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1.2  The Alliance Scotland is tasked with representing, 
promoting and supporting the work of the licensed  
UK Sector Skills Councils (SSCs) in Scotland. The SSCs  
are the employer-driven organisations that together 
articulate the voice of the employers of around 90%  
of the UK’s workforce on skills issues. The Alliance 
Scotland’s core purpose is to:

 –  Act as the collective voice of the SSCs;

 –  Promote understanding of the role of SSCs within  
the skills system across Scotland;

 –  Coordinate policy positions and strategic work  
on skills with stakeholders; and

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

1.3  This report provides data for employers who are covered 
by Skills for Care & Development, the SSC for employers 
working in Early Years and Child Care, Social Work and  
the Social Care Workforce. In Scotland, the terminology  
for the sector is the “Social Services” sector and that is  
the language which will be used throughout this report.

1.4  Skills for Care and Development is an Alliance of  
six organisations: Care Council for Wales; Children’s 
Workforce Development Council; General Social Care 
Council; Northern Ireland Social Care Council; Scottish 
Social Services Council; and Skills for Care.

1.5  The principal data source is the Scottish Employers Skills 
Survey 2010 (SESS 2010), a survey undertaken by the 
Scottish Government on a biennial basis. More information 
about this survey, and the full results, can be found at 
www.scotland.gov.uk/Publications/2011/03/07124359/011. 
Other data in this report have been taken from official 
sources; all sources are footnoted.

1  It should be noted that the “Health and Social Work” findings in the  
main SESS 2010 report are not directly comparable with the findings  
in this LMI profile, due to differences in sectoral definitions.
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2.1  Compared with the averages for all workplaces in Scotland, 
the Social Services sector in Scotland is characterised by:

 –  A lower proportion of very small workplaces (37%);

 –  Higher proportions of female employees (81%);

 –  A higher proportion of employees with a disability (16%);

 –  A higher proportion of employees in personal service2 
occupations (54%).

2.2  In terms of recruitment as a proportion of all employment, 
employers within the Skills for Care & Development 
footprint report:

 –  A higher proportion of hard-to-fill vacancies3 (1.0%);

 –  A higher proportion of skill shortage vacancies (0.6%). 

2.3  Employers covered by Skills for Care & Development  
are more likely to be aware of Modern Apprenticeships 
(67%) and more likely to have staff undertaking them  
(7%) than is the case for Scottish employers on average.

2.4  Looking at the qualifications held by the most recent 
recruit, those recruited to the Social Services workforce  
in Scotland are more likely to be qualified to Degree Level 
(32%) than those recruited by Scottish employers overall.

2.5  In terms of workplace development, employers  
in the Social Services sector in Scotland are:

 –  More likely to experience skill gaps (18%);

 –  More likely to provide training overall (90%).

2.6  Compared with all employers, those within the Social 
Services sector in Scotland are more likely to adopt  
a staff training plan (81%), business plan (72%), and 
management accounts4 (73%), but less likely to have a  
sales and marketing plan in place (28%). Of employment 
practices offered on-site, the most common among 
employers within these sectors are an explicit policy  
on equality or diversity in the workplace (93%), followed 
by arrangements for the direct involvement of employees 
in decision making and problem solving (88%).

2  Personal services include occupations such as care staff, catering staff, 
hairdressers, domestic staff and caretakers.

3  A “hard-to-fill” vacancy is a vacancy that an employer struggles to fill. 
Where such a vacancy is proving hard-to-fill due to a lack of the required 
skills, qualifications or experience among applicants, it is termed a “skill 
shortage vacancy”.

4  Management accounts are informal accounts used by managers in the 
everyday running of an organisation, rather than financial accounts 
collected annually and used by people outside the organisation.

3.1  Scotland has more than 8,000 workplaces with one or 
more employees in the Social Services sector in Scotland5, 
which accounts for about 5% of all workplaces in Scotland. 
There are approximately 151,240 employee jobs6 in these 
sectors7. These account for about 7% of all jobs in Scotland.

Table 3.1: Workplaces and Employee Jobs
Source: Inter-Departmental Business Register6, March 2009

Number 
of sector 
workplaces

Numbers of 
employee 
jobs

Numbers in 2009 – Skills  
for Care & Development

8,238 151,239

Skills for Care &  
Development as a  
proportion of all industries

5% 7%

3.2  The Social Services sector in Scotland has a relatively  
low proportion of very small workplaces (those with  
one to four employees) with 37% of workplaces fitting 
into this category, compared with 59% of workplaces 
across Scotland.

3.3  Compared to all Scottish employers, the Social Services 
sector in Scotland is characterised by: 

 –  A higher proportion of part-time jobs;

 –  A much higher proportion of female employees.  
It should be noted, however, that Skills for Care  
& Development data suggests that some parts  
of the sector (e.g. early years) still have a particularly  
high proportion of female staff members.

Table 3.2: Gender and part-time profile; 
Employees within the Skills for Care & 
Development footprint and the average  
for all industries
Source: Annual Population Survey, 2009

Skills for 
Care & 
Development

All 
industries

Part-time employees – Male 3% 6%

Part-time employees – Female 33% 20%

All employees – Male 19% 52%

All employees – Female 81% 48%

3.4  Employees in the Social Services sector in Scotland  
are slightly more likely to have a disability than Scottish 
employers on average.

Figure 3.1: Size of workplaces; Skills for  
Care & Development and all industries
Source: Inter-Departmental Business Register, March 2009
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5  It should be noted that the Care Inspectorate has statutory responsibility 
for registering all care services in Scotland and registers in excess of 
15,000 separate services each year (source: Scottish Commission for the 
Regulation of Care (2011), Improving the Quality of Care in Scotland:  
an overview of Care Commission findings 2002 to 2010).

6  The IDBR does not include the self-employed (as such most Childminders 
will not be included in the data).

7  It should be noted that workforce data from the Scottish Government 
and the Scottish Commission for the Regulation of Care (now the Care 
Inspectorate) put the sector’s workforce in Scotland in 2009 at 198,000 
(source: Scottish Social Services Council (2011), Scottish Social Services 
sector in Scotland: workforce data report 2009).
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Table 3.3: Disability profile; Employees  
within the Skills for Care & Development 
footprint and the average for all industries
Source: Annual Population Survey, 2009

Skills for 
Care & 
Development

All 
industries

Both DDA9 (current disability) 
and work-limiting disabled

6% 5%

DDA disabled  
(current disability) only

8% 6%

Work-limiting disabled only 3% 2%

Not disabled 84% 87%

3.5  The Social Services sector in Scotland has a slightly older 
age composition than the Scottish working population  
as a whole, with a higher proportion of employees  
in the oldest age cohort (45 years and older).

3.6  The pattern of occupations within the Social Services 
sector in Scotland differs from that seen in other sectors. 
The majority of employees in the Social Services workforce 
in Scotland are in personal service occupations (54%), 
compared to only nine per cent (9%) across all sectors  
of the economy. 

 

3.7  Employers were asked what they perceive to be the  
main challenges they will face over the coming 12 months. 
As is the case among Scottish employers more broadly, 
cash flow (37%) is a particular concern for those in the 
Social Services sector in Scotland. Those covered by Skills 
for Care & Development also consider cuts to public 
spending (17%), securing funding from external sources 
(14%), and attracting appropriately skilled staff (10%)  
to be other areas of primary concern.

4.1  While 65% of all Scottish employers have recruited in  
the past two to three years, 80% of employers covered  
by Skills for Care & Development have done so.

4.2  Skill shortage vacancies occur when employers cannot  
find job applicants with the skills, qualifications or 
experience required for a role. Overall, skill shortages 
affect 3% of employers in Scotland and 4% of employers 
within the Social Services sector in Scotland. Skill shortage 
vacancies and hard-to-fill vacancies have potentially severe 
consequences for employers. Compared with other sectors, 
the Social Services sector in Scotland is characterised by:

 –  A higher proportion of vacancies as a percentage  
of employment;

 –  A higher proportion of hard-to-fill vacancies  
as a percentage of employment;

 –  A higher proportion of skill shortage vacancies  
as a percentage of employment; and

 –  A higher proportion of hard-to-fill vacancies  
as a percentage of vacancies.

Table 4.1: Vacancy, hard-to-fill vacancy and skill 
shortage vacancy rates
Source: SESS 2010

Skills for 
Care & 
Development

All 
industries

Vacancies as a %  
of employment

2.5% 1.9%

Hard-to-fill vacancies  
as a % of employment

1.0% 0.7%

Skill shortage vacancies  
as a % of employment

0.6% 0.3%

Hard-to-fill vacancies  
as a % of vacancies

38.7% 35.2%

Base – all employers (Skills for Care & Development=517,  
all industries=6,001), all employers with vacancies  
(Skills for Care & Development=145, all industries=1,130)

Modern Apprenticeships

4.3  Modern Apprenticeships (MAs) offer people aged  
16 and over the chance of paid employment combined  
with the opportunity to train for jobs at different levels. 
They target those aiming to achieve Scottish Vocational 
Qualifications (SVQ) at Level 2 or above to train them  
as technicians and supervisors: the format of training  
is decided by the corresponding SSC. Employers covered  
by Skills for Care & Development have higher awareness  
of MAs than Scottish employers overall, and are more  
likely to have staff undertaking MAs. This is likely to be 
partly driven by Scottish Government policy to gradually 
move towards qualification-based registration for most 
people working in the Scottish social services sector. 

Table 4.2: Modern Apprenticeships
Source: SESS 2010

Skills for 
Care & 
Development

All 
industries

Aware of Modern 
Apprenticeships

67% 52%

Have staff undertaking 
Modern Apprenticeships

7% 5%

Offer Modern Apprenticeships 
but have no staff undertaking 
them at present

4% 4%

Base – all employers (Skills for Care & Development=517,  
all industries=6,001)

9  DDA disability refers to persons who meet the criteria for identification  
as a disabled person under the Disability Discrimination Act, (c-50) 1995.  
A person has a disability for the purposes of this Act if he / she has a 
physical or mental impairment which has a substantial and long-term 
adverse effect on his / her ability to carry out normal day-to-day activities.

Figure 3.3: Distribution of employees  
by occupation
Source: Annual Population Survey, 2009
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Figure 3.2: Age profile of people in employment
Source: Annual Population Survey, 2009
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5.1  When recruiting over the past two to three years, 37%  
of all Scottish employers sought a particular qualification; 
by comparison, 55% of employers in the Social Services 
sector in Scotland sought a particular qualification from 
recruits. As indicated previously, this is likely to be partly 
driven by Scottish Government policy on registration  
of the social services workforce.

5.2  For nearly one third (32%) of employers in the Social 
Services sector in Scotland, the most recent person 
recruited held a Degree Level qualification and for  
4% they were qualified to above Degree Level. This is 
considerably higher than figures for all Scottish employers, 
while proportions of lower levels of qualifications are  
very similar between the Social Services sector in Scotland 
and all sectors.

Table 5.1: Level of qualification held by last recruit
Source: SESS 2010

Skills for 
Care & 
Development

All 
industries

Above Degree Level 
(Doctorate, Masters, 
Post Graduate Diploma / 
Certificate, SVQ 5)

4% 3%

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

32% 27%

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

20% 21%

Scottish Standard  
Grades (intermediate) /  
O Grades / GCSEs

11% 12%

Qualifications below  
Scottish Standard /  
O Grades (Access Courses)

1% 2%

Base – all employers who have recruited in the last 2-3 years  
(Skills for Care & Development=454, all industries=4,710)

6.1  Skill gaps occur when employers find that an employee 
lacks the necessary skills to carry out their role with full 
proficiency. Skill gaps affect 15% of all Scottish employers, 
while affecting 18% of employers within the Skills for Care 
& Development footprint.

6.2  When asked which skills are most in need of improvement, 
those most commonly mentioned by employers within  
the Skills for Care & Development footprint were planning 
and organising, problem solving, and team working  
skills. Employers within these sectors were more likely to 
mention any of these skills than Scottish employers overall.

6.3  Within the Social Services sector in Scotland, 17% of 
employers experiencing skill gaps state that the skill  
gaps have a major impact on how their establishment 
performs, while 52% say they have a minor impact. 
Amongst employers for whom skill gaps have a major  
or minor impact, 66% cite difficulties introducing new 
working practices as the main impact of those gaps.  
This is considerably higher than the proportion mentioning 
the same impact among all Scottish employers. Other 
impacts include difficulties meeting customer service 
objectives and required quality standards.

Figure 6.2: The impact of skill gaps
Source: SESS 2010
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Figure 6.1: Skills that need improving
Source: SESS 2010
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7.1  Employers covered by Skills for Care & Development are 
more likely to provide training for their employees than 
Scottish employers overall (90% compared with 61%),  
and as indicated previously this is partly driven by Scottish 
Government policy on the registration of social services 
staff. Compared with the all-industry average, employers 
in the Social Services sector in Scotland are more likely  
to provide training both on and off-the-job, as well  
as off-the-job only.

Table 7.1: Status of training undertaken
Source: SESS 2010

Skills for 
Care & 
Development

All 
industries

Train both on and off-the-job 63% 34%

Train on-the-job only 10% 15%

Train off-the-job only 17% 11%

Any training 90% 61%

Do not train 10% 39%

Base – all employers (Skills for Care & Development=517,  
all industries=6,001)

7.2  Among employers within the Skills for Care & Development 
footprint, two types of off-the-job training are provided 
more than any other, those being job specific training,  
and health and safety or first aid training, each of which  
is provided by 87% of employers who provide training. 
These two types of training are also the top ranked among 
all Scottish employers but they are more common within 
the Social Services sector in Scotland.

Table 7.2: Type of off-the-job training provided  
in the last 12 months
Source: SESS 2010

Skills for 
Care & 
Development

All 
industries

Job specific training 87% 85%

Health & safety /  
first aid training

87% 72%

Induction training 60% 44%

Supervisory training 48% 31%

Management training 44% 37%

Training in new technology 40% 45%

Training in foreign languages 2% 3%

Base – all employers who provided training in the last 12 months  
(Skills for Care & Development=453, all industries=3,629)

7.3   Employers who had provided training were asked whether, 
if they could have done, they would have provided more 
training than they were able to over the past 12 months. 
Almost half of all Scottish employers (48%) would have 
done so; 57% in the Social Services sector in Scotland  
said the same. 

7.4  Amongst employers in the Social Services sector in Scotland 
who would have provided more training, the biggest 
barrier was a lack of funds for training, and training  
being too expensive. This was more commonly cited  
among employers within the Skills for Care & Development 
footprint than among Scottish employers on the whole 
(78% compared to 62%). The second biggest barrier  
was being unable to spare staff time while they were  
on training, which was a more common concern among  
all employers (38% compared to 51%). 

7.5  Employers within the Social Services sector in Scotland  
who had given off-the-job training were most likely to have 
used private training providers and external consultants  
to provide the training (69%), followed by on site staff 
(57%), and voluntary sector training providers (56%).

7.6  Within the Social Services sector in Scotland, employers 
who had sought external advice on skills or training 
related issues were most likely to have consulted 
educational institutions (25%), voluntary organisations 
(21%) and professional bodies for advice (17%).

7.7  The national training programmes or schemes in which 
employers in the Social Services sector in Scotland are  
most likely to participate are:

 –  The Training for Work programme (13%);

 –  Skill Seekers (10%);

 –  New Deal (9%);

 –  Get Ready for Work programme (8%);

 –  Future Jobs Fund (4%).
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9.1  Compared with Scottish employers overall, employers  
in the Social Services sector in Scotland are more likely  
to have certain business planning practices in place, such  
as a business plan, management accounts or a staff training 
plan. Their adoption of business planning practices in 
general tends to be higher than amongst all employers. 

Table 9.1: Adoption of key business  
planning practices
Source: SESS 2010

Skills for 
Care & 
Development

All 
industries

Business plan 72% 59%

Management accounts 73% 68%

Sales and marketing plan 28% 44%

Staff training plan 81% 53%

None of the above 4% 14%

Base – all employers (Skills for Care & Development=517,  
all industries=6,001)

9.2  Human resource management refers to a logical,  
planned approach to managing the people who work  
for an organisation. It includes employing staff, developing 
their capacities, making efficient use of their services  
and compensating their services in line with their role  
and with organisational requirements.

9.3  The HR practice which is most heavily taken into account 
by HR managers is the recruitment and retention of 
employees with the right skills (95%). This is the case 
within the Social Services sector in Scotland and across  
all employers.

9.4  Of the employment practices offered on site, the most 
common for employers covered by Skills for Care & 
Development is an explicit policy on equality or diversity  
in the workplace, followed by arrangements for direct 
involvement of employees in decision making and problem 
solving, though other practices are also quite common. 
Compared with all Scottish employers, those in the Social 
Services sector in Scotland are more likely to make use  
of these employment practices in general.

Table 9.2: Use of different employment practices
Source: SESS 2010

Skills for 
Care & 
Development

All 
industries

Explicit policy on equality / 
diversity in the workplace

93% 64%

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

88% 76%

Use of part-time staff 85% 64%

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

85% 79%

Formal dispute  
resolution procedures

84% 55%

Formal staff  
performance review

80% 53%

Formal survey of employees 
views or opinions

61% 43%

Use of temporary labour / 
contract staff

57% 41%

Quality Circles10 42% 29%

Incentive or performance 
related pay

19% 36%

Profit sharing / share options / 
gain sharing for employees

5% 16%

Base – all employers (Skills for Care & Development=517,  
all industries=6,001)

10  A Quality Circle is a volunteer group of employees who meet regularly  
to identify, analyse and resolve work-related problems. Quality Circles 
aim to improve the performance of organisations, and to motivate and 
enrich the work of employees.

8.1  Thirteen per cent of all Scottish employers had to reduce 
the number of young people recruited, while only 6%  
of employers within the Skills for Care & Development 
footprint did the same. It should be borne in mind, 
however, that the sector has a relatively low percentage  
of 16-24 year olds relative to the Scottish average for all 
sectors, and that some sub-sectors have even lower levels 
(for example adult social care – see Scottish Social Services 
Council (2011), Scottish Social Services sector: workforce 
data report 2009).

8.2  Total numbers of staff were reduced by 21% of all Scottish 
employers while only 12% of employers in the Social 
Services sector in Scotland did so. This should, however,  
be seen in the context of the previous huge growth in  
the sector’s workforce over the last 10-15 years, as well  
as in the context of what is known about the increasing 
numbers of older people and the concomitant increases  
in demand for care services.

8.3  Amongst those employers who provide training for their 
employees, reductions to training practices were more  
or less consistent between all employers and those within 
the Social Services sector in Scotland. The proportion  
of employees given training increased by 13% among 
employers covered by Skills for Care & Development,  
while only increasing 9% for Scottish employers on 
average. A lower proportion of employers in the Social 
Services sector in Scotland decreased emphasis on informal 
learning, and a higher proportion increased it. The amount 
of training provided leading to qualifications increased  
by a considerably wider margin among employers within 
these sectors than for Scottish employers as a whole.

8.4  Amongst employers who offer apprenticeships, 23% of  
all Scottish employers decreased the number of apprentices 
or new trainees recruited, while this proportion was  
much lower (5%) among employers in the Skills for  
Care & Development footprint. 

Figure 8.2: Impact of economic downturn  
on training
Source: SESS 2010
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Figure 8.1: Impact of economic downturn on staff
Source: SESS 2010
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Figure 8.3: Impact of economic downturn  
on apprenticeships
Source: SESS 2010
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10.1   The principal data source used in this profile is the  
SESS 2010, which was established to provide robust 
research on employers’ views on skills, training and 
recruitment for Scotland. Table 10.1 shows the number  
of establishments sampled for Skills for Care & 
Development and for all industries by size band.

Table 10.1: Sample size of Scottish Employer  
Skills Survey by size band – Skills for Care  
& Development and all sectors (Number  
of establishments sampled)

1-4 5-9 10-24 25-49
50-
249

250+ Total

Skills for 
Care & 
Development 

75 93 122 113 112 2 517

All industries 1,689 1,319 1,476 754 612 151 6,001

10.2  Two sources have been used in addition to SESS 2010. 
These are:

 –  The Inter-Departmental Business Register (IDBR), for 
figures on the count and employment of VAT and /  
or PAYE based local units, as at March 2009. The IDBR 
excludes those working on a self-employed basis  
and not VAT registered: it is therefore an undercount 
of the total numbers in employment, although  
it represents nearly 99% of UK economic activity.

 –  The Annual Population Survey 2009 for employment 
figures on gender, part-time work, ethnicity, disability 
and occupation. The data include employees and the 
self-employed, but figures are based on a sample 
survey. Data have only been presented as percentages.

10.3  Tables 10.2 and 10.3 show the Standard Industrial 
Classification (SIC) codes used to define the Skills for  
Care & Development footprint for SESS 2010 and SESS 
2008. The SIC 2007 code definitions are used for the 
sampling and weighting of SESS 2010 data, and are  
used throughout this report.

10.4  There are numerous differences in SIC codes between  
the 2003 and 2007 definitions involving reclassifications 
which are too numerous to be detailed here. Because this 
profile uses SIC 2007, whereas the 2009 profile used SIC 
2003, direct comparisons are not possible and this profile 
does not attempt to identify trends. Readers wishing  
to draw comparisons between this profile and the 2009 
profile are advised to bear in mind the considerable 
differences in the definitions and to exercise caution.

Table 10.2: SIC 2007 codes included in the  
Skills for Care & Development footprint  
in SESS 2010 and this report

SIC 2007 code Description

8510 Pre-primary education

8710 Residential nursing care activities

8720 Residential care activities for mental 
retardation, mental health and  
substance abuse

8730 Residential care activities for the elderly 
and disabled

8790 Other residential care activities

8810 Social work activities without 
accommodation for the elderly  
and disabled

8891 Child day-care activities

8899 Other social work activities without 
accommodation n.e.c.

Table 10.3: SIC 2003 codes included in the  
Skills for Care & Development footprint  
in SESS 2008 and the 2009 report

SIC 2003 code Description

8531 Social work activities with accommodation

8532 Social work activities without 
accommodation
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