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This profile is part of a series of industry sector profiles
for Scotland produced by The Alliance of Sector Skills
Councils (Scotland).

The Alliance is an organisation comprising all 25 licensed UK
Sector Skills Councils (SSCs), the employer-driven organisations
that together articulate the voice of the employers of around
90% of the UK’s workforce on skills issues. Its core purpose is to:

• Act as the collective voice of the SSCs;

• Promote understanding of the role of SSCs within
the skills system across England, Scotland, Wales and
Northern Ireland;

• Co-ordinate policy positions and strategic work on skills
with stakeholders across the four home nations; and

• Help build the performance capability of the SSCs to ensure
they continue to work effectively on the employer-driven
skills agenda.

The principal data source is the Scottish Employers Skill
Survey (SESS) 2008, which is a survey undertaken by Futureskills
Scotland on a biennial basis. More information about this
survey, and the full results, can be found in “Skills in Scotland
2008”. This report is available on the Scottish Government
website (http://www.scotland.gov.uk/Topics/Economy/labour-
market/national-context/employers-views). Other data in
this profile has been taken from official sources; all sources
are footnoted.

Introduction
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The Lifelong Learning sector is characterised by:

• A relatively low proportion of small workplaces; and

• Much higher proportions of people employed in
professional roles.

Over the period March 2003 to March 2008, the rate of
growth in relation to both numbers of workplaces and
numbers in employment was slower than the average
for all industries.

By comparison with the average across all industries
in Scotland, Lifelong Learning sector workplaces are
characterised by:

• A higher proportion of female employees
(60% compared with 51%); and

• A slightly higher proportion of part-time jobs
(34% compared with 32%).

The Lifelong Learning sector is characterised by an ageing
workforce profile when compared with all industries in
Scotland. About half of the workforce is aged 45+, which
compares with about 39% across all industries in Scotland.

In terms of recruitment, measured as a percentage of numbers
employed, Lifelong Learning sector employers report:

• A lower proportion of vacancies that are hard-to-fill; and

• A lower proportion of hard-to-fill vacancies that are
occurring for skill shortage reasons.

In relation to those last recruited into the Lifelong Learning
sector, they were more likely to have a degree level
qualification than is the case for all industries.

In terms of workforce development, Lifelong Learning
sector employers:

• Are much more likely to provide training; and

• Are more likely to have provided both on and off-the-job
training than other Scottish employers.

In relation to Human Resource management, Lifelong Learning
sector employers are more likely to use a range of different
employment practices than employers across all industries.

Summary of findings Definitionof
the industry

8022

8030

8042

9251

Technical and vocational secondary education

Higher education

Adult and other education not elsewhere classified

Library and archive activities

DescriptionSIC Code

The Lifelong Learning sector is defined as covering the
following Standard Industrial Classification (SIC 2003) codes:

It should be noted that this definition is not a perfect fit,
as it does not cover youth workers or work-based learning
providers. Since April 2009, career guidance staff are also
included, although this workforce is not included in this report.

Community Learning, Education, Further Education, Higher Education, Libraries, Work-based Learning and Training Providers Summary of findings/Definition of the industry
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4 By comparison with the average across all industries
in Scotland, Lifelong Learning sector workplaces are
characterised by:

• A higher proportion of female employees
(60% compared with 51%); and

• A slightly higher proportion of part-time jobs
(34% compared with 32%).

Part-time employees
– Lifelong Learning
UK

Part-time employees
– All industries

All employees –
Lifelong Learning UK

All employees
– All industries

8.0%

7.5%

40.1%

49.0%

26.4%

24.3%

59.9%

51.0%

FemaleMale

34.5%

31.8%

100%

100%

Total

5 The Lifelong Learning sector has a different pattern of
jobs from the rest of the economy. There are much higher
proportions of professional staff, accounting for just over
50% of all Lifelong Learning sector employees. This compares
with about 13% of professional employees in all industries
across Scotland. The Lifelong Learning sector also has
a higher proportion of employees in administrative and
secretarial occupations when compared with all industries
in Scotland (17% compared with 11%).

1 There are around 2,500 Lifelong Learning sector workplaces
in Scotland accounting for about 1.3% of all workplaces
in Scotland. Including those self-employed,1 there are about
79,600 people in employment2 in the sector, of which
about 79,200 are employees. Numbers in employment
in the Lifelong Learning sector account for about 3.3%
of all Scottish jobs.3

2 Over the period March 2003 to March 2008, numbers
of Lifelong Learning sector workplaces increased by about
5% and numbers in employment in the sector increased
by about 3%.4 The rate of growth in relation to both
numbers of workplaces and numbers in employment
was slower than the average for all industries in Scotland.

Sector characteristics

Chart 1 Size of workplaces; Lifelong Learning UK
and All industries
Source: Inter-Departmental Business Register, March 2008
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3 In relation to the size of workplaces, the Lifelong Learning
sector has a relatively low proportion of very small
workplaces, with 56% employing fewer than 5 employees,
compared with 63% of all workplaces in Scotland.5

Table 1 Employment, employees and establishments
Source: Inter-Departmental Business Register, March 2008, March 2003

Numbers in 2008 –
Lifelong Learning UK

Lifelong Learning
UK as a proportion
of all industries

% change between
2003 and 2008 –
Lifelong Learning UK

% change between
2003 and 2008
– All industries

2,500

1.3%

5%

7%

79,600

3.3%

3%

9%

Numbers in
employment

Number
of sector
workplaces

79,213

3.5%

3%

10%

Numbers of
employees

Lifelong Learning UK
All industries

1As long as they are VAT registered – those that are below
the VAT threshold are excluded from the data

2 Figures for those in employment include those working
on a self-employed basis as well as employees

3 Inter-Departmental Business Register, March 2008
4 Inter-Departmental Business Register, March 2008 and March 2003
5 Inter-Departmental Business Register, March 2008
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Table 2 Gender and part-time profile; Employees within
Lifelong Learning UK and the average for all industries
Source: Annual Business Inquiry 2007
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6 The Lifelong Learning sector is characterised by an ageing
workforce profile when compared with all industries in
Scotland. Just over half the workforce (51%) is aged 45+,
which compares with about 39% across all industries in
Scotland. The age profile of all people in employment
in the Lifelong Learning sector is shown in Chart 3.

Chart 2 Distribution of employees by occupation
Source: Annual Population Survey 2007
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13%

Managers and
Senior Officials

Professional occupations

Associate Professional
and Technical

Administrative
and Secretarial

Skilled trades occupations

Personal service occupations

Sales and Customer
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Process plant and 
Machine Operatives
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13%

15%

17%

11%

11%

2%

9%
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8%

0%
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7%
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13%

6%

Lifelong Learning UK
All industries

Chart 3 Age profile of people in employment
Source: Annual Population Survey 2007

0%

10%

20%

30%

40%

50%

60%

15%
4%

39%

51%
46%45%

16-24 25-44 45+

Lifelong Learning UK
All industries

Table 3 Main challenges anticipated by employers over
the next 12 months
Source: SESS 2008

Cash flow

Securing funding from
external sources

Keeping existing
customers/business

Attracting appropriately
skilled staff

Changes in business Structure

Attracting new customers

Labour costs

Increasing competition
from within Scotland

17%

16%

12%

11%

11%

10%

4%

4%

19%

5%

9%

12%

2%

12%

4%

5%

All
industries

Lifelong
Learning UK

The figures relate to those employers that anticipate at least some
challenges over the next 12 months.

6Annual Survey of Hours and Earnings 2008
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7 The average gross weekly full-time wage for employees
in Scotland in 2008 was £440.6 Figures for all employees
in the Lifelong Learning sector in Scotland point to a
slightly higher rate of pay, at £509.

8 Overall, 61% of all employers anticipated new or ongoing
challenges over the next 12 months, a somewhat lower
proportion than the 74% reported by the Lifelong
Learning sector.

9 It is important to set employers’ responses to skills-related
questions in a wider context. Employers were asked to
identify the main challenges they anticipated facing over
the next 12 months. The challenge mentioned most often
by Lifelong Learning sector employers was cash flow,
followed by securing funding from external sources and
keeping existing customers/businesses.

The above analysis excludes sales and customer service staff and process,
plant and machine operatives with respect to Lifelong Learning UK
as the figures were not considered robust enough to be released.



13Measured as a proportion of employment in each
respective occupational group, vacancies within the
Lifelong Learning sector were most evident in relation
to personal service staff, followed by administrative staff.
Measured on the same basis, hard-to-fill vacancies were
most evident in relation to associate professionals and
sales and customer service staff.

Table 5 Vacancy, hard-to-fill vacancy and skill shortage
vacancy rates
Source: SESS 2008

Vacancies as a %
of employment

Hard-to-fill vacancies
as a % of employment

Skill shortage vacancies
as a % of employment

Hard-to-fill vacancies
as a % of vacancies

3%

1%

0%

N/A

3%

2%

1%

50%

All
industries

Lifelong
Learning UK

Recruitment Community Learning, Education, Further Education, Higher Education, Libraries, Work-based Learning and Training Providers

10 About 82% of employers in the Lifelong Learning sector
have recruited in the last 2-3 years compared with industry
average of 72%

11 Of those employers who had recruited, those in the
Lifelong Learning sector were much more likely to have
last recruited a person into an associate professional role,
than is the case for all industries.

12 A skill shortage vacancy is a specific type of hard-to-fill
vacancy that occurs when an employer cannot find
applicants with the skills, qualifications or experience
to do the job. Skill shortages in Scotland affect about 9%
of all employers in Scotland. Where skill shortages and
other hard-to-fill vacancies occur, they can have potentially
severe consequences for employers. Compared with other
sectors, the Lifelong Learning sector is characterised by:

• A similar proportion of vacancies as a proportion
of employment;

• A lower proportion of hard-to-fill vacancies
as a proportion of employment; and

• A lower proportion of skill shortage vacancies
as a proportion of employment.

Recruitment
(vacancies, hard-to-fill vacancies and skill shortages)

Table 4 Last role recruited
Source: SESS 2008

Administrative staff

Associate Professionals

Professionals

Personal Services staff

Elementary staff

Sales and Customer
Services staff

Machine Operative staff

41%

22%

14%

4%

3%

1%

1%

16%

12%

7%

7%

14%

13%

6%

All
industries

Lifelong
Learning UK
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14 37% of employers in all industries that had recruited
over the previous 2-3 years were looking for people with
a particular qualification. Within the Lifelong Learning
sector this figure was somewhat higher at 58%.

15 Those last recruited into the Lifelong Learning sector were
more likely to have a degree qualification than was the
case for all industries (37% compared with 23%) and above
degree level qualifications (7% compared with 4%).

Qualifications sought
from candidates

Table 6 Level of qualification held by last recruit
Source: SESS 2008

Qualifications below
Scottish Standard/O grades
(Access Courses)

Scottish Standard Grades
(intermediate)/O grades/GCSEs

Scottish Highers/SVQ1/2/
A levels/trade apprenticeship/
Cert. of Higher Education

Degree level (Degree,
Diploma of Higher Education,
SVQ 3/4)

Above degree level
(Doctorate, Masters,
Post Graduate Diploma/
Certificate, SVQ 5)

HGV/PSV/forklift licence

Other

No qualifications at all

Don’t know

2%

13%

16%

37%

7%

0%

6%

*

13%

2%

13%

19%

23%

4%

1%

2%

17%

19%

All
industries

Lifelong
Learning UK

Community Learning, Education, Further Education, Higher Education, Libraries, Work-based Learning and Training Providers Qualifications sought from candidates
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Base: Employers that recruited over the last 2-3 years
*Indicates the figures are not robust enough to report
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18 Across the economy as a whole, the majority of employers
report that skill gaps cause them either no problems
(cited by 27% of employers with skill gaps) or only minor
problems (57%). The respective figures for the Lifelong
Learning sector are 35% and 48%. For employers in the
Lifelong Learning sector who reported that skill gaps had
either a major or minor impact on their business, about:

• 77% stated that this led to difficulties in meeting required
quality standards (compared with 57% across all industries);

• 76% stated that this led to difficulties in meeting customer
service objectives (compared with 62% across all industries);

• 48% stated that this had led to difficulties introducing new
working practices (compared to 43% across all industries);

• Difficulties introducing technological change
(47% compared to 28%); and

• 44% stated that this had led to delays in developing new
products or services (compared with 35% across all industries).

Chart 5 The impact of skill gaps; All sectors
Source: SESS 2008. The seven most frequently cited impacts have been selected

Increased operating/
running costs

Loss of business or
orders to competitors

Difficulties meeting
required quality standards

Difficulties meeting
customer service objectives

Delays developing new
products or services

Difficulties introducing
new working practices

Difficulties introducing
technological change

0% 10% 20% 30% 40% 50% 60% 70% 80% 90%

57%

77%

62%

76%

43%

48%

28%

47%

35%

44%

33%

32%

42%

31%

Workplace development
(skill gaps and training)

Chart 4 Skills that need improving; All sectors
Source: SESS 2008

Customer handling skills

Planning and organising

Team working skills

Problem solving skills

Oral communication skills

Other technical
and practical skills

Written communications
skills

Advanced IT or
software skills

Basic computer literacy/
using IT

Strategic management skills

0% 10% 20% 30% 40% 50% 60%

49%

52%

47%

54%

44%

52%

42%

24%

40%

27%

39%

44%

31%

47%

30%

29%

30%

44%

24%

33%

Lifelong Learning UK
All industries
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Base: Employers reporting skill gaps that identify an impact
on establishment performance.

Base: Employers reporting skill gaps.

Lifelong Learning UK
All industries

16 A skill gap exists when an employer thinks a worker
doesn’t have enough skills to perform their job with
full proficiency. Skill gaps are more common than skill
shortages, affecting around one-in-five Scottish workplaces.
Compared with other sectors, skill gaps in the Lifelong
Learning sector affect a slightly lower proportion of
employees (About 7% compared with an average for
all industries of about 8%).

17Where skill gaps arise, employers within the Lifelong
Learning sector most frequently cite weaknesses in:

• Customer handling skills (49% of employers compared
to 52% of employers in all industries);

• Planning and organising (47% compared to 54%);

• Problem solving skills (44% compared to 52%);

• Advanced IT or software skills (42% compared to 24%); and

• Basic computer literacy/using IT (40% compared to 27%).
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Chart 6 Responses to skill gaps by employers; All sectors
Source: SESS 2008

Relocated work within
the company

Changed working practices

Increased recruitment

Provided further training

Monitor/Appraisal/
feedback

Expanded recruitment
channels

Increased/expanded
trainee programmes

0% 20% 40% 60% 80% 100% 120%

89%

99%

53%

39%

29%

33%

22%

22%

21%

15%

21%

15%

2%

1%

20 Lifelong Learning sector employers are much more
likely to have funded or arranged training for their
staff than employers in other sectors (87% compared
to 65% in all industries).

21 Employers in the Lifelong Learning sector were more
likely to report they had provided both on and off-the-job
training (55% compared to 36% in all industries).

22 Considering off-the-job training only, an estimated
43% of employees in all industries received such training
over the previous 12 months. The respective figure for
the Lifelong Learning sector is 50%.

23 The most common type of off-the-job training provided
by employers in all industries was job-specific. In relation
to those employers that undertake any off-the-job
training, such employers within the Lifelong Learning
sector were more likely to provide most types of off-the-job
training than is the case for such employers within all
industries as a whole. The exception to this is training
in foreign languages.

Table 7 Status of training undertaken in the last 6 months
Source: SESS 2008

Train both on and
off-the-job

Train on-the-job only

Train off-the-job only

Any training

Do not train

55%

18%

15%

87%

13%

36%

19%

10%

65%

35%

All
industries

Lifelong
Learning UK

Note: The figures relate only to those employers that undertake
off-the-job training.
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Base: Employers with skill gaps that have taken measures
to improve staff proficiency.

19Where employers in the Lifelong Learning sector do take
action to overcome skill gaps, the main responses included:

• Providing further training (99% compared to 89%
of employers across all industries);

• Changing working practices (39% compared to 53%); and

• Relocating work within the company (33% compared to 29%).

Lifelong Learning UK
All industries

Table 8 Type of off-the-job training provided
in the last 12 months
Source: SESS 2008

Job-specific training

Health and Safety/
First Aid training

Training in new technology

Induction training

Management training

Supervisory training

Other

Training in foreign languages

93%

70%

63%

60%

43%

28%

8%

3%

84%

69%

51%

50%

38%

32%

5%

4%

All
industries

Lifelong
Learning UK
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Human resource
management
28 By comparison with employers in all sectors, Lifelong

Learning sector employers are more likely to have adopted
all key Human Resource management practices when
compared with employers across all industries.

29 The integration of different Human Resource activities
with the overall business strategy amongst employers
within the Lifelong Learning sector appears to be most
frequent with respect to recruitment and retention,
followed by training.

30 The use of different employment practices varies between
those employers in the Lifelong Learning sector and those
in all sectors. In particular, the use of most different
employment practices appears to be more widespread
in the Lifelong Learning sector than the average for all
industries. The exception to this is in relation to profit
sharing, share options and gain sharing for employees.

Table 9 Adoption of key human resource
management practices
Source: SESS 2008

Business plan

Management accounts

Sales and marketing plan

Staff training plan

None of the above

73%

70%

59%

73%

6%

61%

68%

44%

54%

13%

All
industries

Lifelong
Learning UK
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7 This figure is calculated using all employers in Scotland as the base.

24 For those employers in all industries that had not funded
or arranged any training over the past 12 months, the
main reason for not doing so was that staff were considered
already to be fully proficient or that no training was
necessary in the business.

Information for the Lifelong Learning sector is not shown
as the sample is too small to produce robust results in
relation to most responses. However, the most frequently
cited response was that staff were already fully proficient.

25 Employers in the Lifelong Learning sector who had
provided or arranged off-the-job training were most
likely to use staff on site or private training providers/
external consultants.

26 The main source of skills-related advice from external
organisations used by Lifelong Learning sector employers
appears to be from either educational institutions
or professional bodies.

27 The proportion of all employers in Scotland that participate
in different Government Training Schemes is as follows: 7

• Modern Apprenticeships (9%)

• Skill Seekers (6%)

• New Deal (5%)

• Training for Work (5%)

• Get Ready for Work (4%)

Participation of Lifelong Learning sector employers in all
Government Training Schemes appears to be relatively very
high. A much higher proportion of employers participate
in Modern Apprenticeships (19%), Skill Seekers (23%),
New Deal (18%), Training for Work (18%) and Get Ready
for Work (20%).
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Table 10 Use of different employment practices
Source: SESS 2008

Explicit policy on equality/
diversity in the workplace

Flexibility for employees
to decide how their work
is organised or carried out

Arrangements for direct
involvement of employees
in decision making and
problem solving

Use of part-time staff

Formal dispute resolution
procedures

Formal staff performance
review

Use of temporary labour/
contract staff

Formal survey of employees
views or opinions

Quality Circles

Incentive or performance-
related pay

Profit sharing/share options/
gain sharing for employees

85%

85%

84%

84%

79%

65%

58%

49%

31%

23%

12%

63%

80%

77%

64%

55%

49%

39%

37%

22%

37%

17%

All
industries

Lifelong
Learning UK

31When employers were asked about the importance
of different employment practices, those in the Lifelong
Learning sector were most likely to cite the following
as ‘very important’:

• Arrangements for direct involvement of employees
in decision making and problem solving;

• Flexibility for employees to decide how their work
is organised or carried out;

• Explicit policy on equality/diversity in the workplace; and

• Use of part-time staff.

The above figures relate to the % of employers citing each employment
practice as ‘very important’.
Base: All employers who adopted at least one employment practice.

Arrangements for direct
involvement of employees
in decision making and
problem solving

Formal staff 
performance review

Use of temporary labour/
contract staff

Explicit policy on equality/
diversity in the workplace

Formal dispute
resolution procedures

Use of part-time staff

Flexibility for employees
to decide how their work
is organised or carried out

Formal survey of employees
views or opinions

0% 10% 20% 30% 40% 50% 60% 70% 80%

58%

75%

50%

58%

41%

58%

36%

50%

36%

45%

33%

43%

17%

28%

23%

25%

Lifelong Learning UK
All industries

Chart 7 Importance of different employment practices;
Lifelong Learning sector and all sectors
Source: SESS 2008
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The SESS 2008 is the largest survey of its kind in Scotland.
It was originally devised to provide robust results on
employers’ views on skills, training and recruitment for
Scotland as a whole.

To ensure that the results produced are both robust and
comparable, a quality assurance exercise was undertaken
by Futureskills Scotland, based on national statistical
standards. Results from the SESS 2008 for all industry
sectors were reviewed.

Based on this, where there is a main indicator for which
robust results cannot be presented, results across all
industries are presented instead.

Table 11 sets out the number of establishments sampled
for Lifelong Learning and all sectors by size band.

In addition to the SESS 2008, a number of other data sources
have been used. This includes data relating to:

• Numbers of workplaces and employment from the Inter-
Departmental Business Register, March 2008. This data
includes employees and those self-employed that are
registered for VAT, but excludes those working on a self-
employed basis but not VAT registered. It is therefore an
under count of total numbers in employment.

• Numbers of employees working on a part-time and full-time
basis by gender based on the Annual Business Inquiry 2007.
It should be noted this data only relates to employees and
excludes those working on a self-employed basis.

• Occupation and age based on the Annual Population Survey
2007. This data includes both employees and those working
on a self-employed basis, but is only a sample survey. Data
has been presented in percentage terms only.

• The average gross weekly full-time wage for employees
based on the Annual Survey of Hours and Earnings 2008.

Data quality

Table 11 Sample size of Scottish Employer Skills Survey
2008 by size band – Lifelong Learning UK and all sectors
(Numbers of establishments sampled)
Source: Futureskills Scotland

Lifelong
Learning UK

All

46

1,488

1-4

54

1,313

5-9

39

1,690

10-24

22

844

25-49

22

750

50-249

19

189

250+

202

6,274

Total

Data quality Community Learning, Education, Further Education, Higher Education, Libraries, Work-based Learning and Training Providers
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