory education, either part-time or full-time, together
with any financial support arrangements available to learners should be easily
assessable.  Transfer arrangements from one institution to another should be
transparent and easily understood.
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4. How effective and relevant are current funding mechanisms, levels,
performance targets and patterns of distribution in meeting Scotland’s
economic and social needs?

4.1 The funding of FE provision in Scotland has been a very contentious matter
since the incorporation of the sector in 1993.  Colleges have had to cope with
huge historical deficits while attempting to grow and provide high quality
education across the sector.  The Institute believes the funding methodology
applied to the sector (SUMS) has not been a success and to continue to fund
this vital sector of Scotland’s post compulsory education by this method will
increase the difficulties being experienced by many colleges.

4.2 The demand for year on year “efficiency gains” has motivated colleges to
chase student numbers, doing little to reduce competition between colleges.
The continuous need to “attract” students to college courses has led to a
refocusing of resources with marketing taking priority over lecturing.   The
Institute has previously criticised the demand for annual “efficiencies” as it
believes it has resulted in a driving down of quality as less and less lecturing
staff are maintained by colleges as they reprioritise their objectives to chase
the ever elusive “sector average” ratios.  The Institute believes the current
funding methodology has failed FE colleges in Scotland and would suggest
the best way forward would be for ELL to initiate a full review of the funding
methodology and introduce a funding system which more accurately reflects
the educational needs of Scotland’s communities and its post compulsory
students.  In order to maximise stability within the FE sector the Institute
would recommend reviewing the funding methodology on a 2-3 year basis.

4.3 A general criticism the Institute has had with the current funding mechanism
has been the lack of attention paid to resources other than student numbers.
The Institute would like to see other criteria determining a recognised
percentage of funding.  Geographic location of college/university, breadth of
course provision, variety of industries in the locality, level of deprivation within
the community, educational requirements of the local community are all areas
worthy of inclusion in the final funding decisions.

4.4 While generally welcoming any additional funding granted to colleges and
universities the Institute believes there is no serious attempt to address the
issue of most need, such as the different requirements between rural and
urban communities, communities with high levels of unemployment and,
perhaps most importantly if the widening access initiative is to be a success,
communities with high levels of socio-economic deprivation.  Local
authorities, colleges and universities located within these catchment areas
surely deserve priority funding to adequately address the educational needs
of their communities.  The Institute suggests community partnership
arrangements be established between local authorities, colleges and
universities which will identify the specific educational needs of their
communities and the most appropriate means of addressing these needs.

4.5 The increase in the ratio of non-lecturing to lecturing posts within the further
and higher education sectors has long been a cause for concern to the
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Institute as has the rise in temporary, part-time lecturing posts.  The Institute
believes there is a real danger that the high quality product that is Scottish
post compulsory education will suffer as institutions are forced, through
inadequate funding, to restructure their resources, making more and more
demands on less and less staff.  The Institute would like the Funding Councils
to pay more attention to the staffing needs of institutions, ensuring that quality
of provision is not undermined as more and more permanent staff are
“restructured” out of the classroom or to temporary contracts.

4.6 Fundamental to any review of funding must be the ending of the differential
means of funding HE provision in further education colleges.  The Institute
calls on the inquiry to ensure the ending to such a discriminatory practice as it
believes full recognition should be given to the increasing numbers of
students accessing higher education through FE colleges.  Higher education
provision in FE should be funded on the same basis as it is funded in HE
institutions.

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

5.1 The Institute does not believe, as the question implies, there is an oversupply
of educational opportunities in some parts of Scotland.  The mapping
exercise recently conducted by SFEFC and the KPMG/SFEFC study of
further education in Glasgow clearly point out that there is at present, and will
continue to be, a growing demand for post compulsory education.  The
emphasis in the future must be on good quality facilities and teaching, making
good use of existing facilities, being responsive to changing demand and
creating specialist provision at centres of excellence.

5.2 The Institute supports the need for good quality, locally provided education
and would suggest that the links between schools and colleges are very
valuable not only in affording to students the opportunity of first-hand
experience of vocational areas but also in nurturing the desire to continue
one’s education beyond sixteen.  A more coordinated approach should,
however, be taken to furthering these links and to adequately resourcing
them.

5.3 The Institute also believes it will be vital to maintain and broaden the links
which exist between schools and higher education institutions if the
Executive’s wider access programme is to be developed.  The Institute
welcomes the recent changes to student funding introduced by the Executive
but continues to believe if the Executive’s priority of reaching out to and
including those who have been underrepresented in higher education is to be
significant, it will need to introduce a comprehensive bursary/grant system of
maintenance.  It must be appreciated that the significant under-representation
of less advantaged parts of Scottish society cannot be redressed if significant
and meaningful financial support mechanisms are not just offered to but are
actively promoted for both the student and his/her family.
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5.4 The Institute believes the ELL Committee, the Further Education Funding
Council, the Higher Education Funding Council and community education
providers must look to creating a strategic framework for the provision of post-
compulsory education and training in Scotland, one which will be proactive in
responding to the changing needs of the Scottish economy and the
consequential changes in education and training provision.  It must also
promote collaboration between providers, maximising the use of publicly
funded colleges and universities while also ensuring adequate funding is
made available to underpin proposals.

6. 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?

6.1 The Institute supports attempts, through Higher Still and other initiatives to
create better progression, however there is still need for more publicity on the
qualifications system and on credit transfer, so that both student and users,
including employers may have a better understanding of the structure of
progression.  The Institute would, however, like to see qualifications obtained
outside Scotland being recognised for entry to the Scottish Qualifications
Record through some means of agreeing a Scottish equivalent for such
qualifications.

6.2 The Institute would suggest that the means-tested Education Maintenance
Allowance recently piloted in the West of Scotland should be extended as
bursary support to all 16 to 18 year olds engaged in post compulsory
education and training as a means of encouraging more participation.

6.3 The Institute believes the growth in community based centres of learning
must be complimented and that adequate resources must be put in place by
the Executive to ensure these out-reach centres are adequately resourced
with all the necessary facilities required to support high quality provision and
continue to have all teaching provided by professional, qualified lecturer staff.

6.4 The Institute acknowledges the potential value of information and
communication technology in education; however advances in information
and communication technology should not undermine the value of
interpersonal exchange in developing the individual and enhancing the
educational experience.  The Institute would seek assurances from the inquiry
that such developments would not undermine the need for appropriate
staffing requirements in institutions.  The Institute would look to the inquiry to
recognise the importance of qualified and experienced academic staff being
free and able to use their educational expertise to decide on appropriate
methods of learning, teaching and assessment, including appropriate
software.

7. 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?
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7.1 The Institute believes the distinction between education and training is not
helpful, implying less worth for the latter.  The Institute has long advocated a
more employer centred approach to education in the workplace with the
employer being more accountable for setting targets and achieving outcomes.
The Institute believes the inquiry should give some thought to the introduction
of a system of levy, profit set-aside or targeted business tax which promotes
educational opportunities for all employees in Scotland.

7.2 The Institute would wish the inquiry to consider new initiatives for encouraging
partnership in research between higher education institutions and workplaces.
These initiatives should not be confined to partnerships with private industry.
The Institute is of the view that there is considerable unrealised potential for
research partnerships between academic staff in HE institutions and, for
example, work-place practitioners in education and the health-care
professions.

7.3 The Institute believes it is vital that a system of co-ordinated links be
established among schools, industry, further education and higher education.
Once young people see proof of support for the concept of lifelong learning
and the beneficial changes which come with this, then it is more likely to
become integral to the work ethos.

7.4 The Institute would welcome the creation of partnership arrangements
between all Scottish companies, trade unions, and FE colleges which would
analyse the changing patterns of work within the Scottish economy, develop
education and training means of responding to the changing skills
requirements and also encourage significant learning programmes in the
workplace.

7.5 The Institute would caution that it must be remembered that continued
educational opportunities do not always prepare an individual with special
needs for employment and that increased personal confidence and sense of
self-worth are very valuable outcomes.  Moreover, qualifications are not
always attainable or appropriate and should not become the sole means of
measuring success of participation.

8. 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?

8.1 The Institute would not wish to see the inquiry embrace the American flexible
labour market model for post compulsory education in Scotland; rather it
suggests the European social model is more appropriate.  The Institute would
also point out our European partners benefit from significantly greater public
investment in post compulsory education which would suggest the inquiry will
have to take a view on how best to support post compulsory education in
Scotland in the future, the Institute believes the tax raising issue cannot be
ducked indefinitely.
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9. Concluding Comments

9.1 The Institute is concerned that the matter of governance has not been
specifically raised by the inquiry.  The Institute would suggest that the 1992
Further and Higher Education (Scotland) Act requires to be repealed or
significantly amended in order to ensure accountability of further and higher
education in a modern Scotland.  The time for non-elected and
unaccountable bodies being responsible for the post compulsory sectors of
education in Scotland surely passed with the introduction of the Scottish
Parliament and its accountable Committee structure.  The Institute looks to
ELL and this inquiry to bring forward positive proposals for immediate and
radical change.
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MSF Response to the Scottish Parliament’s
Enterprise and Lifelong Learning Committee’s Inquiry into
Lifelong Learning

MSF welcomes this opportunity to respond to the Scottish Parliament Enterprise and
Lifelong Learning Committee’s inquiry into lifelong learning.

MSF plays an important role in lifelong learning in Scotland, and is actively involved
in generating increased demand for learning.  MSF campaigns for better access to
learning for its members.  It provides training and support for workplace learning
representatives, and is involved in a national joint-union campaign for a universal
entitlement to paid study leave.  MSF also has a long tradition of training and
educating its members, from the residential courses provided at our national training
college, to an extensive programme of regional education and the open and distance
learning programmes offered via the internet.  Thanks to the support of the Union
Learning Fund (in Scotland and in England), MSF also manages a number of
innovative lifelong learning projects.

Key elements of a lifelong learning policy for Scotland

MSF welcomes the increased emphasis on lifelong learning in the policies of the
Scottish Executive.  The creation of the Future Skills for Scotland Unit; the Scottish
University for Industry; the introduction of Individual Learning Accounts; the
introduction of the Right to Time off for Study for 16-17 year olds; and the
establishment of the Scottish Union Learning Fund are all welcome developments.
There are also other important developments in the pipeline; a strategy for adult
basic skills, and the establishment of Careers Scotland, for example.

These initiatives have the potential to provide the basis for an effective framework for
Lifelong Learning for Scotland.

MSF welcomes this enquiries broad vision of lifelong learning:

’the continuous development of knowledge and skills aimed at enhancing the
individual’s quality of life and society’s well being’.

It is essential that the broader vision of lifelong learning as contributing to personal
development and awareness, enabling individuals to play an active social role as
citizens, is a central feature of any lifelong learning strategy.  The aims and
objectives of lifelong learning should reach beyond the economic, encompassing all
types of learning.  It is crucial that a proper balance is struck between learning for
employment and learning for life and between the needs of the individual and the
needs of society.
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MSF is concerned, however, that, to date, Government policy and resources have
almost exclusively been devoted to the achievement of employability skills rather
than those skills that enhance personal development and achieve improvements in
the quality of life beyond the material.

Removing the barriers to learning

Time and again research has highlighted the barriers that prevent many people from
taking part in learning.  A Lifelong Learning Strategy for Scotland must focus on
breaking down these barriers of time, cost, access and motivation.

MSF, along with several other unions and educational groups, is campaigning for a
universal right to paid educational leave.  A statutory entitlement to paid time off for
studying and attending courses would send a clear signal to all employees and their
managers about the importance of learning, and would help to change workplace
culture and expectations.  MSF believes that the introduction of a statutory right to
paid time off for learning would be the single biggest support and encouragement to
adult learning.

The introduction of Individual Learning Accounts goes some way towards
recognising the importance of providing financial support to adult learners.  MSF has
been involved in training representatives to use ILAs as a tool in promoting learning
in the workplace.  We have also promoted ILAs directly to members through our
Virtual Learning Centre, Whitehall Online.  However, MSF is unconvinced of the
extent to which financial mechanisms, such as Individual Learning Accounts, by
themselves, can succeed in motivating individuals to plan and manage their own
learning.  Government support for collective learning accounts and encouragement
and incentives for employers to make contributions would be helpful.

A Lifelong Learning Strategy should enable people across Scotland to access
learning and learning support, including those in remote areas of the Highlands and
Islands.  The ability to access learning and learning support may be enhanced via
information computer technology, which may also be of benefit to members who may
have difficulty in attending formal courses.  This includes women members with
domestic and child care responsibilities and members with disabilities.

Workplace Learning

There is substantial evidence that the voluntary approach to workplace learning has
been failing the economy, the interests of employers, and the interests of working
people as employees and as citizens.  Voluntarism has failed to deal with the
persistent, chronic skills crisis affecting many areas of the economy.

MSF believes that there are compelling arguments in favour of a new statutory
framework for workplace learning, which provides entitlements for individuals to
access learning rights; requires employers to provide training; gives employees the
right to paid time off for training and learning; gives trade unions the right to
negotiate about training; and obliges employers to contribute to the cost of training.
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There is a need for a statutory requirement on employers to provide funding and
access to training and learning, and MSF supports the introduction of a modern
training levy, with clear obligations on employers to train and develop their staff.

A code of good practice for workplace learning should be produced, promoted by
Government and agreed between employers’ representatives and the STUC.

Partnership

A Strategy for Lifelong Learning must support the development of effective
partnership between unions, employers, Government, education and training
agencies and providers.

It is important that employers recognise and support the unique role that unions can
play in supporting and promoting workplace learning.

Unions act as a constraint on employers’ short-term preoccupation with training for
job-specific skills to meet immediate business needs.  They provide a longer term
perspective and are concerned with the development of transferable skills and the
skills needed to deal with change.  Trade Unions have a crucial role to play in
informing and influencing future skills supply to meet national competitiveness
requirements.

Conclusion

Trade Unions are key stakeholders in lifelong learning and have demonstrated
consistently that they contribute added value when they are involved in determining
education and training provision.  Any Strategy for Lifelong Learning must properly
recognise the essential contribution trade unions have to make to generating
demand for learning and shaping its supply.  It should build upon initiatives such as
the Scottish Union Learning Fund and the Ministerial Trade Union Working Party on
Lifelong Learning.
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                               Scotland

ISSUES  FOR  CONSIDERATION  BY THE
ENTERPRISE AND LIFELONG  LEARNING COMMITTEE
5 DECEMBER 2001

INTRODUCTION

UNISON has members in all sectors of Higher Education including ‘old’ and ‘new’ universities and those
that have recently achieved Higher Education Institution status.  We also have membership interests in the
majority of Further Education Colleges in Scotland. Our members are employed in a wide range of
occupations which include Administrators, Clerical and Secretarial staff, Janitorial, Caretaking, Technical
staff, Technicians, IT Professionals, Lecturers, Librarians, Accountants etc.

UNISON is committed to Lifelong Learning and building a link between the role that Higher and Further
Education has in meeting the Scottish economy’s needs and the training requirements identified by Scottish
employers.  UNISON’s own commitment to Lifelong Learning include promoting with employers that we
are involved with across the whole of Scotland in the public and private sectors, continuous improvement
to meet the employers’ challenges and growth, staff development, Partnership working, Return-to-Learn
opportunities/programmes, learning representatives, Training Committees, Open Learning opportunities  -
Learning Centres, staff development both to meet the employer’s and individual needs.

ISSUES  FOR  CONSIDERATION

� Higher Education  -  the need to develop up-to-date Human Resource and Industrial Relations skills
for all those who manage staff in Higher Education institutions

� Equal Pay within Higher Education institutions

� Addressing low pay within Higher Education

� Education and training opportunities, staff development, equal treatment

� Modernising employment practice i.e., knowledge of industrial relations and Employment Law and
good practice

� Effectively managing change within Higher Education Institutions

� ‘Partnership’ working and its opportunities

� Move away from the division between occupations i.e., all staff have equal contribution to make in
the effective running and operation of Higher Education Institutions

� Quality of treatment becomes staff development opportunities
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FURTHER EDUCATION

Similar issues apply in Further Education Colleges as described under Higher Education and further points
to be considered are as follows:

� Many F E Colleges are under continuing financial pressure.  Impact on staff includes continuity of
employment, threat of closure, threat of redundancy, pay freezes, reduction in terms and conditions
and what this leads to by way of low staff morale, staff retention/recruitment problems and
relationships over the period since Incorporation.

� The legacy of the challenging industrial relations and its impact, noting the recent commitment to
rebuild and develop new working relationships within the sector

� Continue investment on estates to ensure College buildings meet their purpose

� ‘Governance’ of Further Education Colleges and its impact on staffing

� Partnership working should be encouraged as a way forward for building relationships between
employees and employers and meet the joint challenges faced by Further Education Colleges.

OTHER ISSUES

The challenges faced both in Higher and Further Education are to recognise their customers, who are not
always students’ but employers meeting their needs in the provision of occupational training.  This then
needs quality staff to be in situ to deliver and to be able to be flexible enough to provide and respond
accordingly.  This needs sensitive handling, management skills, knowledge of best practice and staff
training as and when required.

There therefore is a need to deliver staff training to ensure equality of treatment and equality of all
occupational groups as well as skilled and effective ‘people’ managers.

The need to ‘manage change’ would benefit from Partnership Working approaches that ensure employers
and trade unions representing staff in the workplace work together to identify the issues and challenges
faced, to jointly problem solve and see through the implementation as required.

The above is a resume of the issues that UNISON would like raised in the Enterprise and Lifelong Learning
Committee to consider at part of its Inquiry.

CAROL  A  JUDGE
Scottish Organiser
Higher and Further Education
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SUBMISSION FROM THE VOLUNTARY SECTOR NATIONAL TRAINING
ORGANISATION

I have pleasure in submitting a response from the Scottish Advisory Committee of
the Voluntary Sector National Training Organisation as written evidence to the
Scottish Parliament’s Enterprise and Lifelong Learning Committee to assist its
forthcoming Inquiry.

The Advisory Committee acts in support of the Scottish Council of Voluntary
Organisations (SCVO) which is the executive arm of the Voluntary Sector NTO in
Scotland. The attached response therefore also represents the views of the SCVO
Policy Committee. Through its membership, the Advisory Committee represents
employer interests covering 14 distinctive work areas relating to the training and
personal development of staff, volunteers and management committees working
within Scotland’s 44,000 voluntary organisations. The Advisory Committee will be
holding its annual seminar in Glasgow on 3 October with key partners, including the
head of the Skills and Learning Opportunities Division of the Scottish Executive.

We note that the Committee plans to hold a Lifelong Learning Convention in
February 2002. Members may wish to note that for the last 2 years the Voluntary
Sector NTO in Scotland has organised its own very successful Lifelong Learning
Conventions in early March, at Edinburgh and Glasgow respectively. The event held
this year was part funded by the Scottish University for Industry as part of its
LearnDirect Scotland campaign and was opened by Frank Pignatelli as chief
executive of SUfI. Under the NTO’s work plan for the current financial year we plan
to hold a third Convention in February / March 2002.

We hope the Committee will make use of our response, and we will be pleased to
expand further on specific points.

Yours sincerely,

Nick Cooke
Chairman, Scottish Advisory Committee, Voluntary Sector NTO

Scottish Council for Voluntary Organisations

Voluntary Sector National Training Organisation (VSNTO)
Scottish Advisory Committee

Response to Enterprise and Lifelong Learning Enquiry

1 Introduction

This response is from SCVO's VSNTO Scottish Advisory Committee .  It has also
been informed by discussion with SCVO's Policy Committee. SCVO implements the
work of the Voluntary Sector NTO in Scotland (VSNTO) through its Scottish Advisory
Committee. 1

                                                          
1 Voluntary Sector NTO UK Structure (see attached file on email)



The VSNTO is a partnership between NCVO, SCVO and WCVA and aims to work
towards an effective and highly skilled voluntary sector, capable of making a strong
contribution towards a fair and open society through ensuring that paid staff and
volunteers have access to relevant training and development opportunities.

The Scottish Council for Voluntary Organisations (SCVO) is the umbrella body for
voluntary organisations in Scotland. Through its members, elected representatives,
paid staff and volunteers, it represents the interests of the Third Sector, and provides
services to help voluntary organisations work more effectively.  SCVO has over 1000
voluntary organisations in direct membership and is in contact with many hundreds
more through national and regional sector networks.

2 Background

The voluntary sector plays a vital and valuable role in society.  Voluntary
organisations range from the large established charities to the smallest community
organisations in the most remote areas of Scotland. The voluntary sector is diverse
and impacts on all aspects of our lives.

The sector contributes measurably to the economic wealth of the country, and
particularly in the volunteering field contributes to the maintenance and development
of a civic society. A unique feature of the sector is that it includes not just salaried
employees – approximately 60,000 in Scotland - but also 300,000 active volunteers
including individuals who are involved in a non-executive and management role on a
voluntary basis (eg through management committees).

Many documents, including the Government’s Compact with the Voluntary Sector in
Scotland, now acknowledge the importance of the voluntary sector.  With
involvement in every sphere of public life, it acts as an advocate for improvement, an
engine for change and innovation and a source of independent advice.

It is now increasingly recognised that the skills needed by individuals to contribute to
a healthy civic society are gained most readily in voluntary organisations. Being
involved with a voluntary organisation ensures that individuals have access to
personal development opportunities which develop the confidence to engage in
learning initiatives at every level.  In this way the sector makes an invaluable
contribution to lifelong learning for those who would otherwise not be motivated to
tackle their own development.  In the Scottish context, community development and
adult education organisations have played a significant role in encouraging
continuous development, or lifelong learning through a tradition of self advancement
through informal learning and personal development.

The voluntary sector trains and develops its own staff and volunteers and facilitates
informal community based learning - with scant resources. Many people become
involved in voluntary action as a conscious step into education, training and
employment. This can be seen in the range of voluntary sector return-to-work and
employment programmes which exist, as well as through the extent of participation
in European programmes and more recently in delivering the Voluntary Sector
Option of New Deal.  Current government policy emphasises the importance of



access and participation in lifelong learning initiatives and the Voluntary Sector has a
key role in making this happen.

This response is structured under headings relating to the questions posed in the
News Release announcing the Enterprise and Lifelong Learning Committee’s
Enquiry.

3 Questions asked by the committee:

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?

In assessing Scotland’s economic objectives, the size and importance of the social
economy is not accounted for here or in the recent Scottish Enterprise policy
document "A SMART, SUCCESSFUL SCOTLAND".  Recent publications 2estimate
the social economy as generating £1.6bn – 4% of Scotland's GDP, and employing
51,000 or 34,000 full-time equivalent – 3% of Scotland's workforce.

The Voluntary sector is already heavily involved in addressing disadvantage in
learning.  Eg approximately 80 organisations who are members of the voluntary
sector network Learning Link Scotland together offer a range of learning
opportunities to over 90,000 adults per annum, employing over 30,000 volunteers
and 500 paid staff. These organisations reach those most excluded in society,
providing flexible, accessible and diverse programmes, rooted in the values of social
inclusion, lifelong learning and active citizenship.  Collectively the sector makes a
great impact on the social, economic, cultural and political health of Scotland.

In order to maintain and develop these services, there requires to be more strategic
funding arrangements and better support for these organisations.

Current lifelong learning policy does not target volunteers who offer their services to
voluntary organisations.  Neither does it take account of the funding and other
support required to underpin the large numbers of volunteers already involved
through the voluntary sector in providing lifelong learning and personal development
support to a wide range of client groups, including those with social disadvantages or
learning difficulties.    It is recommended that the Active Communities Strategy
should be related to Lifelong Learning Strategy, with the emphasis on volunteering
and community action.

There is a need to avoid over-emphasis on structured, formal learning, and provide
more opportunity for informal learning in groups based in the local community.
There is a current emphasis on measuring success through formal arrangements
which results from traditional accounting methods.  The priority should be on people
learning, not on organisational accountability.  Many of the real benefits of learning
through volunteering, for individuals and whole communities do not lend themselves
to statistical measurement.  Recent work has been carried out by the voluntary
                                                          
2 "SCOTLAND’S SOCIAL ECONOMY.  The contribution of voluntary organisations to the Scottish economy".
(Focus on Fact Issue 33, February 1998. SCVO)



sector on soft measure indicators of progress in personal development with hard to
reach groups of individuals.

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?

There is a need for a consistent and well thought out policy and infrastructure to
identify and assess training needs for a wide range of disadvantaged groups.  At
present, training providers are either not aware of the particular learning and
development needs of some individuals, or are not prepared to provide their services
on an equal basis to individuals with particular learning difficulties.  Voluntary
organisations in general are better equipped and more flexible in providing a range
of alternative ways of responding to learning needs.  We recommend that Scottish
Enterprise departments:  Future Skills Scotland and Careers Scotland should be
involved in work in this area.

There are other barriers to accessing learning under current arrangements which are
not mentioned in the above question  – including all forms of disability, long term ill
health, mental health etc.  There is a need for extra funding to provide more flexible
support, non-medical support and further access to learning materials, courses, etc
for those with a range of disabilities.  It is hoped that recent legislation provided in
the Disability Discrimination Act and National Access Centre for FE will be
implemented to improve this situation.  Likewise the QAA Code of Practice in Higher
Education should be implemented to provide for more flexibility and choice.

There is a need to acknowledge the value of lifelong learning for motives other than
economic –  the voluntary sector is practised at encouraging personal development
as a springboard to more positive health and social benefits, and as a way of
increasing confidence and self-esteem leading to higher levels of self-sufficiency and
independence – attributes which have a vital part to play in creating a smart,
successful Scotland.  A recently set up voluntary sector network – the Scottish
Senior Alliance for Volunteering in the Environment – aims to mobilise the enery,
expertise and commitment of older people to protect and care for the environment,
and it is a good practice example of developing older people's skills to expand their
role in community environmental programmes and projects, which in turn enhance
social and economic well-being.

The voluntary sector already provides access to learning for a wide range of groups
who would not traditionally have learning as a priority in life.  However for individuals
to access the most appropriate learning for them they require to be taught ‘how to
learn’ and identify why learning benefits them and the community.  Individuals have a
variety of learning style (eg. the "Activist" or  "Theorist" style, yet many people are
unaware how they best learn and for those that do know there are limited
opportunities to learn in that style.  Voluntary organisations need assistance in
providing access to these opportunities for their client groups.

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



There needs to be better investment in learning within the voluntary sector – it is
recommended that there should be a special learning budget available to voluntary
organisations for in-house learning, as it is difficult for organisations which area
already under-resourced to make this a funding priority.  A number of good practice
examples exist in the voluntary sector, where organisations have set aside an
individual learning budget and where all individuals are encouraged to take up byte
sized pieces of learning as part of the Annual Appraisal process.  In some cases this
is also linked to the organisation's use of quality systems such as Investors in
People.  It would be beneficial for all voluntary organisations to be enabled to
operate in this way.

There is a need to evaluate uptake and monitoring of the use of ILAs by those in
disadvantaged situations and areas  - to establish the impact on their lives. The
monitoring should also be asked to forecast how ILA's will work when the discount of
20% only is available, and individuals are only eligible when they themselves have
contributed.

At present learndirect Scotland does not monitor callers by disability, therefore it is
not able to monitor effectiveness for those with disabilities.  It is recommended that
this should be a feature of the monitoring process.  There is a need to examine the
use of extended learning support in FE and the potential for ILAs to be used more
flexibly.

Funding should also be provided to support special need training i.e. online learning
should be "Bobby" compatible (ie accessible to people with visual impairments) and
aim to become the industry standard, not a voluntary sector dream.  The other area
that requires funding support is training trainers in special needs design and delivery,
so individual with special needs can be integrated fully into existing training.  To
meet economic targets the sector will be required to support not only service users,
but also volunteers who regularly take learning from their voluntary work back to the
work place.  Key to these future developments should be the employees whose
salary and space for personal development should match that of public sector
educational establishments.

Most recent funding has been disbursed through statutory agencies (eg current
implementation of the Beattie Committee proposals is through Careers Companies –
part of Scottish Enterprise, and Community Learning funding is solely through local
authorities).  It is proposed that there should be direct funding disbursed to voluntary
organisations to carry out these objectives.

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

Current policies and strategies are not fully integrated.  There is a need to relate
work on various initiatives with each other – eg SufI (learndirect Scotland) initiatives,
the National Grid for Learning, Community Learning Strategy and Active
Communities are all directed from different government policy departments and
funded in different ways.



For example, the Community Learning agenda is still not effectively engaging the
voluntary sector which reaches out to the most disadvantaged groups in every
community.  Although the main networks involved in community learning are now
included in working groups, there is very little funding to support appropriate activity,
and the available funding is directed through a NDPB instead of being awarded
directly.  Despite the best intentions of the current arrangements, community
learning is still seen as a task to be undertaken by local authority departments or
sections called Community Learning and not something which happens within
communities and involves a range of agencies, organisations, groups and
individuals. Community Learning partnerships are still not functioning as
partnerships.

The voluntary sector is a significant provider of lifelong learning services – both to
disadvantaged client groups, and also to their own staff and volunteers.  However it
is considerably under-resourced, and is therefore unable to provide equitable
services, eg throughout rural areas of Scotland. Government policy should make
provision under the principle of equality and inclusion for all – rather than having
"special provision" there should be flexible provision available for all – whatever the
location or circumstances.

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?

There is potential confusion in pathways to learning for employers and employees.
The Scottish Credit and Qualifications Framework which will integrate academic and
vocational qualifications may assist this process.  However it will be some time
before the Framework is fully operational.
Although some of this confusion may be alleviated by the learndirect Scotland
helpline, we need to see the results of monitoring and evaluation of its use.

Accreditation issues still pose difficulties for voluntary organisations which train users
and staff – problems include lack of funding to gain accreditation, run delivery units
etc, and provide accreditation of prior learning

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?

There are still barriers to learning for people without employment. (Disabled people
are grossly under-represented at work , with 50% unemployment among this group
in Scotland).  It is recommended that more investment is directed at these groups in
order to provide essential stepping stones to self-advancement.  Voluntary
Organisations provide significant ways round this, including educating parents of pre-
school children and children with special needs, which in turn provides personal
development for adults as well as progress for the children.

In addtion, if voluntary organisations were recognised as SMEs they would therefore
benefit from LECs targeting these organisations, thereby enabling better training
opportunities for the groups they reach out to.



The Voluntary Sector benefits by having its own NTO - the Voluntary Sector NTO -
which is the policy and strategy mechanism for action on skills development in the
sector.  During the last 3 years it has been developing the voluntary sector’s capacity
to involve approximately 60,000 paid staff and users of the services provided by their
organisations, ie substantial numbers of individuals, in accessing lifelong learning
opportunities.  It has also been involved in mapping current and future skills needs
and interacting with partner agencies to act on skills development.   It currently
receives no funding from the Scottish Executive and is grossly under-resourced
generally.  It requires significantly more support in order to enable these groups to
achieve involvement.  Eg, The size and diversity of the sector highlights the need for
funding support to map training provision and need.

Recent studies showing the low uptake of SVQs in the voluntary sector highlights the
need for SQA assistance with accreditation for training provided by voluntary
organisations and for skill development via SVQs.

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?

Recent studies show that the needs of the Scottish labour market will become less
and less technology based over the next 10 or 20 years, as computers begin to
design themselves. This will cause more people to find secure jobs in other areas.
BT futurologists say (CIPD conference 2001) people skills will become more
important and sectors such as people management and care sectors will boom.  We
should prepare for this by providing increasing interpersonal skills and not over
burden individuals with IT training as technology in that field becomes easier to
access e.g. through voice recognition

The community development project Imagine Chicago, using The Appreciative
Inquiry, excited and challenged a community to take responsibility for its own
development and learning (Reference _ HYPERLINK
"http://www.imaginechicago.org" __www.imaginechicago.org_).  Community
Learning plans and strategies should be taking this approach

The work on developing a learning environment  by Steven Bingler challenges the
traditional style of learning and looks at the learning community i.e. through treasure
hunts in the community. (Access to reference paper ‘Learning environment for the
next century’ on _ HYPERLINK "http://www.newhorizons.org"
__www.newhorizons.org_). Describes innovative partnerships forged among schools
and community groups to share facilities. The result is exciting; the projects are
involving students in dynamic, meaningful environments and community members
are reaping big benefits.

Although there is as yet no discrete source of Government funding for Education in
Sustainable Development, the recently launched Scottish Executive Sustainable
Action Grants programme has just been allocated with short notice available for
applications.  It is recommended that voluntary organisations involved in this kind of
development work should have better access to sources of funding such as this.
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SUBMISSION BY THE WORKERS’ EDUCATIONAL ASSOCATION (WEA)

The WEA, is a national voluntary sector provider of adult education in the
community and in the workplace.   It gives priority in the allocation of resources to
creating learning opportunities for those adults who face the greatest barriers to
learning.    Last year the WEA provided over 900 courses, delivered in over 200
localities across Scotland, with 14,000 enrolments.   WEA plays a distinctive roll in
getting adults started in learning, providing a bridge to further learning for adults who
might otherwise not engage with lifelong learning.

WEA has provided information for the mapping exercise commissioned by the
Committee and has responded to the call for evidence.    We have therefore not
repeated here details of the vast range an diversity of educational opportunities
available through the WEA’s workplace and community learning programmes.
Much of our workplace learning is as a result of a long-term productive partnership
with the public sector union Unison.

Strategic direction

The government has invested in initiatives which seek to promote lifelong learning
and extend access to learning.    The success of these initiatives will be vital to the
health of Scotland economy in the long-term.   If we are to achieve equality of
opportunity and assist the most disadvantaged, direct funding of organisations best
placed to work with these groups should be introduced.

There are currently few mechanisms through which a national voluntary sector
organisation, with a proven track record in supporting adults who would not
otherwise engage in learning, can access funding to roll out successful pilot projects.

A strategy for lifelong learning must provide for a diversity of providers and must
recognise the strengths of the non-statutory providers, and maximise their
contribution.

Equality of access

A strategy for lifelong learning needs to recognise that gaining the confidence and
interest of the most excluded groups is time consuming, but essential part of
creating a level playing field for those learners.    An investment in community and
workplace based adult learning which builds confidence and skills,  addresses the
learners special needs, and takes face to face learning to the learner e.g. into rural
and remote communities, should be a central plank of any strategy for lifelong
learning.

Funding

Current funding mechanisms for lifelong learning in Scotland discriminate against
voluntary sector providers.  There are few mechanisms whereby a successful
national provider of adult education which contributes on a large scale to the social
justice agenda by widening participation in learning, can access funding directly for
national programmes.  As a result society does not benefit from the innovation which
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pilot and seed corn  funding provides.   Elsewhere in the UK mechanisms do exist to
enable such organisations to maximise their contribution to lifelong learning
strategies.

Coherence of Services

A lot of progress has been made in rationalising services to prevent duplication,
overlap and confusion.  This will be of benefit to the learner who seeks learning.
There is still a lack of an appropriate strategy to  reach out and encourage into
learning those learners least likely to take up learning opportunities.  This requires
not only the creation of new pathways, but the clearing of obstacles real or
perceived.

The economy will require older adults to be economically active for longer than in
recent years.  Their needs have been ignored as the new economy has been
developed.  They will need special help in gaining the skills employers need in the
new economy.  As work becomes more regulated, employees in manual and service
job are finding that the new demands of the job outstrips their  skills.  They need
help with basic skills in order to progress to the relevant vocational skills level
employers need.

Learning in the workplace, an international experience.

WEA has developed a model of learning in the workplace with partners in every
European country.  Called Job Rotation, the model enables employees to be
released from work to undertake study, by replacing them with substitutes who have
been unemployed.  Through this model, those otherwide excluded from the
workforce, are given a unique opportunity for paid work experience.  Employers
benefit because production continues while staff are freed up to develop their skills.
This model has been mainstreamed in some European countries, and successfully
piloted in Scotland.

Job Rotation could be used to help disabled people access work, release older
employees for up-skilling, assist companies promote family friendly employment
practices.

The committee should look at the successful partnership between WEA, Unison and
the Scottish Executive in bringing Return to Learn courses to employees in every
NHS Trust in Scotland.

Learning for work, life and social well-being

Lifelong learning is generally seen as relating to vocational training,  The core skills
and confidence needed to be a creative worker in the new economy can not be
gained solely through vocational training.  The critical and analytical skills needed,
can, and should be developed through a wide range of learning.  If we don’t
recognise the value of all learning, we will always be struggling to promote the
learning society.
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We need to invest in adult education of all kinds.  At present there is no strategy for
informal adult education, and funding for pre-vocational skills development is patchy
and short-term.  There is a need for coherence and getting the different sectors in
post school education out of their silos.

Joyce Connon
Scottish Secretary
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SUBMISSION FROM VOLUNTEER DEVELOPMENT SCOTLAND

At VDS we welcome the current Inquiry but are concerned that the Committee might
be limiting its breadth of knowledge by focusing primarily on input or oral evidence
from formal education providers.

Volunteering is ‘learning by doing’ and is in effect education in and for citizenship.
Well-designed and supported volunteering has the potential to enhance volunteers’
personal knowledge, skills and experience on a whole range of issues, leading to
increased self-confidence and/or qualifications.

Volunteering is a vital element of lifelong learning because:

• volunteering combats social exclusion - it is the biggest single means by
which individuals engage actively with their communities

• volunteering involves people from all socio-economic backgrounds, from
across ethnic and religious groups, from all age ranges, of all ability and from
across Scotland

• volunteering opens up employment opportunities
• volunteers are essential as educators e.g. pre-school groups, after-school

clubs, home-tutoring schemes, mentoring schemes, etc.
• volunteering contributes to personal development, active citizenship and the

building of community connections

“Traditional perceptions of what constitutes learning ... need to be challenged to
encompass the formal and informal.” (Volunteering in Education for Citizenship,
2001)

Volunteer Development Scotland recently completed a consultation exercise
involving local voluntary groups, credit unions, community workers, Health Boards
and Trusts, schools and further education institutions.  The results were published in
‘Volunteering in Education for Citizenship: opportunities and challenges’  which
explores the current and potential contribution volunteering and community
involvement make to lifelong learning and the education for citizenship agenda.

Attached please find a summary of the report

I hope you will find room to hear evidence from VDS but above all would urge you
and the Committee to ensure that the Lifelong Learning Strategy goes beyond a
broadly economic or institutionalised education approach but acknowledges that
lifelong learning brings benefits to the economy, the community and the individual
and often takes place beyond the walls of formal institutions for learning.
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Volunteer Development Scotland’s Response to the
Enterprise and Lifelong Learning Committee’s Inquiry into lifelong learning

1. Introduction

1.1 Volunteer Development Scotland, the national centre for volunteering and
community involvement, welcomes the invitation to respond to the Enterprise
and Lifelong Learning Committee’s inquiry into lifelong learning.

2. A Lifelong Learning Strategy

2.1 While acknowledging that building a culture of lifelong learning is crucial for
securing Scotland’s economic future, Volunteer Development Scotland
encourages the Committee to recognise that a lifelong learning strategy must
go beyond an exclusively economic or paid work-based approach.  It requires
the provision of flexible, accessible, relevant and individually-focused routes
into learning, including volunteering and community involvement, and the
recognition that lifelong learning is as much about personal development and
active citizenship as it is about employment opportunities.  Volunteer
Development Scotland calls on the Committee to adopt a more holistic
understanding of lifelong learning which acknowledges the benefits of lifelong
learning to the economy, the community and the individual.

2.2 VDS believes that this important work of the Enterprise and Lifelong Learning
Committee is an opportunity to recognise and locate the voluntary sector
alongside local authorities and further and higher education in the delivery of
lifelong learning and resourced accordingly.  Volunteer-involving
organisations, within the community and voluntary sectors, who want to
develop their provision for both formal and informal learning, ought to receive
assistance to engage with, for example, the accreditation of volunteer
experience or training in the shape of Scottish Vocational Qualifications units.

2.3 In what follows VDS responds to the Committee’s specific bullet-point
questions as if they had been numbered 1-7.

3. The Role of Volunteering in Delivering the Lifelong Learning Strategy
(Committee Q.1)

3.1 Volunteering is a learning activity in its own right.  Through voluntary work
people learn new skills and develop existing talents.  Volunteering provides
knowledge and understanding and helps develop values, creativity and
enterprise.  “As with so many lifelong learning experiences it is not so much
the setting but rather the process that people go through which is important”
(response to VDS’s consultation paper ‘Volunteering in Education for
Citizenship’ 2001).
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3.2 In May 2001, Volunteer Development Scotland produced and widely
distributed a consultation paper “Volunteering in Education for Citizenship:
Opportunities and Challenges”. This consultation paper highlighted the
importance and value of volunteering and community involvement to the
education for citizenship agenda and lifelong learning.  Responses were
received from local authorities, schools, colleges, health trusts and health
boards, Local Volunteering Development Agencies and voluntary
organisations. The role of volunteering as a central component of education
for citizenship and lifelong learning was emphasised in the responses to this
consultation.  It was also recognised that the education sector and the
volunteering sector should work together more closely and acknowledged a
need for the profile and status of volunteering to be raised amongst formal
and informal educators.   VDS strongly urges the Enterprise and Lifelong
Learning Committee to benefit from the work VDS has undertaken in this area
and calls on the Committee to invite VDS to give oral evidence as part of this
inquiry.

3.3 Volunteering frequently leads to paid work and career development through
the

social and professional skills acquired.  For unemployed people volunteering
can provide the training and experience required to successfully re-enter the
job market.   For example, research by the Unemployed Voluntary Action
Fund (1998) and the Glasgow Employment Zone Pilot (2000) reported that
volunteering helps people through a transitional period, acting as a bridge to
employment by building the confidence and skills needed to access jobs and
training.  In a study of two LEC-run voluntary programmes for unemployed
young people it was found that 53% of leavers achieved a ‘positive outcome’,
with 57% of positive outcomes involving entry to a job or self-employment
(McGregor, 1993).

3.3 For people in paid-employment volunteering can help individuals gain the
experience required for career and personal development, such as acquiring
skills in project or people management.  Volunteer Development Scotland
urges the Committee to recognise that the benefits of learning through
volunteering have an impact far beyond the workplace, for example,
enhancing self-esteem, building community links and fostering active
citizenship.  Volunteer Development Scotland believes that any policy on
lifelong learning for Scotland must value and support a broader interpretation
of lifelong learning rather than a narrow emphasis on learning for paid work.

3.4 VDS would like to see assistance to help organisations bridge the gap
between informal and formal learning.  Whilst lifelong learning must
encompass both the informal as well as the formal, there are many volunteer-
involving organisations who want to engage in the ‘formal’ as a contribution to
improving their own organisation, the lifelong learning agenda and the
development of volunteers or staff.  There have always been barriers,
however, preventing small organisations moving in this direction, such as,
insufficient time, lack of resources or skills to set up accreditation
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programmes, a confusing number of qualifications and a lack of relevant bite-
sized units.  VDS has facilitated the Volunteer Accreditation Network for over
two years.  Many of these concerns have been expressed there and through
publications such as, ‘Credit Where Credit’s Due’ (1997) and the RSA
‘Project2001 Making it Work’.

Assistance is needed to help small organisations overcome these barriers.
There is a clear need for infrastructure and support at a district level for Small
to Medium-sized Enterprises.  This could be provided through partnerships or
consortia.  With a few exceptions they do not exist at the moment and the
Committee should recommend that such bodies should be established, for
example, by developing Approved Centres, to provide the information and
infrastructure required throughout the country.

4. Access for All to Lifelong Learning
(Committee Q .2)

4.1 Volunteering helps combat social exclusion.  It is the biggest single means by
which individuals engage actively with their communities.  Volunteering is in
the unique position of involving people from all socio-economic backgrounds,
from across ethnic and religious groups, from all age ranges, of all ability and
from across Scotland.  VDS calls on the Committee to recognise that
opportunities for lifelong learning must be available to all regardless of ability,
age, gender, location, race, religion or socio-economic background.
Supporting volunteering is a successful route through which to ensure access
to lifelong learning for all.

4.2 Thousands of people take up or continue voluntary activities on retirement
and proceed to learn new skills for the benefit of themselves and for their local
communities.   Given ongoing demographic changes in Scotland, a strategy
for lifelong learning should acknowledge and support volunteering which
promotes the learning and development of skills for older people, in
recognition of the health and social benefits of lifelong learning in old age.

4.3 Many members of black and minority ethnic communities encounter barriers
to undertaking volunteering activities.  Lifelong learning strategies should
ensure that the learning opportunities available through volunteering are
accessible to people from minority ethnic groups, through supporting existing
initiatives, and encouraging the development of new ones.  For example,
VDS’s Black and Minority Ethnic (BME) Volunteering Project supports
mainstream organisations and black-led organisations and groups in
promoting and developing BME volunteering.

4.4 People with disabilities are also under-represented in volunteering and
community involvement.  A lifelong learning strategy for Scotland must ensure
that the benefits of volunteering are available to disabled people.  Volunteers
are actively involved with a wide range of initiatives that support the education
and training of people with disabilities.  For example, LEAD (Linking
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Education and Disability) directly assisted nearly 1000 disabled adults across
Scotland to access educational opportunities in 1997/98.  Volunteers assisted
with such activities as practical classroom tasks, home tutoring and using
computer equipment.

5. Funding
(Committee Q. 3)

5.1 It has been shown that volunteering helps unemployed people enhance their
employment prospects but research also indicates that many people are
excluded from volunteering if the organisation is required to spend extra
resources on support and training (Gay and Hatch 1983 and Gay 1998).
Effective volunteer development and learning is dependent on the capacity of
volunteer-involving organisations.  Volunteer Development Scotland urges the
Committee to acknowledge and support the contribution of volunteering and
volunteer-involving organisations within the lifelong learning strategy.

5.2 It would aid those who are socially excluded to access lifelong learning if
district voluntary sector or cross-sector consortia were established to support
and enable Small to Medium-sized Enterprises/Organisations to access
accredited training.  A recent report on the work of RSA ‘Project2001’
recommends providing support locally.  This would enable small organisations
to put in place the necessary infrastructure required to meet their learning
needs via their preferred accreditation option.  A combination of the support
from new consortia or partnerships, plus a small grant, would go a long way to
helping small organisations overcome many of the aforementioned barriers to
bridging the gaps between formal and informal channels to lifelong learning.
VDS recommends the value in establishing a small grants fund to support
small organisations develop the skills and infrastructure required to deliver
accredited training and learning for staff, management committees and
volunteers.

5.3 VDS calls on the Enterprise and Lifelong Learning Committee to recognise
the voluntary sector as an equal partner in the delivery of lifelong learning.
The sector requires fair access to existing funding sources, such as are
available to Local Enterprise Companies or the Further Education budget.
VDS wishes the Committee to note that in England the new Learning and
Skills Councils are beginning to support and fund the creation of local
consortia in which the voluntary sector is a lead or key partner.

6. Lifelong Learning Provision
(Committee Q. 4)

6.1 In developing a lifelong learning strategy for Scotland the Committee should
be sensitive to the fact that many of the existing programmes which promote
lifelong learning and personal development are delivered by volunteers.  For
example, an audit carried out in 1997 by Edinburgh City Council and
Edinburgh Volunteer Exchange showed that 4,200 volunteers were active in
education, including community education, within the council’s area of
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responsibility.  It is the work of volunteers that provides many of the
opportunities for others to engage in lifelong learning, for example, volunteers
running reading clubs or adult literacy classes and volunteer mentors.

6.2 The volunteering infrastructure at local and national levels supports and
encourages volunteering.  At national level, Volunteer Development Scotland
acts as the main intermediary body linking organisations and individuals,
providing the communication, training, information and policy links necessary
to ensure effective volunteering.  At local level, Local Volunteering
Development Agencies offer clear opportunities and referrals for volunteering
and provide infrastructure support.  This essential work, at local and national
level, makes possible initiatives such as those for lifelong learning.   The
Committee should recognise the importance of a well-resourced and effective
volunteering infrastructure and its role in delivering lifelong learning
opportunities.

7. Scotland’s Labour Market: Work, Education and Training
(Committee Q. 5 & Q. 6)

7.1 Volunteer Development Scotland encourages the Committee to recognise the
value of existing links between education, training, volunteering and
employment and to consider the strategic role of volunteering in the planning,
delivery and success of lifelong learning in Scotland.  Volunteering provides a
route through which to promote lifelong learning in the workplace and can act
as a link between the worlds of work, education and training.  VDS promotes
the benefits of Employer Supported Volunteering (ESV) throughout Scotland.
ESV helps establish links between schools, local charities and businesses,
building a sense of community and civic pride.  The employer who supports
their employees to volunteer gains through an improved image with
employees, customers and the local community, cost-effective staff
development and team-building opportunities.  The employee benefits by
developing and learning new skills, career development and a sense of
personal fulfillment

7.2 The Government’s New Deal programme aims to encourage young,
unemployed people into work, through personal advice, careers guidance and
job placements in four options (work placement, voluntary sector work
placement, environmental opportunities and further training).  The programme
is complemented by the extra support and guidance offered by volunteer
mentors who develop one-to-one relationships with the young person seeking
work.  VDS’s experience with delivering Employment Service’s New Deal
mentor provision in the West of Scotland shows that mentoring is producing
positive outcomes for those mentored in terms of improved self-esteem,
confidence and social connections.  VDS urges that the Employment Service
should be encouraged to continue to support this provision as an important
means for people to enhance their lifelong learning.
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7.2 One strand of VDS’s work has been to train Millennium Volunteer co-
ordinators to become Vocational Qualification assessors and then assess
millennium volunteers to gain up to three core skill units.  This process can be
labour-intensive but once the systems are in place it is a low-cost means of
offering qualifications or more formal outcomes for voluntary work, leading
some to re-engage with the education system.  This can also be exemplified
by Citizens Advice Bureau who offer their volunteers SVQs in Advice or
Administration or the Assessor Qualification itself.  Whilst this is not for every
organisation or individual, it ought to be supported for those organisations and
volunteers who do wish to gain or offer qualifications.

7.3 Volunteer Development Scotland encourages the Committee to take into
account the high quality and range of training that is offered to volunteers and
the knowledge and skills gained through it.  Increasingly volunteers and
volunteer managers are seeking ways to give nationally recognised
accreditation to voluntary activity.  The research project ‘Credit Where Credit’s
Due’ (1997) established that 37% of volunteers wanted recognition of their
skills (for example, through the delivery of SVQs in Scotland), that those
offering to volunteer were twice as likely to want their skills recognised as
those who were asked to volunteer and that SVQs were widely approved as
relevant to voluntary organisations and volunteer roles.  However, the report
also indicated that the demand for recognition by volunteers is largely unmet
at present, that volunteers need higher levels of support to overcome a
number of difficulties (for example, the language used in SVQs and their
procedures), that organisations may not have the structures and systems
necessary to deliver SVQs and that there is no structured funding for
accrediting volunteers.  Volunteer Development Scotland is working to explore
how best to introduce and support accreditation for volunteers.  In developing
a lifelong learning strategy for Scotland the Committee should offer its support
to the developing area of accreditation for voluntary work.

7.4 The Scottish Credit Qualifications Framework aspires to integrate the main
qualification strands.  This has widespread support.  VDS contends that the
predominant workplace qualification route is understated in its present
location in the Scottish Credit Qualifications Framework.  For example, SVQ
level 3 should equate broadly to at least the first year of a University degree.
Agreement to this would help increase the status of SVQs.

VDS does not advocate any one quality route as organisations should be able
to make informed choices in selecting an appropriate qualification route.  VDS
believes that Scotland’s community and voluntary sectors are losing out due
to a lack of more flexible and responsive qualification routes, for example, the
Open College Network.  In England, Wales and Northern Ireland the
community and voluntary sectors make more use of local Open College
Network courses than the S/NVQ route.  Consideration should be given on
how to help encourage the formation of an Open College Network in Scotland.
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7.5 VDS believes that it is difficult for smaller organisations to articulate and
influence the development of new qualifications or SVQ units.  For example,
specialist advice units in housing or debt for Citizens Advice Bureau, or, for a
recent enquirer to VDS who sought advice on how to accredit the training and
work of mothers who have breast-fed to volunteer to encourage new mothers
to breast-feed too.  The process of developing new qualifications or credits
can take up to three years.  This disheartens many from engaging in
vocational qualifications.  VDS urges the Committee to explore how this
process can be speeded up.  Certainly, the existence of a network of
constortia, in tune with the needs of smaller organisations could help
articulate their concerns and contribute to the development of qualifications.

8. Summary

8.1 For many people the experience gained through being a volunteer is one of
the

biggest single contributors to learning through life.  All volunteers gain in
terms of personal development and skills base.  For many volunteers the
specialist nature of the volunteer activity requires training, often leading to a
very high level of competence and expertise.  Volunteers are integral to many
of the programmes which encourage and support community and lifelong
learning.  Many voluntary organisations want to advance into the formal
arena, offering qualifications to staff and volunteers.  The Committee can
further the contribution volunteering and volunteers make to lifelong
learning by considering the adoption of VDS’s recommendations.

In developing a lifelong learning strategy, Volunteer Development Scotland
urges the Enterprise and Lifelong Learning Committee to:

� adopt an approach to lifelong learning which is both paid and voluntary
work-based

� acknowledge and support the role of volunteering in helping unemployed
people acquire the confidence, skills and experience needed to re-enter
education and/or the job market

� acknowledge and support the role of volunteering in enhancing skills and
promoting personal development for people in work

� recognise the voluntary/volunteering sectors as equal partners in the
delivery of lifelong learning

� support the creation of district level voluntary sector consortia or
partnerships

� enable voluntary organisations to access existing budgets
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� recommend the creation of a small grants fund to assist organisations who
wish to engage in formal accredited qualifications or training

� explore ways in which new qualifications can be developed faster and more
simply

� help to enhance the status of SVQs

� consider how other qualification routes, such as the Open College Network,
� can be offered across Scotland

� recognise and develop the role of volunteers in delivering current and future
lifelong learning programmes

� look beyond employers, learners and would-be learners in taking evidence
during this consultation period to ensure a broader understanding of the
achievements, goals and delivery of lifelong learning in Scotland

� Volunteer Development Scotland urges the Committee to reap the benefits
from the work and expertise VDS has acquired in the provision and
development of lifelong learning and calls on the Committee to invite VDS to
give oral evidence as part of this inquiry.

9. Volunteer Development Scotland

9.1 Volunteer Development Scotland is the representative voice for volunteering
in Scotland.  It aims to promote quality of opportunity and high standards of
achievement and generate new initiatives to expand the range and
effectiveness of volunteering and community involvement.

9.2 VDS works across the sectors and through national and local networks.  It
promotes volunteering and builds public recognition for the role of volunteers.
VDS acts as the voice for volunteering and consults on policy issues with
national and local impact.  VDS contributes to and disseminates research on
volunteering and has a lead role in the development of the Active
Communities Strategy for Scotland, the United Nations International Year of
Volunteers 2001, the Millennium Volunteers Programme and TimeBank
Scotland.

9.4 VDS provides training courses and develops new ideas and initiatives.  It
publishes advice on good practice and stands for quality and effectiveness in
volunteering.  It provides information and advice to businesses and voluntary
organisations on employer supported volunteering, supports the Local
Volunteering Development Agency network, and develops new approaches to
volunteering in the NHS.

August 2001
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SUBMISSION BY LEARNING LINK SCOTLAND

Forward

Learning Link Scotland is the intermediary organisation for the voluntary adult
education sector in Scotland. We currently support and represent 75 member
organisations, who together offer a range of learning opportunities to over 90,000
adults per annum, employing over 30,000 volunteers and 500 paid staff.

Many organisations reach those most excluded in society, providing flexible,
accessible and diverse programmes, routed in the values of social inclusion, lifelong
learning and active citizenship.

Collectively the sector makes a great impact on social, economic, cultural and
political health of Scotland.

The remit of the inquiry is:

‘To inquire into the need for a long-term, comprehensive strategy for continuing post-
compulsory education and training in Scotland which meets the needs and
aspirations of individuals and society as a whole in respect of quality, relevance,
efficiency, effectiveness, accessibility, accountability, funding levels and structures
and delivery mechanisms.’

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

Learning Link Scotland welcomes the Governments intention to undertake a
comprehensive review of lifelong learning strategy, and welcome the opportunity to
respond on behalf of the voluntary adult education sector.

Learning Link feel there is a need for more recognition of how informal, community
based learning can directly or indirectly help meet economic targets. We must work
together to recognise the impacts, and rethink the targets of lifelong learning.

There are economic benefits to extending lifelong learning beyond working age.
However, some lifelong learning needs to be valued in terms other than economic.
The strategy does not relate specifically social justice targets or recognise the linked
impacts learning has on health, justice, communities as well as economic issues

There is no mention of community learning strategies and plans.
This lack of wider view of lifelong learning demonstrates the split between, and lack
of joined up approaches between community learning and enterprise.

Lifelong learning seems to be driven by enterprise.
We need to strengthen and recognise the value of the wider lifelong learning
agenda, and adopt an appropriate method of soft measure indicators, which clearly
demonstrate the impact and benefits of community based learning and development.
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Adult learning provision in the voluntary sector offers an excellent opportunity to
develop and pilot an innovative soft measure indicator system in partnership with key
bodies, to demonstrate the impacts and benefits community based adult learning has
on economic, health, and justice and community issues.
Learning Link members are keen to undertake such as a pilot.

Lifelong learning policy has resulted in a range of key strategies.
Each strategy has resulted in major initiatives, all of which aim to reach economic
targets and objectives.
Progress has clearly been made in many of these initiatives, and additional
resources have been allocated to support this.

There are however gaps in progress, where targets and resource allocation have not
been provided, particularly in informal learning. This is felt to indicate an absence of
strategic funding of policies.

We welcome the opportunity for informal and community based adult education to be
considered within the context of the new Lifelong Learning Targets.

New lifelong learning targets should include CPD, with recognition that lifelong
learning is supported most by those who ascribe to the concept.

There are concerns over trying to save old structures and funding mechanisms by
injected new life via resource input.

There are a range of partners who are involved in delivering the lifelong learning
strategy, and it is important to acknowledge the benefits, richness and diversity that
is offered through partnership approaches. Partnership working across sectors could
be strengthened, with wider recognition of roles partners can and do play. The
learner must be at the centre of provision, and partners must collaborate to make
any learning experience flexible and appropriate. This approach requires public and
voluntary sectors being equally supported and fairly resourced to carry out their
roles.

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?

‘Better access for the modern learner’ results in a range of initiatives, which support
access to learning.

The voluntary sector has a major role to play in providing and supporting access to
learners to a wide range of education and training. Whether it is offering pathways to
learning, confidence building and motivation, guidance and support, or vocational
training, the voluntary sector enables movement towards Scotland’s economic
objectives.

The impacts and benefits of this sector in providing access to learning is often
overlooked.
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There has been a focus on ICT initiatives, which support access to learning. Many
voluntary sector organisations are under resourced in this area, and whilst reaching
learners who are often most excluded from education, cannot provide access to ICT
initiatives because of a lack of capacity.

One Learning Link member organisation reaches over 800 learners per year. They
have a proven record for providing access, support and quality learning to many
excluded adults. There is however no ICT availability at the centre. This voluntary
organisation works with many partners, some of whom do provide access to ICT.
However, many of the learners do not feel confident to travel and / or access other
provision. For the moment those learners need the support of their local centre, but
are being excluded from learning opportunities because the organisation finds it
difficult to access ICT resources. Many funders comment that the areas outwith the
organisation have accessed available resources, and provision has therefore been
made.

More focus is required for building the capacity of the voluntary adult education
sector, particularly in relation to ICT.

There is perhaps lack of understanding as to the level of support and back up, which
is needed for a learner engaging in ICT. It should not be seen as an alternative but
as an additional tool for practitioners to make use of . One – to - one, flexible support
is needed to increase access to learning via ICT. Recognition of the need for
learners in real terms must be taken into account.

There is a concern over the lack of monitoring of the profile of people accessing
learning. Learndirect Scotland can give no indication of whether a learner accessing
learning is disabled etc. Are we managing to target socially excluded? Who really is
re-entering education? There must be criteria for social grouping, which ensures
access to learning for those most excluded. The principles of inclusion must be
clearer.

The voluntary sector can evidence delivery of providing access to the most excluded
learners. The sector is in touch with the needs of learners, and provides relevant
opportunities. The voluntary sector is able to provide information, training and good
practice to practitioners in other sectors. More recognition of the skills and expertise
within the voluntary could result in better use of those resources, and reduced
duplication and overlap.

The voluntary sector can also act as a conduit for learners, supporting their
progression to FE / HE, employment or further training. This role requires more
recognition, with FE / HE institutions, Enterprise companies and Careers Scotland
supporting partnership working, collaboration and joint actions.

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

Funding for community learning is not a statutory responsibility. Local authority
funding provided to the voluntary adult education sector is therefore very limited.
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Difficulty in partnership working and lack of recognition of the role the voluntary
sector can play in achieving social justice targets, often means that this sector is
excluded from the funding mechanisms which are operated by Scottish Enterprise,
FE and HE.
Increased collaborate working, and sharing of roles and responsibilities as well as
resources would benefit the lifelong learning agenda.

There is an issue concerning the sustainability of funding. Often voluntary
organisations are delivering lifelong learning, on a very shaky funding base. New
projects constantly need to be developed to access funding, which means that
existing provision, which is proven to work well, can often be affected.

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

There can sometimes be a lack of strategic thinking within organisations (particularly
small voluntary organisations), which result in lack of partnership activity.
This can result in reduced provision for the progression of learners, and
organisations trying to do everything themselves rather than linking to appropriate
partners.

Learning Link works as a network to enable member organisations to link up, and
share good practice, skills and resources. We also gather intelligence about the
sector, which enables us to provide strategic overviews to partners and decision
makers.
This activity is fundamental to reducing duplication, confusion and overlap. We
encourage strategic approaches to delivery, and offer the mechanism and
infrastructure for this to occur

We would highlight however, that because an organisation is well resourced, or
highly visible, doesn’t mean they have all the expertise required for lifelong learning
requirements.

The voluntary sector has certain areas of great expertise, which if harnessed, could
offer invaluable learning opportunities to practitioners across sector.
The voluntary sector is able to provide information, training and good practice to
practitioners in other sectors. More recognition of the skills and expertise within the
voluntary could result in better use of those resources, and reduced duplication and
overlap.

Learning Link feel that there is a careful balance to be struck in the debate between
duplication versus healthy competition and choice for the learner.
There are countless numbers of learners and potential learners needing learning
opportunities, and whilst we would not advocate rivalry amongst organisations, we
would promote flexibility and choice, which comes through having a diversity of
learning opportunity.

We must work harder to identify those who are not being reached, and offer
opportunities, which attract and meet the needs of those learners. The learner
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should be able to choose amongst providers, finding the delivery method and
environment most appropriate for them.

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

Learning Link feel that current routes and pathways are not at all flexible at the
moment. Despite the rhetoric, learning is still mainly provision led rather than learner
led.

This is particularly obvious when voluntary organisations try to offer progression
routes for learners to partner providers.
Provision is often inflexible, and not designed to meet the individual learning need.
Providing learner centred opportunities is very difficult, and often not cost or resource
effective.

The voluntary sector can demonstrate some very good practice examples of learner
centred approaches, and would be willing to share their expertise in this field. This is
often supported by the fact that these organisations are ‘not for profit’ and do not
work to the same targets and expectations of other learning providers.

Tools like the Progress File have been useful, but many learners and practitioners
find the system laborious. There is a need to develop the tool further, examining
alternative methods and tools for using the file and recording results. The voluntary
adult education sector would be keen to pilot work in this area.

There has been a heavy focus on access to learning, but future targets must
consider maintaining and updating learning, and ensuring that the learning is
worthwhile and relevant.

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 development of transferable skills and accreditation of prior learning is key to
linking work, education and training.

The investment from employers in staff working at lower levels within the
organisation must be encouraged and increased. We would particularly welcome the
encouragement of SME’s to support education and training.

The voluntary sector should be seen as employers, both of paid and unpaid staff,
and supported to undertake IIP, train staff, and link more effectively with enterprise
companies. The voluntary sector is one of the fastest growing industries, (Learning
Link members collectively employ over 500 paid staff and 30,000 volunteers) and we
would welcome similar support from enterprise companies to that of other SME’s.
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Entrepreneurship is often encouraged within learning programmes, and whilst
trainees may have good ideas, planning and implementation stages are weak and
need supported.
There are some good practice examples where voluntary organisations and
enterprise companies have worked together to deliver programmes on
entrepreneurial skills. These projects must be disseminated as good practice for
future development.

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?

We must consider that in Nordic countries, where there is economic equality, there
are less social problems. These two factors are closely tied. Learning and education
can seldom be encouraged amongst individuals whose basic needs are not met.

There is a need for a holistic approach where personal, community, social and
economic needs are met.

European projects have focused on education of lower skilled workers, aiming to
develop people and skills and prepare them for the workplace.

Another key element of EU projects is the level of dissemination that is built into any
project.
A lot of good work goes on in this country, but it often feels that we find out about by
chance. Any lifelong learning programmes should be encouraged and supported to
build in a comprehensive dissemination strategy.

J. Stuart
Learning Link Scotland
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SUBMISSION BY COMMUNITY LEARNING SCOTLAND (CLS)

Summary

• Lifelong learning needs to support a social justice agenda by promoting access
by the most marginalised groups in society, through appropriate support and
guidance, and a funding system that encourages providers to target
disadvantaged groups.

• Lifelong learning opportunities need to be provided for people in relevant and
accessible ways, at times and in places that are right for them.  Provision should
develop from a learner-centred perspective, which starts where people are and
empowers them to take responsibility for their own learning.

• A lifelong learning strategy to deliver on these two fundamental points needs to
recognise that lifelong learning applies to people of all ages and takes in
vocational and non-vocational interests.

• Members of the most excluded groups are unlikely to progress directly into
vocational training.  To meet the aspirations and realise the potential of these
groups, a lifelong learning strategy needs to link its vocational and non-vocational
elements.

• The complexity of the issues and the number of interests involved means that a
lifelong learning strategy needs to be delivered through a partnership approach
across a number of sectors.  One example of where such a partnership approach
is delivering in the field of lifelong learning is local authority led Community
Learning Partnerships.

• The field of community learning and development can demonstrate considerable
success in developing learning opportunities that are appropriate, accessible,
learner-centred and empowering.  This experience could be of considerable
benefit to other providers of lifelong learning opportunities.

• Community Learning Scotland would welcome the opportunity to provide the
Committee with further evidence of the value of community learning approaches
to lifelong learning, including examples of how these approaches have benefited
learners from disadvantaged groups from across the country.

Question 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?

Firstly it is felt that the remit set out for the inquiry is unnecessarily restrictive.
Restricting a definition of lifelong learning to people of working age only goes against
a common-sense definition of learning that continues throughout life, and negates
the Committee’s remit for considering a strategy that meets the needs and
aspirations of society as a whole.  In addition as people increasingly work in more
flexible ways, particularly in their later years, terms such as ‘working age’ would
seem to be less and less relevant.  The number of learners who fall into this ‘third
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age’ is set to grow significantly.  A lifelong learning strategy needs to relate to all
learners regardless of age, including considering ways that children and young
people can be brought up in a culture of lifelong learning.

At the moment there does not seem to be a coherent strategy that covers the
entirety of what should be considered as lifelong learning.  What does exist is a
strategy related to a skills development agenda. This is recognised as vitally
important, though it is questionable how much it provides a proactive framework for
anticipating, and co-ordinating action on, skills gaps.

An important omission is that existing lifelong learning strategy does not adequately
relate to community learning provision.  A comprehensive lifelong learning strategy
needs to take in all aspects of learning, while the European Commission, in its
Memorandum on Lifelong Learning strongly emphasises that economic imperatives
and an agenda of active citizenship are “two equally important reasons” for driving
forward a programme of lifelong learning.  Community learning approaches, as
developed by a range of local authority services, voluntary organisations and others,
contribute to both these objectives and are particularly successful at making links
between them.

It should be recognised that research suggests that in the modern economy what
employers value in their employees is confidence, the ability to communicate
effectively, to work well with others and to be flexible and able to transfer their skills
to different areas.  These skills, which make people valuable employees, are also
those that people need as active citizens and there needs to be a recognition that
community learning activity that is directed toward learning for individual and
community capacity building, is relevant in economic terms.

The entirety of lifelong learning provision needs to be treated as a system that is
expected to work as a whole, rather than a series of discrete elements that function
in isolation.  The Scottish Credit and Qualifications Framework, for example, can
have a key role in this, and it is important that the Framework is developed to
encompass the full range of lifelong learning (see also response to Question 5).

On the issue of who should be responsible for delivering on this strategy, there is no
one sector which is immediately obvious as being predominantly responsible.  This
begins at Scottish Executive level, where Enterprise and Lifelong Learning,
Education and Social Justice all need to have a strong commitment to lifelong
learning and need to co-ordinate their efforts effectively to promote learning across
society.

At other levels, too, there are a number of organisations and networks that need to
have a stake in the delivery of the lifelong learning agenda.  This again means that
there will be no one agency or group of agencies that can take responsibility for
lifelong learning.  The key to effective delivery of lifelong learning will be the
development of partnerships that take account of local circumstance and bring in all
the stakeholders in the lifelong learning context.

One model of this type of partnership at a local level is the partnerships that have
developed around planning for community learning.  Local authorities have a duty to
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co-ordinate partnerships to develop Community Learning Strategies for their area,
and subsequently Community Learning Plans for groups or localities within it.

These community learning partnerships pull together a wide range of partners and
are already working on co-ordinating the community-based elements of lifelong
learning.  The recently announced channelling of the additional monies for adult
literacies through community learning partnerships highlights their strategic position
in relation to lifelong learning.  Furthermore, they form a key link with community
planning processes.

Finally, there are two overarching strands that need to be considered in developing a
successful lifelong learning strategy.  Firstly, considerable investment needs to be
made in developing the skills of practitioners themselves, particularly in terms of their
ability to take on new ways of working and managing this changing agenda.
Secondly, and linked to the first point, there needs to be a greater commitment to,
and investment in, partnership working at all levels in delivering lifelong learning.

Question 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?

Firstly it must be acknowledged that traditionally those who have higher academic
achievement have found it easiest to access lifelong learning opportunities.  Equally,
those more disadvantaged groups, which are seen as being a high priority in terms
of accessing lifelong learning, have been under-represented and in particular, though
there are examples of good practice, the formal educational sector has struggled to
involve priority groups in learning.

This trend also applies to the provision of funding, with take up lowest amongst those
who are considered more of a priority.  This seems to have been the case most
recently with the up-take of Individual Learning Accounts.

One of the first barriers that many of the most disadvantaged in society need to
overcome is an expectation that learning is not for them.  This needs to be
challenged vigorously, particularly at the early ages when many people’s attitudes to
learning are developed.

The next step is to ensure that people are able to access appropriate learning
activities in locations that they find welcoming and easily accessible.  For many
people this will partly mean making sure that activities are either very low cost or,
ideally, free.  Many people have negative experiences of the formal education sector
that need to be overcome.  This applies not only to the physical environment, and to
practical considerations such as opening times or child-care, but also to the attitudes
of workers, who need to value and respect people who come to learning, whatever
their starting point.

The learning opportunities that are offered to people must be directly relevant to
them, based on a genuine dialogue with them about their needs in relation to their
learning.  Again this implies a regard to their starting point and a genuine attempt to
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build learning opportunities around the needs of learners, rather than trying to match
learners to the closest, or most convenient, approximation of what would suit them.

This implies:

• a system of guidance, particularly for more disadvantaged groups, which is
much more flexible and works with people from very early and basic stages.

• support systems for more disadvantaged learners, based on a recognition that
for many, there will be a range of issues (associated, for example, with
disabilities, mental health problems or misuse of drugs or alcohol) that prevent
them from accessing learning.

There are clearly further issues in rural areas.  Providers of lifelong learning
opportunities should make clear commitments to ensure that, within reason, learning
opportunities are practically accessible to all.

The community learning and development sector strives to base its practice on the
approaches and attitudes set out above.  As a result, we believe that the community
learning and development sector is perhaps uniquely placed to promote access by
disadvantaged groups to lifelong learning.

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

As outlined above, funding is currently not effectively targeted on the most
disadvantaged groups.  In distributing funding, greater regard needs to be given to
goals and targets relating to the social justice agenda.

The community learning contribution to lifelong learning has been severely restricted
by cuts in funding, particularly through reductions in local authority investment in
community learning.  There is a need to find ways to protect and boost investment by
local authorities in lifelong learning.

Existing funding systems do not facilitate co-operation between different providers of
lifelong learning opportunities.  Funding mechanisms need to be developed that:

• encourage providers to work collaboratively and minimise the negative effects
of competition for learners;

• focus on the needs of learners and the creation of learning pathways;

• ensure that pursuit of sectoral interests does not warp priorities;

• co-ordinate funding from different sources within a coherent strategic
framework.

• Reflect the close linkage needed between the social and economic objectives
of lifelong learning.
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One model that could contribute to the development of flexible, innovative, learner-
centred and partnership-driven services is locality budgeting, which encourages
organisations to pool their resources and work with communities to determine how
best to meet the needs of people living in their areas.

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

Firstly it should be acknowledged that though there is duplication in some areas of
the country there is equally a case to be made that in others the problem is that there
is no accessible provision at all.

Where there is currently duplication in the provision of lifelong learning opportunities
this is due, in part at least, to the issues of funding outlined above.  The key to
reducing this duplication is the development of learner-focused partnership
approaches.  The basis of these should be a rigorous assessment of need within
local areas, audit of current provision and an analysis of where gaps in learning
opportunities lie.

Question 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?

It must be recognised that currently learners’ experiences of progression through
learning can be very variable depending on where they are.  For some access and
progression can be relatively smooth but for others there is a lack of coherence to
the system that makes it difficult for individuals to find relevant learning opportunities
and, when they do find them, to move on subsequently to further learning.

Partly this is attributable to the problems with access outlined earlier and the need to
provide better guidance and support to learners at pre-access levels.  There is also a
need to ensure that the different elements of the learning system link up well and
that learning that people have gained from other providers is recognised.

The new Scottish Credit and Qualifications Framework has the potential to address
many of these issues around progression through the learning network, by giving a
clear indication of the value of different qualifications.  The intention of including
community-based learning in this framework is also to be welcomed as that will be,
for many people, a way of building up confidence and skills to enter into more formal
learning.

However the learner-centred environment that this development promises will only
come about if there is a parallel development in attitudes within institutions, which
makes them more open and flexible to learners.  Guidance and support systems also
need to promote progression in a learner-centred way, rather than focusing on the
interests of any particular provider.
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Question 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 development of a culture in society that more fully values all forms of learning is
a key factor in encouraging employers to place greater value on developing learning
organisations.  Mechanisms to support this could include extension to right to time
off for training or other measures that made employers’ contribution to training for
their employees a mandatory part of their responsibilities.  However, a message
needs to be given that providing access to learning opportunities for employees is an
essential part of guaranteeing a firm’s productivity and competitiveness, not a
burden.

Whatever the mechanisms used the result should be that all employees have a
structured training element to their job and that this is recognised explicitly as
learning for the employee.  Trade unions also have a vital role to play in this, as is
being usefully developed at the moment through the Scottish Trade Union Learning
Fund.

In general better links could be made between community based and workplace
based learning and this could be facilitated through increased links between
community learning partnerships and the private sector.  One obvious area where
this could usefully and immediately be developed is in the development of action on
adult literacies.

Question 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?

One important message that can be taken from international comparisons is that in
relation to other developed nations Scotland, and the UK as a whole, does not invest
in lifelong learning to the same extent as our major competitors.  It is also true that in
many cases that greater investment is matched by a culture where lifelong learning
is more fully valued by all in society.

In that respect it is important to make sure that where examples are drawn from
abroad, that they are not simply transplanted and expected to have similar impacts.
The different historical, cultural and political environments in different societies mean
that care should be taken in reinterpreting innovations from other countries for use
here.

However we can gain useful insights from projects abroad (for example, the greater
development of informal education in Nordic countries) and in that respect it is
important to note that there are limited opportunities for practitioners of lifelong
learning to exchange practice with their colleagues abroad.  Workers with young
people tend to have much more fully developed mechanisms for facilitating practice
exchange and equivalents should be considered for the wider lifelong learning
sector.
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This role is one that has in the past been usefully developed by Community Learning
Scotland, through co-ordination of activity during the European Year of Lifelong
Learning in 1996.
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ENTERPRISE  AND LIFELONG  LEARNING  COMMITTEE

INQUIRY  INTO  LIFELONG  LEARNING

SUBMISSION  FROM  THE  CONVENTION  OF  SCOTTISH  LOCAL  AUTHORITIES

This submission will provide a basis for the oral evidence to be given to the Committee on 5
December, at which time COSLA’s position may be further clarified and developed.

Introduction

COSLA’s purpose is to promote the collective agenda of Scottish local government.  Our
priorities are :

• Promoting and raising awareness of the role and achievements of local government;
• Promoting and protecting resource allocations and securing greater freedom and

flexibility in their use; and
• Influencing policy and legislation affecting local government’s role and services.

Lifelong learning embraces several of the key and linked functions of local government which
support social justice and prosperity, i.e. education, economic development, community
learning and employee development.

Education seeks to equip school leavers both with skills and with the ability to learn.
Economic development supports business activity and is therefore necessarily concerned
with skills and training issues.  Community learning covers a wide range of learning methods
and environments, including libraries, adult education and outreach programmes.  Local
authorities employ a large part of the Scottish workforce and invest over £30 million pa in their
training and development.

This submission addresses the seven questions to which the Committee seeks answers.

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?

There is a range of current strategies for aspects of lifelong learning, but we do not believe
that a clear strategic direction for these can be identified.  We therefore welcome both the
Minister’s intention to launch a lifelong learning strategy and the Committee’s inquiry into the
subject.
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The Framework for Economic Development in Scotland identifies Scotland’s economic needs
and objectives.  A focus on how lifelong learning policy can meet Scotland’s economic
objectives is essential to addressing the structural skills problems in the Scottish economy.

However, lifelong learning also delivers important social benefits, by providing life skills and
promoting active citizenship.  The new strategy must therefore identify and address both
Scotland’s economic and social objectives, as  expressed in the Framework for Economic
Development in Scotland and in the Social Justice Action Plan.

FEDS lays particular emphasis on “the strengthening of the basic education system better to
equip our children for the demands of the global economy - especially through promoting the
skills required for lifelong learning”

The new strategy for lifelong learning must draw together the disparate threads of lifelong
learning provision into a single coherent statement of intent.  No single organisation or sector
can deliver the lifelong learning strategy for Scotland, but all the key players must have a hand
in its preparation.  If a strategy for lifelong learning is to address the learning needs of the
entire population then it is essential that an overarching policy is developed to encompass all
divisions of the Scottish Executive and the NDPBs which they sponsor.  This would then
facilitate any re-orientation of learning provision within and between local authorities and their
local partners.

We believe that the lifelong learning strategy should reflect the findings both of the
Committee’s inquiry and the Scottish Executive’s own review of education for work and
enterprise, even if that means some delay in the strategy launch.  It is important that the
strategy should learn from these exercises and that it should then address learning in all its
forms at all stages of life.

The real delivery of a lifelong learning strategy will happen at local level.  It is therefore
important that both the drafting and the delivery of the strategy should reflect the realities of
local learning provision.  There is a need to follow up the Committee’s inquiry with a
comprehensive local scoping of ‘who does what for whom’.  A mechanism for this is now in
place, through the Local Economic Fora, and they should deliver answers, recommendations
and action plans for all the key players within 18 months.  (See also our response to Q4)

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?

Lifelong learning should be an opportunity for all.  But many people do not believe that
learning is for them or that they can ever get a job.

Creating access routes to learning for disadvantaged people is complex.   A variety of issues
require to be addressed, such as finance, child care, suitability of location etc.   Also there are
other personal constraints which may inhibit an adult returner, such as commitments to elderly
or sick relatives, personal health, addiction to drugs/alcohol.

These are only some of the issues which may require to be addressed, however the list is
illustrative of the number of agencies which must co-operate if access routes for those who
are currently excluded are to be improved.

Childcare is an issue now being addressed through pre-school clubs, schools holiday
programmes, after school clubs and childcare partnerships etc.  For rural areas and some
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outlying urban areas there are transport problems, with infrequent, expensive and unreliable
bus services.  Problems in rural areas are compounded by the difficulty in running courses for
small and dispersed client groups.

People who have no positive experience of learning are less likely to access it than those who
have had positive experiences.  The transition form school to work is a time when many young
people are lost to learning and this is an area which would merit targeting. Further
consideration could be given to promoting vocational studies in schools and having a more
flexible curriculum which focuses on core skills and personal development, to ensure that
young people have the skills necessary to be successful in life and work.

Many of those who are educationally excluded form a relatively homogeneous group and are
likely to be older with low economic status, resulting in a possible reluctance to pay for
education.  This group also includes adults with specific learning difficulties, e.g. dyslexia.

If these people are to participate in learning they have to be convinced that it will benefit them
and be assisted through the provision of informal advice, support and referral in a wide range
of settings.  There is also a need to ensure that informal, as well as formal, programmes can
lead to formal and accredited learning.   The whole area of accreditation of prior learning and
experience is fraught with difficulty, but it should be explored further in order to recognise an
individual’s skills and experience as being valid for future learning.

For those who do not participate in any informal learning, and for those who do not wish to,
there is a need to develop opportunities in a variety of locations such as community centres,
libraries, work place, health centre and employment offices.

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

Presently, much of lifelong learning is driven and funded by short-term priorities and initiatives
with streams of money targeted at aspects of lifelong learning.  This has led to confusion in
the roles of providers and a stop-go approach to provision.

There appears to be fragmentation in government, with employment policy being determined
by Westminster whilst lifelong learning is driven forward at a Scottish level. This results in a
blurring of some issues with a potential waste of public money.  For example, funds being
made available through the Employment Service to mandate clients to attend for basic skills
assessments and short courses, whilst additional resources are, channelled to Community
Learning Partnerships to support the development of the local infrastructure and enhance
provision.  It would have been better to focus the resource on the approaches developed by
the Partnerships, with the Employment Service referring clients as appropriate.

There are no explicit funding mechanisms for community based adult learning, with the
welcome exception of the recent funding for the adult literacy.  The community learning
contribution to lifelong learning has been severely restricted by reductions in the available
local authority funding.  The Scottish Executive should make clear that it sees community
learning as being an important element of its investment focus on education, with new funding
being provided to demonstrate this commitment.

The system which requires local authorities to bid against each other for funding is time-
consuming and often unproductive.  Funding should be allocated according to priorities and
identified needs on a statistical / deprivation indicators basis and not through competition.
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In terms of performance targets, the performance indicators for community learning have only
recently been released by the Inspectorate and have not yet been fully implemented.

The funding controlled by the LECs and disbursed to training providers comes with a very tight
specification to deliver vocational outcomes.   This tight specification allows no flexibility for
development of basic educational skills within mainstream vocational training.   Consequently,
a significant number of 16-18 year olds cannot access the labour market because employers
are more likely to select their better qualified peers.  There needs to be more funding flexibility
to enable the development of basic literacy and numeracy skills alongside vocational skills.

The development of effective mechanisms for gathering and sharing data, profiles and
statistics between learning providers, employment services, the careers service and
employers would help in the targeting of services.

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

Duplication and apparent overlap may be needed to take account of the various learning
styles favoured by different individuals.  However, those who are not interested in learning in
the first place may be further deterred by the apparent mass and complexity of provision.
They will require clear pathways, accessible information and community based learning to
take the first steps back into learning and work.  Confusion in lifelong learning provision is in
no-one’s interests.

The Scottish Executive has produced 7 policy documents and 31 initiatives with an impact on
lifelong learning since 1998.  This initiative overload is confusing for professionals working in
the field, let alone for potential learners.

The Scottish Enterprise submission to this inquiry rightly notes that the lifelong learning market
is heterogenous and each organisation contributes best by using its distinctive skills,
experience and powers to serve its clients.  It is therefore most unfortunate that the key roles
of local authorities were nowhere recognised in that submission.

COSLA believes that, at the local level where lifelong learning is delivered, we now have the
means to rationalise and enhance learning provision through Community Planning and the
duty to prepare Community Learning Strategies.

Community Planning is the means by which local authorities and their local partners come
together to address the major social, economic and environmental issues in their areas. The
Community Planning partners normally include the LEC, the Health Board, Communities
Scotland, the police service and FE/HE providers.

Local Economic Fora take forward the economic dimension of the Community Planning
process.  They bring together local authorities, LECs, Area Tourist boards, chambers of
commerce and FE/HE providers.  They are an opportunity to consider local economic
development needs within the national framework, to align activities in pursuit of these local
needs, develop clarity in roles and responsibilities for the agencies involved and bring more
coherence in the delivery of local economic development services.

A common approach to business advice being developed by Local Economic Fora is to adopt
a case management approach to working with businesses.  This means that all contacts,
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including advice on learning support, with businesses can be channeled through a single
contact, thus reducing the potential for confusion.

In order to make more sense of community learning provision at the local level, each local
authority in Scotland was mandated by the Scottish Executive to co-ordinate the development
of local Community Learning Strategies in conjunction with their Community Planning
partners.   As a result each council and its partners now have a blueprint for community
learning within their area, and are further developing Community Learning Plans to meet the
needs of specific groups or localities.

The Ministerial Task Forces on Local Economic Fora are considering their work directions for
2002/03.  COSLA believes that the Fora should now address the issues of skills, training and
lifelong learning provision.

The Community Learning Partnerships and Local Economic Fora should between them be
able to identify and rationalize any duplication and overlap which may exist at a local level.
But this rationalization will require equivalent action at a national level, which must be
informed by the findings of the Fora.

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?

There is a need to target support where it is most needed.  Those who are excluded from the
labour market often suffer from a lack of up to date or appropriate skills.  So it is important that
initiatives to raise skills should target them first.  It was therefore with disappointment that we
found that the promotion of Individual Learning Accounts did not seek to do this.  We believe
that untargeted activity of this kind is likely to engage with those who least need the support
and who would probably have been proactive in their own learning anyway.

There should be flexibility in any new strategy and structures, so as to allow councils to adapt
local provision to local conditions and to build on what already exists in their areas.

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?

We believe that lifelong learning policy and provision should be informed in three ways:

• by a well funded labour market information service,
• by outcome tracking for those in education/training, linked to
• information from learners and potential learners about their needs, knowledge,

aspirations, and attitudes to pathways.

The use of information from learners and potential learners would help to shape delivery
mechanisms and learning programmes, improve the provision to meet the needs of learners
and assist in the development of appropriate marketing campaigns.

One aspect of this issue is the role of Vocational Qualifications.  There is evidence that
employers, while not rejecting the idea of VQs, do not necessarily see them as vital in either
recruitment of new staff of upskilling of existing employees.  The reliance of government
programmes on VQs has been a barrier to involving more employers in training.  Recent
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moves within Training for Work to relax this approach are welcome, and consideration should
be given to extending these.

Employers need to be encouraged to identify the direct benefits of upskilling their workforce.
The time invested in training will reap rewards and improve their competitive edge.  But to
achieve this there is still a need to change attitudes and cultures, although much useful work
has already been done here.

COSLA notes that the Scottish Parliament arranges workplace based lifelong learning
opportunities for its own workforce and looks to the Parliament to demonstrate to the business
community and the wider public the advantages of such provision.

Local government is a major employer and a major investor in employee development.  An
outline of the activities of the Local Government National Training Organisation is provided for
the Committee’s information as Annexe 1.

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?

Other submissions have already identified effective models of lifelong learning provision in
countries such as Denmark and Ireland, as well as those developed by individual local
authorities in Scotland.

COSLA must make the point that much of Ireland’s economic success is attributed to the
development of long term strategies for education and development which are shared by the
major political parties and which have been delivered, without wanton disruption, over
decades.  There is a contrary culture within the United Kingdom which seems to encourage
incoming Ministers and administrations to rewrite their predecessors’ strategies solely in a
determination to be different.  COSLA believes that the structural problems of the Scottish
economy demand that the development and future delivery of our strategies for enterprise
and for lifelong learning must be considered, consensual and consistent.
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ANNEXE  1

Local Government National Training Organisation and Investment in Skills Development

Most NTOs represent a single industry sector or occupational group.  However, the LGNTO
represents all the occupations in which local government employees are employed.

The LGNTO represents the learning and development needs of all local government employees in
Scotland, England Wales and Northern Ireland.  It is an enabling organisation, which assists local
authorities to achieve desired goals in human resource development.  The main responsibilities for
the LGNTO fall under the following headings:

• Influence: development/training and workforce planning in local authorities across the UK
• Identify: sectoral workforce needs
• Provide: national and regional training and development programmes
• Evaluate: and pilot new development/training initiatives
• Inform: and advise local authorities on standards, qualifications, and improvement issues
• Represent: development /training interests of local authorities to government, LECs, other

NTOs etc
• Collaborate: with other NTOs to enhance training provision/advice
• Develop: occupational standards (N/SVQs), Modern Apprenticeships, Professional

Development Awards for the Local Government sector

The work of the LGNTO is directed by the four main themes of its Workforce Development Plan :

• Improving leadership and developing leadership competencies
• Improving employee development
• Helping local government to tackle recruitment and retention difficulties
• Supporting the development of skills to implement e-government

These issues are being tackled on both a UK wide basis in terms of running projects in relation to
these themes and separately in the individual countries to focus on their particular needs.

The 75 NTOs will be repaced after March 2002 by 22 Sector Skills Councils.  COSLA is likely to
support the LGNTO’s bid to become a sector skills council, with the potential for greater focus on
clear outcomes related to skills gap reductions and on improved public service performance.

Annual surveys of learning and development provision over the last 3 years have highlighted
improvements in the following areas (these figures are only available for the UK):

• Investors In People (IIP) status has been achieved by 32% of councils, up from 24%
• The percentage of the local government workforce covered by IIP has risen from 34% to 40%
• The number of councils that are not yet involved in IIP has decreased from 13% to 8%
• The number of councils that have part Public Sector Excellence Model (PSEM) status, the

equivalent of the European Foundation Quality Model, has increased from 5% to 8%
• The percentage of the workforce covered by PSEM has risen from 1% to 4%
• Gross training expenditure on employees has risen 26% from £296 million to £374 million
• Total spend on training per employee has risen from £152 to £181
• The percentage of employees with individual development plans has risen from 69% to 71%
• Gross training expenditure for councillors has risen 53% from £4.1 million to £6.28 million
• Total spend on training per councillor has risen from £178 to £240.
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Skill Shortages

One of the themes of the LGNTOs Workforce Development Plan is to address shortages in skills
for the local government sector. The major skills shortages reported by councils in January 2001
are as follows:

Occupation Authorities with difficulties recruiting
Social Workers 62%
Occupational Therapists 34%
Environmental Health Officers 26%
Trading Standards Officers 22%
IT Professionals 22%
Accountants 21%
Teachers 20%
Educational Psychologists 19%
Cleaners 16%
Planners 14%
Solicitors 14%
Building Control Officers 12%
Catering staff   9%
IT Technical staff   8%
Qualified cooks   7%

The specific skills gaps reported by councils are as follows:

Skills area % of authorities identifying
these skills gaps as a

priority
Improving performance management skills 58.9
Developing the skills to create a culture of continuous
improvement

51.1

Strengthening strategic leadership skills 51.1
Improving change management and organisational
development skills

51.1

Improving skills in promoting a learning culture,
encouraging flexibility, re-skilling, developing staff
potential in general

50.0

Improving skills in the management and delivery of
equality issues including equality issues in staff
management such as implementing McPherson, getting a
better gender balance etc.

43.3

Attracting staff to work in areas where there are major
skill shortages e.g. social care and social work

43.3

Improving ICT skills, including preparing for e-government 34.4

Improving skills to manage and deliver best value, e.g.
procurement skills, contract management skills

32.2




