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Executive Summary

For Scottish businesses to prosper, there must be a pool of highly skilled people available.  The demand for these higher-level skilled people is a global issue and this demand is growing steadily to such an extent that producing, retaining and attracting these people is now seen as one of the key economic drivers for any area.

In 2001 the SE board approved expenditure of £1.55 million for a pilot project – TalentScotland - to address skills gap issues which were critical to the growth of design electronics activity in Scotland.  In 2003, life science was added as a target market because it too faced a sizeable skills gap issue.

In 2004 economic development strategy and a Scottish Government drive pushed the attraction of skilled people from abroad to Scotland into the ‘priority’ category.  The practical indication of this was in the introduction of the Fresh Talent Initiative in February 2004.  In 2005 Financial Services was added to the TalentScotland portfolio and the Energy Sector was added in 2007. 

Recent research estimated that least 50% of recruitment needs would come from out with Scotland, highlighting the importance of promoting Scotland as a place to live and work, and the need to compete vigorously on a global scale. 

The rationale for the original TalentScotland project was based upon two factors:

· negative perceptions of Scotland as a place to live and work amongst skilled workers living outside Scotland 

· demand for skilled workers would not be met from within Scotland complied with Scottish companies who would find it difficult to recruit from outside Scotland.

These two factors persist. The TalentScotland project forms a key part of Scottish Enterprise’s wider strategy to build strong technology sectors in Scotland and is the major element in matching other countries activities to attract such skills.

The purpose of the evaluation and our approach
In the past year TalentScotland has shifted some of its emphasis from outputs – number of people demonstrating an interest in coming to Scotland, to outcomes – business achieving bottom line benefits from recruiting skilled staff.  The purpose of this evaluation was to:

· quantify the benefits on companies that have been involved with TalentScotland

· demonstrate that progress has been made in improving the perception of Scotland as a career destination 

· review and update the monitoring and evaluation framework so that all economic benefits that are attributable to the project are captured 

· assess progress made on objectives
The evaluation was carried out between September 2007 to January 2008, and involved a large degree of ongoing collaboration with TalentScotland team.  Our approach had four distinct phases:

1. Orientation – setup, review of background and policy assessment and production of research framework.

2. Consultation – review of the service at strategic and operational levels, across a sample of users and use of counterfactual control group, a mix of face-to-face, telephone, and e-surveys were used.

3. Synthesis and analysis – assessment of progress and impact and comparison with previous reviews.

4. Reporting – feedback and updating monitoring and evaluation framework.

Impacts 

Companies who have engaged with TalentScotland were asked to complete a post-recruitment questionnaire to establish the role TalentScotland had played in recruiting these individuals, and subsequent impact on their business.  52 companies indicated that they had filled posts directly through TalentScotland, accounting for a total of 101 directly attributable jobs.  Of these, 22 companies described jobs as ‘crucial’ to the company’s development, 18 as ‘highly important’ and 9 as ‘important’.

The table below indicates the net impact on the Scottish economy attributable to TalentScotland.  The range of figures indicates that the attributable net impact identified by respondents to the post-recruitment survey is between 30-61 jobs.  It is important to recognise that this figure is only based on the impact identified by those who directly responded to the post-recruitment survey, it therefore is likely to represent that absolute minimum net impact attributable to TalentScotland.

	
	Net impact (jobs)

	Displacement assumed to be 50%
	61

	Displacement assumed to be 75%
	30


The net GVA figures were developed using GVA ratios drawn from the 2005 Annual Business Inquiry data, with the exception of financial services which is not covered by the ABI.  We have instead used GVA ratios from the Strategy for the Financial Services in Scotland (2006).  As can be seen from the table below, the directly attributable net GVA impact delivered by TalentScotland is likely to lie between £1,273,665 and £2,547,330.
Findings

Progress against objectives

TalentScotland has performed extremely well, exceeding many of their targets despite the lack of marketing activities during the first three quarters of 2007.  Those exceeding targets included: visitor numbers, jobs posted on the website, the proportion of jobs at senior level and number of jobs applications made.

Companies

TalentScotland has allowed registered organisations to tap into a wider recruitment pool which includes a high proportion of overseas applicants, and an excellent source of people who want to come to Scotland to live and work.  The majority of organisations (over 95%) were not using TalentScotland exclusively, preferring to use it as part of their recruitment strategy.  Respondents were keen to highlight that having this unbiased service free of charge was excellent, and that it was helping to keep their recruitment costs down – this was highlighted as very important for universities and smaller growing companies.

We have already highlighted a range of recruitment benefits from using TalentScotland.  However, respondents were able to point to a wider range of direct benefits to their organisations.  The most frequently cited included:

	· increased productivity
	72%

	· new skills/areas of expertise
	68%

	· ability to meet milestones
	67%

	· generation of new ideas
	56%

	· ability to increase commercialisation potential
	53%

	· wider background experience/knowledge base
	49%

	· increased profitability
	48%


User feedback

Survey respondents were more male (65%) than female, 67% were from outwith Scotland and 49% described themselves as non-Scot who was considering relocating to Scotland for a job – a key target of TalentScotland.  57% would consider apply immediately to a country other than where they currently live 83% actively considering Scotland as a career destination and Scotland was rated 1st choice by almost half respondents.  96% of respondents believe that Scotland is an attractive place to work and 82% stated that TalentScotland has helped improve their understanding of Scotland as a place to live and work and 74% report their perception changing since registering with TalentScotland.

Non-users

As with users, the majority of respondents were male aged between 25-34.  88% believe that Scotland was an attractive place to live and work and the majority (over 75%) citing Scotland as a safe counting, as having a high standard of living, offering an attractive cultural environment and a family friendly environment.

Stakeholder feedback

The following table sets out a broad overview of feedback from the sectoral stakeholders.

	Sector
	Market failure (skill shortages)
	Stakeholder perception of Talent-Scotland
	Talent-Scotland profile in sector
	Talent-Scotland working relationship with

stakeholders
	Overview

	Electronics/opto/micro
	Yes
	Good
	High
	Good
	Embedded as a valued sector tool

	Electronic Markets
	Yes
	Could be good
	Low
	Early days
	Should work – but early days

	Financial services
	Yes
	Not working
	Low
	Weak
	Not working

	Energy


	Yes
	Promising
	Too early
	Good
	Big, early drive starting to get results

	Life sciences
	Yes
	Good
	Medium
	Good
	Now important – needs to raise profile


The most striking issues from stakeholder feedback are that:

· market failure still exists at the most basic level – shortages of high-level skills

· the perception of TalentScotland as a concept to tackle market failure is generally high

· the profile of TalentScotland is not what it might be

· the working relationships are generally high

The sector where TalentScotland is not working is in financial services.  Scottish Financial Enterprise recognise the efforts that TalentScotland have made and also recognise the difficulty of both volume and the ‘intricacies’ of the way that the sector operates.  With resources scarce on the ground, TalentScotland should perhaps open discussion with sector stakeholders regarding the ongoing role of TalentScotland within the sector.

Scottish Government

There is evidence of a very strong working relationship between the Scottish Government – specifically the Fresh Talent Initiative (FT) and TalentScotland.  The closest relationship is between TalentScotland and the Relocation Advisory Service (RAS).  The New Economic Strategy has a target to grow the working population, ie ensure it matches the EU 15 growth from 2007-2015 – this will equate to 150,000 over the next 10 years.  Scotland has a challenge to develop a bright, talented and hardworking workforce.  Scotland needs to pursue other countries to help develop, and meet the needs of, our economy.  
The shortage aspect is difficult.  The Borders and Immigration Agency (BIA) and the Migration Advisory Committee (MAC) are currently reviewing the ‘Shortage Occupation List’ and it will be important for TalentScotland to take outcomes of these reviews into consideration in relation to future activity as well as its sector specific knowledge and activities to inform the process.
At the moment there is a willingness to accept an ‘it isn’t broken, so don’t fix it’ approach, but there seems to a ground swell opinion that options should at least be considered – such as:

· combine TalentScotland with the Fresh Talent Initiative

· join up the relevant websites

· generic branding

· continue as at present

Whilst these were the thoughts coming from the Scottish Government, it must be emphasised again that these comments were made from a strategic viewpoint and were not aimed as a criticism in any way to the work that is going on.

Conclusions and recommendations

The importance and impact of population trends and current and future skills supply on economic growth are well established.  Talent attraction and retention increases the flow of diversity, creativity, innovation and entrepreneurship – all increasingly important drivers of economic growth.  Reflecting this, competition for internationally mobile talent – particularly in key high growth sectors – has never been greater.  It is only likely to increase.  
Scotland continues to under-perform in terms of attracting and retaining internationally mobile talent with the appropriate skills and experience required by businesses in the key sectors covered by the TalentScotland initiative.  The result is that the high growth potential of companies in these valuable sectors is limited, and international competitiveness is undermined both to the detriment of their development and growth and competitiveness of the Scottish economy.  
Research indicates that there are two key information asymmetries that are limiting Scotland’s appeal as a career destination:

· perception that there are limited career opportunities in these sectors in Scotland, with potential talent unaware of its attributes as a modern, advanced economy – particularly in relation to key sectors

· perception that Scotland does not offer a quality of life comparable to that of our competitors, that fails to recognise our outstanding, vibrant place attributes 

As a result, there is a widely held perception that Scotland is high risk as a career destination.  The private sector may challenge a single individual and persuade them that these barriers can be overcome; however, it is unlikely to be inclined or commit the resources to address information asymmetries at the wider market level.  The objective of TalentScotland is therefore to re-brand Scotland as a career destination in such a way that it addresses the market failure and increases the supply of talent to our businesses.

TalentScotland is a long-term approach that addresses this market failure by increasing the flow of information and that matches supply to demand for high value labour.  In doing so, it increases the supply of individuals with the skills and experience required by businesses, enabling them to grow and become more competitive, ultimately benefiting Scotland’s economy.  To do this, the TalentScotland initiative has created an infrastructure that:

· challenges a lack of information about career opportunities amongst the target group by raising the profile of Scotland’s success 

· provides information on the rich quality of life in Scotland

· links international talent with career opportunities in Scotland

It is therefore likely that TalentScotland is engaging internationally mobile talent at three progressive stages:

· interest (attitudes): building awareness of Scotland’s strength in the key industries, and career and lifestyle opportunities
· desire (behaviours): changing perceptions of Scotland as a career destination, encouraging individuals from the target groups to actively seek opportunities to further their career in Scotland
· action (outcomes): linking individuals directly to career opportunities to enable them to develop their career in Scotland
The TalentScotland infrastructure should therefore be increasing Scotland’s ability to compete for internationally mobile talent, and creating a pipeline of individuals with the necessary skills and experience who:

· have a more positive attitude to progressing their career in Scotland, but have not yet actively sought a job here/are yet to find the correct opportunity

· desire to progress their career in Scotland, and are actively seeking to do so

· have moved to or remain - and are progressing their career – in Scotland

In evaluating the programme, we considered:

· are these market failures still valid?

· have they changed?

· has TalentScotland made any discernable progress in reducing or removing the market failure?
The responses from companies and users make clear what TalentScotland does in addressing the market failures in terms of:

· addressing the information asymmetries that are limiting Scotland’s appeal as a career destination

· creating an infrastructure to link supply to demand

Based on our overall evaluation findings the following recommendations were made:

1. Greater visibility is required – an ongoing series of promotional meetings/presentations/articles tailored to specific sectors is required.

2. Clear working relationships – when working with a sector, clear parameters of what TalentScotland will do should/should not do must be clear at outset.

3. Recognise capacity of TalentScotland – if further resources are available then TalentScotland could consider supporting another key sector.  If no additional resources are available then TalentScotland should consider whether they are able to support the sectors with which they are currently working.

4. Financial service sector – this is a sector that is a success story and is very important to the Scottish economy – it also has many high-skill recruitment issues to deal with.  However, personnel and other issues within the sector allied to the sheer volume of work required, has made this the least rewarding sector for TalentScotland.  It is too simplistic to say ‘not working, let’s move on’ but the conversation is required within Scottish Enterprise to review the support.

5. Scottish Government – there are strong operational and strategic links between TalentScotland and Fresh Talent.  However, the question was raised that duplication may exist; this should be addressed before too many ask this same question and decide upon their own answer.  TalentScotland should raise this with their Scottish Government counterparts and consider the options for best route forward.  
6. It will be important in the future to review and update the evaluation and monitoring framework to reflect the achievement to date as well as assign new indicator to align with the outputs from the user and company surveys.  
7. TalentScotland should continue – TalentScotland is not viewed as a quick fix and can be assessed as making progress in addressing market failure; however, Scotland continues to under-perform in terms of attracting and retaining internationally mobile talent with the appropriate skills and experience required by businesses in the key sectors covered by the TalentScotland initiative.
1 Introduction and Context

For Scottish businesses to prosper, there must be a pool of highly skilled people available.  The demand for these higher-level skilled people is a global issue and this demand is growing steadily to such an extent that producing, retaining and attracting these people is now seen as one of the key economic drivers for any area.

1.1 Background

The Technology Talent Pool project was originally established to address the skills gap identified within the design community in Scotland.  The project was established as a key component of support for the Alba Centre project.

In 2001 the SE board approved expenditure of £1.55 million for a pilot project – TalentScotland - to address skills gap issues which were critical to the growth of design electronics activity in Scotland.  In 2003, following the successful implementation of the project within the field of design electronics, life sciences was added as a target market because it too faced a sizeable skills gap issue.

In 2004 economic development strategy and a Scottish Government drive pushed the attraction of skilled people from abroad to Scotland into the ‘priority’ category.  The practical indication of this was in the introduction of the Fresh Talent Initiative in February 2004.  The initiative was created to address the future population needs of Scotland which will have an impact on the country’s economic future, and recognise the benefits of a more skilled and diverse workforce.

In 2005 Financial Services was added to the TalentScotland portfolio (in line with a strategic shift from a technology bias to a wider ‘higher level skills’ approach, driven by demand from Scotland’s priority industries) and the Energy Sector was added in 2007. 

Recent research estimated that least 50% of recruitment needs would come from out with Scotland, highlighting the importance of promoting Scotland as a place to live and work, and the need to compete vigorously on a global scale.  In addition, there is increasing evidence of competition from other areas seeking to attract similar skills and looking not only to formalise their talent attraction activities but use TalentScotland as a model.
1.2 TalentScotland rationale

The rationale for the original TalentScotland project was based upon two factors:

· negative perceptions of Scotland as a place to live and work amongst skilled workers living outside Scotland 

· demand for skilled workers would not be met from within Scotland complied with Scottish companies who would find it difficult to recruit from outside Scotland.

These two factors persist. The TalentScotland project forms a key part of Scottish Enterprise’s wider strategy to build strong technology sectors in Scotland and is the major element in matching other countries activities to attract such skills.

The Fresh Talent Initiative

The aims of the initiative are: 

· to encourage and enable people to relocate to Scotland, allowing international students to remain in Scotland for two years after graduation, and other such measures 

· to boost the international element of Scottish life and the economy

· to promote Scotland as an ideal place to live, study, work and do business

Scotland welcomes bright, talented, hardworking people who can make a positive contribution to the Scottish economy.  Diversity also brings benefits – new ideas, new blood, new ways of thinking. Scotland has a history of welcoming those from other cultures; the Fresh Talent initiative demonstrates that Scotland continues to be a welcoming nation. 

The initiative is aimed at: 

· students

· entrepreneurs looking to start up businesses in Scotland

· Scottish Businesses who want to recruit overseas workers 

· immigrants and returning Scots who want to live and work in Scotland

1.3 Economic strategy 

The Scottish Government Economic Strategy was released in November 2007.  One of its aims is to create the conditions for growth that will enhance Scotland's attractiveness and boost immigration.  It states: - “Bringing talented people to Scotland, and providing the opportunities for talented people to stay will increase the pool of skills readily available to employers and make Scotland a more attractive location for investors”.

The strategy recognises that to create the conditions for talented people to live, work and remain in Scotland, the following actions will need to be included:

· ensure a joined-up approach to promoting Scotland, bringing together economic opportunities with key quality of life issues such as housing, transport and childcare and the importance of culture and sport, to increase our ability to retain and attract skilled workers

· pursue population growth that matches the European average; and 

· ensure Scottish circumstances are actively considered in UK decision making on migration policy, including determination of shortage occupations. In the longer term, we will seek greater responsibility over migration policy, allowing the introduction of a Scottish green card

The first action in particular is very much in line with what the Fresh Talent Initiative has been doing in terms of promoting Scotland and providing wide-scale information.  TalentScotland also fits into this provision of information, and adds to it the critical dimension of promoting jobs which proves to be the hook in bringing the skills and people that Scotland requires to prosper.

The Purpose of the Evaluation and Our Approach 
In the past year TalentScotland has shifted some of its emphasis from outputs – number of people demonstrating an interest in coming to Scotland, to outcomes – business achieving bottom line benefits from recruiting skilled staff.  The purpose of this evaluation was to:

· quantify the benefits on companies that have been involved with TalentScotland

· demonstrate that progress has been made in improving the perception of Scotland as a career destination 

· review and update the monitoring and evaluation framework so that all economic benefits that are attributable to the project are captured 

· assess progress made on objectives
1.4 Our approach 
The evaluation was carried out between September 2007 to January 2008, and involved a large degree of ongoing collaboration with the TalentScotland team.  The following diagram shows the review process:


The following section reports on the findings of the evaluation.

Progress Against Objectives 

The following table presents the monitoring and evaluation framework that was the output from the previous review (Frontline Consultants, 2006).  

TalentScotland Monitoring Framework 
Table 3.1

	
	Indicator
	Target 2005-08
	Source indicated

	Activities
	Visitors to website
	Total 300,000
100,000pa; 8,333 p month; 1,923 p week
	Website analysis/Sitestat/previous database

	
	Jobs posted on website
	750
	Website analysis

	
	Characteristics of jobs posted on website
	Target related to new focus on senior level posts – 20% jobs at senior levels
	Company survey/job posted

	
	Number of jobs filled
	No target. Monitor for purposes of project outputs 
	Database analysis/company feedback

	
	‘Communications messages’
	3x e-zines per month
	Analysis by deliverability and readership of articles


	Outputs
	
	
	

	
	Characteristics of registrants 
	No target – ongoing review
	Survey Monkey

	
	Job applications made
	9,000 – Feedback from companies on quality of applications will be important
	Website/database/user survey/company survey

	
	Organisations recruiting internationally
	No target – c. 80% of job alerts targeted at audience outside Scotland
	Ongoing monitoring

	
	Account /Client managed companies participating
	No target/ongoing internal monitoring
	SE CRM

	
	Number of businesses using the website
	No target/ongoing review
	Website/company monitoring data

	Outcomes
	Individuals with a more positive view of Scotland 
	70%-80% of registrants
	User survey 

	
	Recruits attracted to Scotland or returned to Scotland 
	25% - 30% of recruits
	Database/survey to show intention/Carolyn monitoring

	
	Companies reporting less difficulty in recruiting
	Target to be assigned 
	Company Survey

	
	Conversion rate visits/registrations
	40-50% from landing on reg page to submit 
	Website analysis/sitestat



	
	Repeat visits to site
	No target
	User Survey/sitestat

	
	New registrations on website
	16,000
	Database

	
	Geographic range of registrants
	Increased proportion of registrants from outside Scotland (75%)
	Registration data/survey

	
	Number of registrants choosing Scotland as 1st/2nd choice
	Improvement in ranking – shift from  5th to favourite UK destination
	User Survey

	
	Maintain helpfulness of query response
	
	User survey

	
	Increase in net in-migration 
	300 jobs filled
	Database/Carolyn’s monitoring

	Impacts
	Sales/turnover 
	To be assigned
	Company survey

	
	Productivity
	To be assigned
	Company survey

	
	Cost saving
	To be assigned
	Company survey

	
	Reduction in skills gaps
	To be assigned
	Company survey

	
	Milestones met
	To be assigned
	Company survey

	
	Contribution of TalentScotland/Additionality
	To be assigned
	Company survey

	
	Displacement
	To be assigned
	Company survey

	
	Recruitment benefits
	To be assigned
	Company survey

	Qualitative:
	Wider market knowledge
	To be assigned
	Company survey

	
	New idea generation
	To be assigned
	Company survey

	
	New attitudes
	To be assigned
	Company survey

	
	Increased creativity/innovation
	To be assigned
	Company survey


The framework was finalised with the team to align with 2007/08 operating plan.  The following table presents the progress against targets.  This is based on feedback from the team as well as some survey responses data.  Some areas had no assigned targets and we will review these with an aim to updating the framework post the workshop on the 4 Feb.

Progress Against Targets 
Table 3.2

	Indicator
	Target 2005-08
	Actual

05 - 06
	Actual

06 - 07
	Actual

07 – 08

to 31 Dec 07
	Total/Status

	Visitors to website 

Avg. Conversion Rate

New Registrations
	Min 100,000pa

40 – 50%

20,000

(annual target)
	283,018

27%

6,091

(6,000)
	489,710

26%

8,098

(7,000)
	100,263

44.3%

5,226

(7,000)
	872,991 – exceeded 

On target

19,415 – on target

	Jobs posted on website
	1500

500 pa
	580
	602
	541
	1,723 – exceeded



	Characteristics of jobs posted on website
	20% at senior level
	11%
	22%
	26%
	Exceeded

	Number of jobs filled
	No target
	250
	349
	204
	803

	‘Communications messages’


	No target but minimum delivery of 3 monthly e-zines  
	
	
	
	Achieved e-zine volume

	Repeat visits to site

	No target
	26%
	23%
	9%
	Difficult to monitor due to cookies

	Characteristics of registrants/users 
	No target
	
	
	
	Link to Geographic range of registrants

	Geographic range of registrants

	No more than 25% from Scotland
	
	34.7%
	33.1% – Survey
24.7% - registration data
	Acheived

	Job applications made  
	9,000
	
	
	
	14,302 Average of 15 per job – target exceeded

	Individuals with a more positive view of Scotland 
	Survey results – 70%-80% of registrants
	
	78%  
	80%
	Exceeded

	Overall recruits attracted to Scotland or returned to Scotland 
	25% - 30% of recruits
	15%
	20%
	22%
	17% –  survey suggests below target

	Companies reporting less difficulty in recruiting
	Target to be assigned 
	
	
	
	See below

	Number of registrants choosing Scotland as 1st/2nd choice
	Survey results
	
	Ranked 5th
	Ranked 1st
	Exceeded

	Maintain helpfulness of query response
	
	
	78
	72
	Slight decrease


The remainder of the section provides commentary in support of the progress achieved by TalentScotland.

Visitors to web site

The visitor numbers to the web site are influenced by the level of search engine marketing (SEM) and pay per click (PPC) campaigns targeting appropriate individuals.  The process requires careful management.  During 05-06 TalentScotland changed supplier resulting in them not running a full campaign.  During 07-08 a comprehensive campaign was run which both increased web traffic and the number of registrations that they were able to achieve.  During 07-08 a re-tender process for a new SEM and PPC supplier has meant that no campaigns have been run during Q1-Q although it is anticipated that Q4 will see some PPC campaigns start.  The number of visitors to the web site are a direct result of this activity ie these have dropped to an estimated 25% of the previous years visit.  

Despite the lack of marketing during the first three quarters of 2007, TalentScotland had well exceeded its three year target and should maybe considering revisiting in the future.  

1.5 Average conversion rate

The conversion rate is measured from the number of visitors that arrive at the registration page and then complete the process.  Historically this has been in the region of 26-27%.  Visitors arriving at the registration page generally do so as they have developed sufficient interest in the service and want to take the next steps.  It was therefore important that TalentScotland increased the proportion of visitors that complete the process.  During 07-08 they have seen the average conversion rate increase to 44%.  The highest monthly conversion rate during 07-08 was 52%.  This was achieved as a result of re-designing the process for registration and simplifying it.  Following the implementation of the new form the conversion rate for registration is now regularly between 40 and 50%.

1.6 Number of new registrations 

The number of new registrations is a key measure of the interest that there is in Scotland as a place to live and work and the desire to find out more.  TalentScotland regularly exceeds its monthly targets for registrations and overall is well on track to exceed the three year target of 20,000.  The most significant sources of new contacts has been through attendance at major international exhibitions and conferences with Scottish Development International and their market research and fulfilment activities.  Word of mouth has also been important.  

1.7 Jobs posted on the website and their characteristics and positions filled

The number of jobs posted is significant to the project as it represents the buoyancy of the jobs market.  It is also an indicator for the buy-in of the industry to the activities that TalentScotland undertakes.  There are variations from sector to sector; however, in general the well established areas of life science and electronics performs best.  The energy sector although relatively new to TalentScotland has provided a healthy number of opportunities for publishing to the web site.  Financial services remain a challenge.  There are a number of reasons; however, the key one is the significant number of multinationals in this sector with diverse operations making it difficult to target the appropriate HR individuals.

The number of jobs posted  is also influenced by the service provided by the team and the level and quality of applications made.  To date the three year target has been exceeded by almost 15%.  Our feedback from the companies has been extremely positive of the services provided by TalentScotland which suggests that these levels will continue to rise.  In addition organisations continue to report skills shortage in a wide range of areas and levels.

As with jobs posted, the target of 20% senior posts has already been exceeded and is likely to remain above 20% given the senior level skills gaps highlighted by companies during the survey in both electronics and life sciences.  

A target for jobs filled was not set at the outset as organisations were extremely poor at recording the source of a particular recruit.  Although still problematic, particularly in financial service, regular users are more aware of the needs of TalentScotland to capture this and have made a conscious effort to record this data.  The findings from the survey indicate that over 1 in 3 of jobs filled can be attributed to TalentScotland.  This is an extremely high proportion, and based on feedback from the team and organisations who have recruitment, this conversion rate will be achievable in the future.  

1.8 Communication messages

Monthly e-zines are delivered to registered users in each sector.  Both electronics and life science are monthly, whereas financial services and energy rotate on a two months cycle (this will continue until registered users build up).  Deliverability of communications from the mailing list is monitored and achieves 90% plus deliverability.  In addition key stories and information is measured.  No target was set, however the team have regularly provided registered users with the e-zine over the last three years.  

The quality of the e-zine was not reviewed during the evaluation; however, we believe that this is high as the publication recently won the ‘Communication in Business Award’ for best Financial Service e-zine. 

1.9 Repeat visits to the web site

The repeat visits to the website are stimulated through the issue of e-zines and job during periods of high new user activity was 26% and 23% respectively.  The figure for 07-08 has dropped to 9%.  There is however an increase in the number of people who disallow cookies from 9% to 14%.  

With the trend towards registered user deleting cookies it will be important for the team to use a more reliable measure in the future.  Our suggestion is the length of visit time ie the more time an individual is spending on the TalentScotland website the more they are likely to be interested in the information on the site.  The information that the team collects should allow retrospective analysis of this to enable the team to set a target.

1.10 Characteristics of users

The main aim here is to maintain a strong representation of individuals outside Scotland, and the current target is 75% of total database number.  In addition, TalentScotland wants to maintain the number of skilled technical individuals and managers at a level of at least 75% of database.  The value of the database and its appropriateness for companies is supported by the feedback evidence from companies that have used it and the responses to surveys. 

1.11 Geographic range of registrants 

Although 33% of registered users who responded were from Scotland, this is not representative of the total population of which less than 25% are Scottish.  Bade on the actual registration data, TalentScotland has achieved its targets to attract 75% of respondents from outside of Scotland.  

For the purpose of monitoring, the characteristics of users and their geographic range are inextricably linked, therefore we suggest a number of indicators that would allow TalentScotland to monitor the impact the types of registrants:

· proportion of sectoral registrations – are we getting enough coverage of sectors

· where registrants come from to ensure that the proportion of local registrants is reducing

· seniority of registrants to ensure that there is a sufficient number of senior people to continue to meet the demands of companies as well as the objectives of TalentScotland 

1.12 Job applications made

The average level of applications made is 15 per position.  Typically senior positions will receive fewer applications that lower level positions.  Feedback from companies with regard to the appropriateness of applications is a key factor in ensuring that the marketing of TalentScotland remains focussed on the key skills that companies need.  From the recent survey, the majority were able to fill all (67%) or some (28%) of the jobs advertised.  59% indicated that they got a good level of applications and a further 14% indicated high but manageable.   54% of respondents indicated that the quality of applications was on a par with other sources and a further 24% indicated better or significantly better.  

It will be difficult for TalentScotland to have much influence on these figures as the companies write their own job applications/descriptions, however they could develop a system which helps filter our inappropriate applications. 

1.13 Individuals with a more positive view on Scotland 

94.1% of users indicated that they considered Scotland an attractive location to live and work.  Since registering with TalentScotland, 73.7% of respondents report that their perception of Scotland as a career destination has changed and 80.1% of all respondents report that TalentScotland.com has changed their views of Scotland. This shows that TalentScotland is meeting targets for producing a more positive view of Scotland amongst registrants.

1.14 Overall recruits attracted to Scotland or returned to Scotland

In the analysis of the company data, the post-recruitment survey suggests that the number of recruits attracted to Scotland/returned to Scotland (17%) is below the 25% target.  Perhaps this target is too high given the recent migration targets set by Scottish Government.  We therefore suggest that this target is reduce to between 15% and 20% to align with the Scottish Government migration targets and the additional Scottish recruits that will be attracted to return to Scotland.
Companies reporting less difficulty in recruiting

During the last three years almost a quarter of organisations have had no difficulties in finding recruits, 65% have had some difficulties and the remaining have has significant difficulties.  Post doctoral scientist/engineers were causing the most problems (50%), followed by senior engineers/scientists (45%).  The biggest recruitment problems related to time and skills available, such that 49% stated that recruitment took longer than expected and 44% indicated that skills were not readily available in Scotland.  The level of 65% for some problems and 11% for significant problems could be set as the baseline target for TalentScotland to monitor over the next 12 months.  Organisations highlighted that TalentScotland had enabled them to reduced the time taken to recruit and enabled them to increase the pool and quality of candidates.  Therefore a sub target could be set around the types of difficulty recorded.  For example, the number reporting difficulties may not change ie remain at 65%, but less organisations were reporting time an issue ie reduce from 49%, this would be a positive change. 

Suggested sub-measures may include:

· time to recruit – TalentScotland should help to decrease this

· range of skill available – TalentScotland should help to bring a wider range of skills by allowing companies to tap into a resource fo over 60,000 registered users 

· skills not available in Scotland – TalentScotland should bring in a wider recruitment pool through tapping into overseas markets – mix of current registrants and new users

1.15 Number of registrants choosing Scotland as 1st/2nd choice 

The largest number of user respondents indicated that Scotland was their first or 2nd preference when considering applying for a position.  This placed Scotland 1st in the UK and internationally and shows a significant shift from being placed fifth in the Frontline 2006 review, therefore achieving set targets.  Non-users placed Scotland joint third with USA in the top countries respondents would consider working in. England and Canada were placed above. This shows an improvement, especially as non-users considered Scotland. It does however suggest that Scotland is not the most favoured UK destination amongst non-users. 

1.16 Maintain helpfulness of query response 
As evidenced in the Frontline 2006 review, respondents rarely approach TalentScotland.com with enquiries using the email link provided.  Of those who did query TalentScotland 72% viewed responses to be helpful, compared with 78% in the Frontline 2006 review.  This shows a very small decline in the perceived quality of responses to queries, yet still suggests that TalentScotland generally performs well in satisfying the majority of user queries.  t should be noted that there was a number of staff changes within this areas, which was likely to negatively impact on the ability of the team to response in a timely manner. 

Stakeholder Feedback

In this section we consider feedback obtained from a series of interviews with key stakeholders representing the sectors that TalentScotland are working in, namely:

· electronics, optoelectronics and microelectronics

· electronic markets

· energy

· financial Services

· life sciences

We also spoke to the Scottish Government regarding their operational and strategic links with TalentScotland through their own ‘Fresh Talent Initiative’.

1.17 Electronics, optoelectronics and microelectronics

More than 1000 companies involved in designing, developing, and supplying electronic products and/or services are located in Scotland, with over 45,000 people employed directly and approximately 29,000 indirectly.  This remains a significant sector with electronics contributing 14 % to Scotland’s GDP.  Electronics also accounts for 12 % of Scotland’s total manufacturing employment and for more than half of Scottish exports.

There are particular strengths in Scottish universities as they have a higher Research Assessment Exercise rating per capita than the rest of the UK.  This has in turn led to a significant level of high skills production from the universities.

The supply base remains recognised globally for its ability to meet the demands of blue chip companies.  This can be seen by Scotland making 28 % of Europe’s PCs; more than seven % of the world’s PCs; and 29 % of Europe’s notebooks.

The ‘wider’ sector has undergone great change over the last ten years, and our discussions with stakeholders referred us to a report in 2005 that undertook a review of high value electronics manufacturing in Scotland.  With regard to skills issues it commented:

‘Indirect Labour appears to have been the "saviour" of the sector.  The high quality of engineers and their ability to develop new processes and to apply their product development skills has given firms in Scotland a competitive advantage within their specific product niches.  The firms currently performing strongly noted that their performance benefited from the earlier decline of some of the larger manufacturing plants in that they were able to acquire experienced and highly skilled engineers who had been made redundant.  There is a concern that should business continue to grow, the indirect labour market will become tight’. 

Throughout the existence of TalentScotland the demand for its services has remained high – only the volume of demand has fluctuated.  There is a belief that the ‘pool’ of engineers has now diminished to the point that the ‘usefulness’ of TalentScotland will increase.

In the optoelectronics sector, TalentScotland is well known and widely regarded as a ‘first port of call’.  This sector is relatively small and is a good example of a high skill sector that needs a wide variety of niche skills to thrive.  TalentScotland is recognised as a valued piece of the jigsaw to support the ongoing requirement for skilled people in what remains a developing sector.

A specific example is the companies that have used TalentScotland on the back of Proof of Concept projects to advertise for specific skills.  This was highlighted by the Scottish Optoelectronics Association who regard their relationship with TalentScotland as positive and ‘fruitful’ for their member companies.

There was a level of disappointment that TalentScotland was not as proactive in the sector as they might be and that they were particularly low profile to start-up organisations.

1.17.1 Electronics, optoelectronics and microelectronics summary

In summary, 

· there is an expectation that TalentScotland should be more integrated with the sector and involved in a higher level of networking to maintain profile

· there is also a train of thought – replicated in other sectors – that TalentScotland should be more instrumental in pulling the different support strands of the sector together

· TalentScotland is better known in different parts of the sector than others.  This may reflect the parts of the sector (support) that have most recently worked with TalentScotland or that have better networks

· the web site is recognised as a valuable resource in finding out more about the sector

· there remains the need to attract higher-level skills across the sector

1.18 Electronic markets

Scottish Enterprise's strategy for the development of electronics markets focuses on sectors which have the potential to develop or distribute content using digital technology and platforms.  This covers:

· advertising

· music

· design

· multimedia

· software

· publishing

· film, television and radio.

For our purposes, the focus is on the technical rather than the creative skills required by the sector.

There are issues in the sector surrounding the availability of both the ‘right’ skills and a high enough volume of people.  Companies in the sector highlight that these problems exist, but TalentScotland are rarely put forward as being at the forefront of a solution.  The sector sees the issue as skills shortage rather than recruitment.  By this they mean that existing people could/should be up-skilled rather than relying on bringing in new people.

The TalentScotland web site is seen as a valuable resource because of the information that it holds on companies.  This is viewed as an area where the electronics markets team could work with the TalentScotland team to share information and potentially reduce the prospect of duplication.  (The Life Sciences Source Book was put forward as a good example of something that the Electronics Markets team would potentially like have in place for this sector).

A recognised information shortfall for the Electronics Markets team surrounds skills, and again an area that both teams could positively work together on.  There is a suspicion that TalentScotland may have a good deal of information that would be beneficial to other parts of Scottish Enterprise.  Any advance warning on skills/people issues would be very useful.

An area of greatest difficulty is in Digital Media – specifically in games – with one company in Dundee being quoted as having around 12 technical vacancies at any one time.  Work permits is another issue – and again this was seen as a potential area that TalentScotland could support as part of an ‘attraction’ package.

The biggest issue for the future development of the sector (focussing on skills) is the low numbers of entrepreneurs coming through.  When allied to a demand for senior managers, this could be an area where TalentScotland could work with ‘head hunters’ in the private sector.

If TalentScotland was not there, greater emphasis would have to be placed on producing more diplomats and graduates from tertiary education.  This is already a problem area as the numbers of graduates coming through in science has been reducing year on year and this trend is expected to continue.  This is a UK issue with the numbers of STEM (Science, Technology, Engineering and Mathematics) reducing across the country.

1.18.1 Electronics markets summary

In summary: 

· the electronics markets is an ‘evolving’ sector, predominantly coming out of creative industries.  In many of its areas it is new to the TalentScotland initiative and it is early days to draw too many hard conclusions

· TalentScotland is seen as a useful resource that should be able to support the sector.  The problem is that TalentScotland are not getting a high enough visibility and therefore are not perceived as adding as much value as they might

· sector perception is that there should be a skills solutions as opposed to a recruitment solution

· although ‘electronics’ is in the title of the sector, this should not be confused with the wider, more traditional electronics sector (opto, semiconductor technology etc).  The electronic markets is a different sector that still has to be convinced that international recruitment is a viable and potentially rewarding option.  However, signs are positive and there is a willingness to work with TalentScotland
Energy

This is a new sector to TalentScotland and one where the international aspect of the jobs market is not new and is growing competitively.  Energy is a sector that can be split into three key areas as follows:

· oil and gas

· renewable

· conventional power generation

1.18.2 Oil and gas

· approximately 145,000 jobs in Scotland are provided by the oil and gas industry, representing 43 % of total UK oil and gas employment

· in Scotland, over 2000 companies are involved in the oil and gas industry

· six new fields in the UK Continental Shelf started production in 2005

· UK total sales income was up 23 % to nearly £28.7 billion in 2006

· capital investment in both existing fields and significant discoveries was estimated to be £4.4 billion in 2005, rising to £4.8 billion in 2006

· oil was first discovered in UK waters in 1966

· the first full year of production from a UK oil field was 1976

There remain huge opportunities in Oil and Gas and this is still by far the largest section of the sector.  There are great difficulties in finding staff and head-hunters in Aberdeen are working flat out.  TalentScotland is seen as a good foil for them, working perhaps one notch below the head-hunters market.  

The key fact is that this is a sector that may be seen as contracting in the UK, but in reality the global demand from the rest of the world is escalating and UK based companies are at the forefront of meeting this demand – thus requiring more and more highly skilled staff.

1.18.3 Renewable energy

· renewable energy generation grew by 44 % between March 2005 and January 2007, with total installed capacity now exceeding 2GW

· there has been a strong growth in wind power from 348MW to 968MW

· 6GW of renewable generating capacity would be required to meet the Scottish Executive target of 40 %. It is believed this is achievable

· a 2004 study by Mott McDonald estimated the value of the renewable energy market in Scotland to be £80 million in 2003. Scottish Enterprise estimate this had grown to £232 million by 2006

· approximately 3700 jobs in Scotland are provided by the renewable energy industry

At present this section of the sector is made up largely of academics, SMEs and start ups employing in the main specialist design engineers.  A recent survey of the sector showed that 30% anticipated a shift at some stage to renewables.

Conventional power generation key facts
· Scotland’s major power generation companies employ approximately 12,200 people

· Scottish exports increased by £15 million in 2004, a rise of 75 % on the 2003 figure

· coal accounts for 3.5GW of the country’s generating capacity 

· Hunterston will be decommissioned in 2011, followed by Torness in 2023

· cessation of all nuclear power generation in Scotland will result in a loss of 2.5GW of baseload

There are 30-40 major organisations and a plethora of SME’s making up this section of the sector.  It is not as buoyant as the other areas.  There is a decline in interest in this type of work from school leavers, but even though the plants come under political threat, and big (and costly) decisions are required regarding their extensions, they still employ around 12,000.  Whilst there is not the same intensity in the UK, there is growing demand internationally.  The market for this type of power is showing huge growth in demand in India, China and Eastern Europe.  If Scottish firms are to compete for this work then ‘A’ teams are required on a conveyor belt to meet demand. 

1.18.4 Energy summary

The Energy Team in Scottish Enterprise are very keen to work with TalentScotland to make the most of the opportunities it brings.  They have a realistic perspective that TalentScotland represents a piece of the jigsaw – not the entire solution.  The key issues that drives this are:

· Scots engineers are in demand globally – a good thing if employed by UK firms – less good if attracted to foreign organisations abroad

· Scots engineers are ‘historic travellers’ and are perhaps a prime example of the causes behind the ‘place’ agenda

· a new academy in Aberdeen has been set up to develop skills but there remains a significant requirement to recruit from abroad

· ex-pats are viewed as the prime candidates

· the energy team need to be kept involved in developments to ensure their commitment remains high and they are able to appreciate the contribution that TalentScotland can make

· oil and gas is the only area that TalentScotland are currently targeting, (representing over 80% of employment) but the other areas may be worth considering in the near future

1.19 Life sciences

Scotland has an enviable reputation for the quality of scientific research in life sciences within academia.  The recent Research Assessment Exercise saw a doubling of top-rated "five star" departments and a trebling of staff.  This is a familiar tale in that Scotland can lead the way in research into ‘new areas, but does not follow this up with commercial exploitation.  At present in Scotland:

· there are over 590 organisations in Scotland's life sciences community - employing over 29,500 people

· Scotland is home to 15 % of the UK's life sciences companies

· over 50 academic institutions – and 80 companies – are engaged in drug discovery

· there are more than 100 Scottish-based medical devices companies

A key role for TalentScotland is to find people with new skills that can complement and support the drive to build a critical mass of thriving businesses.

If TalentScotland did not exist, it is difficult to say where support groups would signpost people.  It may be possible to call recruitment agencies but they are not neutral, impartial nor not for profit.  People are out there, but there is a perceived risk in Scotland as a relocation destination, therefore there is a high importance for TalentScotland to address this.

There is still a need to promote TalentScotland – as well as still a need to increase awareness ie it does not go out to all globalscots.  There should be closer connectivity between SDI and globalscots and Life Sciences Scotland.  TalentScotland is doing a good job in life sciences for individuals and organisations who are based in Scotland.  They are doing a reasonably good job for new graduates.

TalentScotland may be failing to market Scotland beyond the obvious – it whets people’s appetites – but needs to be more proactive at marketing itself for senior level – does very little here for senior posts in life sciences.  TalentScotland needs to draw more on Scotland’s strengths and opportunities ie draw from the sectoral strategies in Scotland, ie for life sciences they need to demonstrate the thriving collaborative environment, increasing in commercial capability etc.  TalentScotland must become more aligned with sectors at a strategic level in the future.

There is a need to look at Scotland plc to determine the recruitment needs over the next 3-5 years and make this explicit for the sectors.

There needs to be more strategic alignment and discussions with the sectoral teams.  They could be more proactive, influential, and persuasive in the Scottish community.  They could expand the service to do more fore-sighting – identify the hot spots and align with sectoral strengths.

The relationship with Life Sciences Alliance (LSA) could be better.  For example – there could be links on the website; show top ten jobs; show news alerts – beyond this minimal – there is a need to do more here.  TalentScotland is not proactive enough at establishing contacts with LSA.  TalentScotland need to be closer to LSA as they are a cross-sectoral group of very senior industry representatives that could help inform what TalentScotland need to do to support the industry.

If TalentScotland was to disappear, the opportunity would be taken away from small companies and perhaps reduce the ability of companies to grow and develop.  There would also be the loss of what is now a recognised brand and a good central source of auxiliary information.

Building on this, TalentScotland could be the Industry Advisory Group for Life Sciences, in that they understand recruitment but are impartial (ie not like a recruitment agency).  If possible and resources allow it, TalentScotland should get closer to industry groups, and be more proactive with them.  On a joint basis they could be more forward thinking – what will be the next areas of need in the sectors – and then work with sectors to help identify, capture and explore these needs.

Market failure still exists – recent strategy discussions suggest a lot of evidence that organisations are finding it difficult to recruit.  However, this market failure is more than just recruitment and the information TalentScotland provides makes relocation less of a risk to would-be-recruit and their family.

Still a gap at senior level – TalentScotland definitely has a contribution to make here.  TalentScotland can’t do it on its own but will need the support of industry and its wider support organisations as the sector grows and achieves critical mass.

1.19.1 Life sciences summary

The sector is still evolving and perhaps stakeholders are looking to TalentScotland as a solution to everything rather than a tool o support attracting the right skills and people to Scotland.  However, relationships are strong and growing stronger.

Whilst there is a concern about critical mass, TalentScotland have made in-roads to a difficult market and there support is valued.

The sector sees advantages in TalentScotland as it clearly has no vested interest nor does it provide impartial support and is not profit making.  It is a cost effective way to advertise post and provide a source of info about living and working in Scotland.  Its greatest USP is its impartiality – the sector trusts this.

1.20 Financial services

The financial services sector in Scotland is now recognised as one of Europe’s leading financial centres, and is the second largest financial services hub in the UK.  Scotland is particularly recognised for its strengths in:

· banking; 

· life assurance and pensions; 

· investment management; and 

· asset servicing (investment operations)

Financial services continues to be one of the fastest growing industry sectors in Scotland. From 2000 to 2006 the financial services industry in Scotland grew by 55 %, while the overall Scottish economy grew by 13 % and the whole of the UK financial services industry grew by 44 % in the same period. The financial services industry accounts for one in ten Scottish jobs, with over 108,000 people directly employed in the industry and over 100,000 more employed in support services. 

There is skills shortage across the board in this sector, and sheer volume is an issue in its own right.  Any support is welcome and the underlying opinion is that an initiative such as TalentScotland could supply part of the solution.

Scottish Financial Enterprise (SFE) identified fund accountants as the area of greatest need and said that many companies were constantly doing their own thing in regard to recruitment.  Fund managers were also in demand but to a lesser extent.

TalentScotland has made a major effort to work with the sector but the sector ‘has its own ways’.  TalentScotland are ‘welcome and valued’ members of the skills sub-group of FISIG.  The view of SFE is that there is not enough dialogue between TalentScotland and ’the sector’ and that – in hindsight – too much effort has been spent working with individual companies where working with groups may have borne greater rewards.  Companies in the sector use head-hunters on a regular basis.

On a positive note, despite some negative feedback the underlying theme is that the sector needs support, but:

· companies have not embraced the TalentScotland concept as other sectors have

· other resources for sector support are spread thin

· The make-up of the sector is very different from others and it may be that without significantly ramping up resources, TalentScotland is not going to work

· a move to Scotland (predominantly from London) is no longer seen as a career on hold, but as a positive career move.  (strongly supported by HQ such as RBS)

· some good case studies exist – for example a senior member of staff with Morgan Stanley in Glasgow is from New York

1.20.1 Summary

Because the availability of people and skills is a problem for the sector, TalentScotland is perceived as an initiative that should be able to support it.

Within the support mechanisms for Financial Services there is a recognition that volume is a problem and the level of public sector support that is available to the sector does not match that volume.  There are some negative comments and observations regarding the ability of TalentScotland to support Financial Services – but that should be seen in the context of resource capability and the way that the major players in the sector operate:

· there is probably a place for TalentScotland to support the sector, but results are disappointing at present’

· ‘at a time when economic development resources are diminishing, is this the best use of public funding – what other alternatives are there’? 

· ‘there is not enough visibility for TalentScotland – either in the companies, or in the support organisations’

· ‘TalentScotland are a service provider and should ensure their clients are kept more fully informed’.

· ‘TalentScotland may not be in tune with the sector and how it operates’

1.21 Sector summary

Feedback from sector stakeholders – largely from within Scottish Enterprise – Is that: 

· there is a need for more skilled  people within Scotland’s priority industries

· there remains an information deficiency issue and a negative perception of what Scotland can offer

· TalentScotland is well positioned to address this from one angle

· sufficient resources are not available to do all that is required (whether within TalentScotland or within other more general sector support initiatives)

The following table sets out a broad overview of feedback from the sector stakeholders.

Feedback from Sector Stakeholders
Table 4.1

	Sector
	Market failure (skill shortages)
	Stakeholder perception of Talent-scotland
	Talent-scotland profile in sector
	Talent-scotland working relationship with

stakeholders
	Overview

	Electronics/opto/micro


	Yes
	Good
	High
	Good
	Embedded as a valued sector tool

	Electronic Markets


	Yes
	Could be good
	Low
	Early days
	Should work – but early days

	Financial services


	Yes
	Not working
	Low
	Weak
	Not working

	Energy


	Yes
	Promising
	Too early
	Good
	Big, early drive starting to get results

	Life sciences


	Yes
	Good
	Medium
	Good
	Now important to the sector – needs to raise profile


The most striking issues from stakeholder feedback are that:

· market failure still exists at the most basic level – shortages of high-level skills

· the perception of TalentScotland as a concept to tackle market failure is generally high

· the profile of TalentScotland is not what it might be

· the working relationships are generally high

The sector where TalentScotland is not working is in financial services.  Scottish Financial Enterprise recognise the efforts that TalentScotland have made and also recognise the difficulty of both volume and the ‘intricacies’ of the way that the sector operates.  With resources scarce on the ground, TalentScotland should perhaps open discussion with sector stakeholders regarding the ongoing role of TalentScotland within the sector.

Scottish Government

There is evidence of a very strong working relationship between the Scottish Government – specifically the Fresh Talent Initiative (FT) and TalentScotland.  The closest relationship is between TalentScotland and the Relocation Advisory Service (RAS).  

1.21.1 Operational working

From an operational vantage, the Scottish Government are currently:

· evaluating RAS

· taking stock of FT but it has been retained as part of new Scottish Government policy – FT has lots of cross-party support

· looking at what they need to do over the next 3 years from a policy perspective

The New Economic Strategy has a target to grow the working population, ie ensure it matches the EU 15 growth from 2007-2015 – this will equate to 150,000 over the next 10 years.  Scotland has a challenge to develop a bright, talented and hardworking workforce.  Scotland needs to pursue other countries to help develop, and meet the needs of, our economy.  FT inform TalentScotland of the immigration side of things – help each other on dealing with the industry.

The relationship between TalentScotland and FT is very strong and this is acknowledged as a great strength, with information sharing regularly taking place.

A positive and tangible example of this approach is the way that FT has signposted issues with post graduates and TalentScotland actively works with them to retain skilled in Scotland through finding them employment in skill shortage areas and sectors.  (FT has a broad approach to migrant workers but does not target skills or sectors or deliver regionally, nor does it take age into consideration).

FT is about attracting international students to Scotland and encouraging them to stay and become economically active, ie support the growth of the economy/help to achieve stretched growth targets.  FT is now expanded to the rest of the UK, so will provide more opportunities and a wider pool of potential recruits.

TalentScotland have the ability to provide the opportunities that offer a matching service.

FT and TalentScotland share links on websites/share newsletters, etc and exchange promotional material, ie both take each other’s materials to conferences/events/overseas showcases.

There are also some joint pilot projects ie worked on the oil and gas pilot with the Offshore Contractors Association.  Oil and gas fit really well with TalentScotland but financial services less so – they seem to be competing for staff a lot more.

TalentScotland is a very important tool for FT to work with.  Firstly it is an indication to FT customers that there is an active job market there.  This in turn shows the level of skilled jobs for them.  TalentScotland is a good vehicle for that.

FT use some of/have links to the bigger recruitment sites, eg Monster, S1 jobs.  TalentScotland is strategic in its sector focus.  FT are keen to minor this for financial services, energy and looking at life sciences as a next sector.

FT are considering construction as a sector for support and are looking at recruiting sectorally experienced senior and middle managers – they see it as important and valuable to have TalentScotland support here.

1.21.2 Market failure

The shortage aspect is difficult.  Part of the immigration strategy is based on the ‘Shortage Occupation List’ from the Home Office.  Using this list, if a position was to be filled through an application from Europe, there is no need to have tested the EU market, ie no need to demonstrate that you have advertised at home/Scotland and across the EU.

There is a need for a Scotland-specific occupation list – and to make a commitment to delivering on the list.  This would require more labour market intelligence and a commitment from Scottish Government and sector skills councils to do more in this area.

It is important for FT to know sector skills strategies, ie construction, health, financial services, etc – they are at the moment all sending a consistent message.  There is still a skills shortage – 60,000 people registered in JobCentre Plus.

1.21.3 Summary

Comments made regarding a working level were very positive and the following ‘observations’ should be taken within this context:

· strategically, how does TalentScotland best fit with the Scottish Government Fresh Talent Initiative to ensure that there is no overlap

· there are areas on the TalentScotland website and the ‘Scotland is the Place’ website where there appears to be duplication – most specifically in the area of ‘what Scotland has to offer’

· this duplication could be double funding and not best use of public money

· despite similarities in many ways, there is no generic branding which implies there may be competition

At the moment there is a willingness to accept an ‘it isn’t broken, so don’t fix it’ approach, but there seems to a ground swell opinion that options should at least be considered – such as:

· combine TalentScotland with the Fresh Talent Initiative

· join up the relevant websites

· generic branding

· continue as at present

Whilst these were the thoughts coming from the Scottish Government, it must be emphasised again that these comments were made from a strategic viewpoint and were not aimed as a criticism in any way to the work that is going on.

User and Non-User Feedback

1.22 Outcomes 

To understand the performance and impact of TalentScotland, surveys were emailed to users and non-users of the website.  Of the 4,048 users emailed, 481(12%) completed the survey.  In addition, of the 2,922 non-users, 130 (4.4%) completed the survey.

All responses are analysed by overall total, and not filtered by sex, sector or any other channel, unless stated otherwise.  To ensure that changes over time are clearly visible and to maximise comparability, this section of the report closely follows the format of our previous analysis of user and non-user survey responses.  Where the results below vary significantly from previous results, this has been noted and incorporated into our analysis.  Please note that the base figures for survey questions frequently changes as respondents often skip questions that they do not wish to answer.  

The following sections examine the results from the user and non-user survey.  

1.23 User survey results

User survey results have been filtered by sex, those not living in Scotland, those who stated that they would “immediately” relocate, and those who chose Scotland as their 1st or 2nd destination.  In general, findings from filters revealed that results from each filter generally mirrored overall user survey result, therefore we have only highlighted key differences – these are presented later.

1.23.1 Profile

The majority of user survey respondents are male (65%), with slightly more married respondents (49%) than single (40%).  The largest number of respondents (40%) are aged 25-34; followed by 28% aged 35-44, 15% aged 45-54, 13% aged 18-24, and 5% are aged between 55 and 64 years old.  

The geographic profile of respondents (defined as where respondents live) shows a concentration on UK-Scotland (33%), and UK-England (6%) with UK respondents accounting for 41% of user respondents.  International respondents are dispersed across continental regions, with the vast majority of respondents from Northern continents.  This is illustrated below in table 5.1.

Geographic profile of user-survey respondents 
Table 5.1

	Country
	%

	United Kingdom
	40.6%

	UK – Scotland
	33.1%

	UK – England
	6.3%

	Eastern Europe (Including Russia and Ukraine)
	12.7%

	Western Europe
	11.2%

	North America
	10.9%

	Central and South East Asia
	10.2%

	Africa
	6.3%

	Latin America
	5.4%

	Middle East
	1.5%

	Oceania
	1%


Base=411

This may suggest that while TalentScotland is well promoted in the United Kingdom (40.6% of respondent users), further marketing and communication efforts are necessary to attract a greater proportion of international respondents.  The United States, India, Ukraine and Russia gave generated the most significant number of user respondents.  This is outlined in table 5.2.

Top 10 country response profile
Table 5.2

	Country
	% Response
	% in previous survey

	UK – Scotland
	33.1%
	34.7%

	United States
	10.0%
	8.2%

	India 
	7.8%
	8.9%

	UK – England
	6.3%
	8.5%

	Ukraine
	5.1%
	1.3%

	Russia 
	4.4%
	4.6%

	France
	3.4%
	2.8%

	Italy
	3.2%
	2.7%

	Nigeria
	1.9%
	N/A

	Germany
	1.7%
	1%


Base=411
When analysed by sector there are a few significant differences.  One interesting difference occurred in the financial services sector where respondents from UK-Scotland and UK-England accounted for only 19.7% and 3.3% of those in financial services.  Respondents from Ukraine (19.7%), Italy (8.2%) and Russia (8.2%) are far more prominent in financial services.  This is likely to be a result of the extensive overseas marketing that the team has conducted for financial services over the last year.  This appears particularly true in Ukraine where 52% of respondents came from the financial services sector.  Similarly 62.5% of respondents from Nigeria came from the energy sector, most likely reflecting the high importance of the energy sector (particularly petroleum) to the Nigerian economy.

While 33% of respondents live in Scotland, only 18.3% of respondents describe themselves as “Scottish based Scot” and 9.4% were non-Scots who have re-located to Scotland.  Nearly half (48%) of respondents describe themselves as “a non-Scot considering locating/relocating here [in Scotland] for a job”.  66.8% of respondents have never visited Scotland before. 

1.23.2 Job status and sectoral split

The majority (74.2%) of respondents are currently employed, with 14.6% unemployed and 11.2% students.  The most significant proportion of respondent’s (24.5%) are engaged in postgraduate education, scientific or engineering training, or are new scientists or engineers.  A similar proportion (22.7%) are senior engineers or scientists, while 23.2% are managers or senior managers.  Only 5.9% are undergraduates and 4.9% are at corporate/director level.  TalentScotland are keen to maintain the number of registrants at senior level, with 35% of current respondents at senior level.  However, given that companies are still struggling to fill senior positions, perhaps there needs to be a more concerted effort to increase the proportion of senior technologists and corporate level registrants.

The sectoral split of respondents shows that life sciences continues to be the most common career sector by far, with 39.9%, followed by electronics (22.9%), energy (21.4%) and financial services (15.9%).  Because sample sizes are different than previously, and neither this survey nor previous survey captures information it is impossible to display the ‘real’ strength of each sector, and instead the survey captures the relative strength of each sector.  Although the proportions for Life Sciences and Electronics have decreased, this is mostly because of the addition of an extra sector.  Considering that energy was only added to TalentScotland in April 2007, this figure is extremely promising, and already comparable to the electronics sector.  The financial services sector has significantly improved, yet lags behind other sectors.  As noted above, the proportion of interest in financial services coming from with the UK is significantly lower than interest in other sectors. 

Interestingly, 65% of financial service respondents are male, mirroring the overall distribution in sex, however electronics and energy respondents are composed of an even higher male proportion – 89.3% and 72.9% respectively.  Life Sciences, on the other hand is far more balanced, with a very slight majority of females (51.9%) responding. 

Applying for a job in another country

The vast majority (87.4%) of respondents would consider applying for a position in a country other than the one in which they work.  Of these 15% are Scottish based.  57% stated that they would consider applying “immediately”; of those, 56.3% are non-Scots.  Only a small proportion (12.6%) reported that they would not consider applying for a job outside the country in which they currently live.  Of these, 81.1% were Scottish based (Scots 64.1% or non-Scots 17%).  Those not willing to relocate gave the following reasons: 

· family ties/commitments

· feeling settled

· happy working in this country

94.1% of respondents believe that Scotland is either quite attractive or very attractive as a place to live and work.  87.1% indicated they would like to relocate immediately.

Respondents gave the following views of how TalentScotland had changed their perceptions of Scotland:

· 80.1%  report that TalentScotland has changed their views of Scotland

· 73.7% report that since registering, their perception of Scotland as a career destination has changed, with 15.2% reporting it has changed significantly

Scotland was ranked first choice by 50% of respondents when asked in which country they might consider applying for a position.  This was followed by other English-speaking countries – England, USA, Canada, Australia, Wales, then by Ireland, Germany, France, and Northern Ireland.  These findings are similar to previous findings (Frontline review 2006) and are illustrated below in table 5.3.

Respondents who selected Scotland as a first choice for applying for a job 
Table 5.3
	My 1st Choice

	Country
	% of responses

	Scotland
	50%

	England
	28.7%

	USA
	19.4%

	Canada
	18.3%

	Australia
	12.8%

	Wales
	9.6%

	Ireland
	9%

	Germany
	8.5%

	France
	8.2%

	Northern Ireland
	7.2%


Base=376

Some comments regarding why respondents chose Scotland as their first or second choice included:

“Scotland is a charming and welcoming country. It is excellent in bringing up ones children in a safe environment. The people are welcoming and friendly”

“I have studied and lived here for a short term and have found the people and place to be very welcoming and exciting”

“I want to live in a place of beauty and safety and where you can wake up and feel fresh air and drink from the rivers and walk in streets and not have to be afraid for your children to play outside!”

Career development, salary and standard of living are the top three factors, which affect relocation decisions.  This is reflected in the following respondents’ comments:

“I love your country and your culture. I want to work in Scotland to get a better job and bring my family a better environment.”

“I like Scotland. It’s a wonderful county with enormous career possibilities”

“Great opportunities to make a career. Very safe and sound to live. Friendly environment. Friendly People. High standard of education. Work Opportunities.”

“Excellent job opportunities, good standard of living”

The following table illustrates respondent findings in greater detail. 

Factors affecting relocation decisions 
Table 5.4

	
	Extremely/ fairly important
	Neither important/ nor unimportant
	Fairly/ Extremely unimportant

	Salary
	94.1%
	4.0%
	1.8%

	Career Development
	93.1%
	5.7%
	1.4%

	Standard of living
	91.8%
	7.4%
	0.8%

	Location
	85.2%
	11.2%
	3.6%

	Ability to bring up family in a non-threatening/safe environment
	82.7%
	7.7%
	9.6%

	Education system
	77.8%
	13.8%
	8.2%

	Technical Challenge
	77.3%
	17.1%
	4.6%

	Strong industry reputation
	75.8%
	18.3%
	5.9%

	Opportunity for further education
	74.8%
	17.9%
	7.2%

	Opportunity to make new business contacts
	64.7%
	19.6%
	15.7%

	Presence of large multi-national organisations
	54.2%
	33.1%
	12.8%


Scotland as a place to live and work 

This section examines responses from those not currently living in Scotland. 

Almost all (95.9%) believe that Scotland is an attractive place to live and work, with 51.6% of this proportion describing Scotland as “very attractive”. This is reinforced by respondents who said “I love the culture, the land and the history of this awesome country”, Scotland has an “…incredible history, attractive nature and climate”. As in the 2006 review, these perceptions correspond with the high number of respondents who chose Scotland as a first choice destination for applying for jobs, and also closely reflect the responses of those currently living in Scotland. The appeal of Scotland’s educational system was captured well amongst respondents who felt Scotland was a “Well developed country with strong economy as well as extremely good education system” and it “has a good educational system and a number of start-ups in my field”.  The strength of appeal of industry reputation was also apparent in some respondents comments:

“strong reputation in biotech (central Scotland is hub) but lower cost of living that Oxford/Cambridge.”

“…after London, Scotland is becoming the most important financial area in the UK”

“Good reputation of the Scottish firms”

“It is very supportive of the life sciences industry and University of Edinburgh has a great reputation for stem cell research.”

.

The following table illustrates the extent to which respondents agreed to statements describing Scotland as a place to work and live.  

Scotland as a place to work and live 
Table 5.5

	
	Strongly agree/ Agree
	Agree nor Disagree
	Disagree/ Strongly disagree

	Offers an attractive cultural environment
	92%
	8%
	0%

	A safe country
	90%
	9%
	1%

	A modern vibrant country
	87%
	11%
	2%

	Offers a high standard of living
	84%
	13%
	2%

	Offers a family friendly environment
	84%
	15%
	1%

	Offers an established technology/scientific industry
	84%
	14%
	2%

	Offers attractive leisure pursuits
	81%
	17%
	1%

	Provides a substantial range of career opportunities
	77%
	19%
	4%

	Provides jobs with adequate remuneration packages for your job skills
	73%
	22%
	5%

	Is an expensive country
	43%
	45%
	12%

	Is a remote country
	29%
	36%
	36%


Base=

The results mirror responses of those currently living in Scotland and reveal that respondents consider Scotland to be/have:

· an attractive cultural environment

· a safe country 

· a modern vibrant country

· a high standard of living

· a family friendly environment

· an established technology/scientific industry

· attractive leisure pursuits

1.23.3 Registration profile

Most respondents are relatively new registrants of TalentScotland, with 48.7% registered for less than six months.  This is followed by 28.8% who have been registered for six months to a year, and 22.5% for over a year.  Responses were filtered by time registered on TalentScotland to see if there were any changes regarding perceptions of Scotland as a place to live and work.  Findings revealed no significant changes. 

Since registering with TalentScotland, 73.7%report that their perception of Scotland as a career destination has changed; with 15.2% stating that their perception has changed “significantly”.  26.3% of all respondents report that their perception has not changed at all.  For those who report that their perception changed, they stated the following reasons:

“finding out about all of the opportunities available definitely makes a make difference”

“the quality of work opportunities available within the renewable technology sector”

“it has listed a lot of jobs and companies that I didn't know of before”

“I never knew Scotland to be a power house in the area of electronics.  This perception of mine is completely changed knowing through TalentScotland the prowess of Scotland in this arena”

“I have been impressed with Scotland's desire to recruit and actively aid their company-base with economic development initiatives”

“the prompt correspondence and daily survey regime, that has made me realise that Scotland and Her people are very co-operating and take little things seriously”

“the info provided by TalentScotland has shown me that there are much more opportunities than I originally thought, and that life sciences are big business in Scotland”

“TalentScotland provides easy to access and relevant information that has made me more open to Scotland as a destination for work”

“more insight in Scottish industries, research, job opportunities and live in Scotland”

“there appears to be a lot more diversity in terms of industry and outreach than I was aware”

1.23.4 Impacts 

80.1% of all respondents report that TalentScotland has changed their views of Scotland, with 15.7% of this segment reporting that TalentScotland has changed their views “significantly”.  19.9% of all respondents reported “not at all”.  As a result of TalentScotland, respondents indicated that they are now more aware of:

· jobs on offer (69.2%)

· company activity in Scotland (61.1%)

· career development opportunities in Scotland (48.9%)

· what it would be like to live and work in Scotland (30.6%)

· the lifestyle in Scotland (27.2%)

37.8% of respondents indicated that because of TalentScotland, they are more likely to look at Scotland as a place to work.  12.1% report that if TalentScotland had not existed, they would not have considered living and working in Scotland, while the majority 50.1% reported they would have considered it anyway.

Respondents stated the following as motivations for using TalentScotland:
· “wanted to find a job in Scotland” (63.1%)

· “to be kept up to date with information about my career sector” (43.3%)

· “wanted to see what Scotland had on offer” (34.2%)

· “wanted to know more about Scotland as a place to work and live” (29.5%) 

1.23.5 Information from TalentScotland
Respondents rated the usefulness of information obtained from TalentScotland positively, with 47% reporting that it is “useful” and 31.6% of this segment rating it as “very useful”.

Most respondents visit TalentScotland weekly (24.6%), while 15.6% visit more than once per week and 1.9% visit daily.  The majority of respondents however used TalentScotland twice a month or less, with 20.8% using it twice a month, 20.8% using it once and month and 16.4% using it less frequently.  This suggests a slight decrease in the regularity of user engagement with TalentScotland from previous years.  Visits to TalentScotland are prompted mainly by job alerts and the email newsletter – 46.9% and 48.1% stated “always” for each, respectively.

As previously, respondents rarely approach TalentScotland with enquiries using the email link provided, with 54.7% citing “never”.  However, 21.5% have used the email link more than once.  The responses they received are generally viewed to be helpful, with 27.4% citing “very helpful” and 44.5% citing “quite helpful” and only five indicating responses were “quite unhelpful” or “very unhelpful.”

Communications received from TalentScotland were viewed positively by the majority of respondents, with approximately one-half of respondents rating the amount of information (54.2%), the quality of information (53.8%) and the promptness of job alerts (47.6%) as “good”, and  approximately one-fifth describing them as “very good”.  For the small number who viewed the communication information to be poor (2-3%), they made the following comments:

“sometimes there are long delays or gaps before alerts are sent out”

“I have received no job alerts other than the standard weekly e-mail. Job alerts should be sent out as soon as they are available”

“job alert came in from yourselves 3 weeks after agency had already contact me and submitted my CV”

 “You need to create a search and match facility for all CVs and then alert a suitable person within a 1 week period of time”

“I have not received any mailing from your website”

This shows that the promptness of job alerts and mailing is a concern for some, although they represent only a small proportion of respondents. One respondent also indicated that the electronics sector advertised almost exclusively technical/engineering jobs, neglecting other areas such as commercial jobs.

84.4% report that TalentScotland provides up-to-date information about their sector.  15.2% of this segment cites “definitely” and 41% cite “very well”.  15.6% (51) of all respondents cited “not really” or “not at all”.  

The majority of respondents (53.1%) found the jobs page to be most useful part of TalentScotland. Sector pages were noted as the most important part by 28.7% of respondents. The Student Zone was again considered to be the least useful, with 34.1% of respondents citing this.  However, it must be noted that students accounted for only 11.4% of the overall respondents and only 3 respondents (4.5%) who indicated this area as the least useful were students. Only 4 respondents (6.1%) were aged 18-24 and only 1 respondents was an undergraduate, suggesting that this area was less useful for , older and more experienced staff.  2 of the 3 respondents who indicated the student zone was the most useful part were students. 

Other parts of the website considered to be less useful include ‘Real life stories’ (18.6%) and ‘Helping You Move’, very much in line with analysis of previous years. Interestingly, the jobs page which was noted as ‘most useful’ by a majority, was noted as least useful by 11.4% of respondents. 

94.8% report that they have never seen or heard of a similar website to TalentScotland which stresses the significant and important role that TalentScotland plays in its contribution to recruiting individuals outwith Scotland into the country.  Sites which respondents did suggest were similar to TalentScotland included:

· London jobs

· sections of the Irish Development agency’s website

· S1 jobs, Monster

· Bio Alberta

· LA Recruitment

1.23.6 Applying for jobs through TalentScotland
The minority of respondents, (37.4%) have applied for a job through TalentScotland.  This is a decrease from the previous evaluation and suggests that that a smaller proportion of users apply for jobs directly through TalentScotland. 34.2% believe that they would not have learned of the job(s) without the help of TalentScotland.  Many respondents who report that they would have learned of the job(s) anyway, state that it would have taken longer and information would have been of poorer quality.  Other than TalentScotland, most respondents (76.6%) would have used the internet to source the job.   Only 10  respondents would have used a recruitment agency.

67.4% of respondents are confident that TalentScotland will help them identify appropriate job opportunities and information in the future and 6 respondents have already sourced their current job through TalentScotland.  However, 9.9% of respondents report that they are not confident that TalentScotland will help them find a job.

With the exception of TalentScotland, respondents reported that they would look for jobs using other job websites (78.1%), recruitment agencies (42.7%), newspapers (34.5%), contacts (40.2%) and journals (30.2%).  Only 6.6% respondents used TalentScotland alone.  The ability of TalentScotland to promote the services more widely would be a good way to continue to increase registrations.  

1.23.7 Overall experience of TalentScotland
73.2% of respondents rated their overall experience of TalentScotland positively, and were either “quite satisfied” (47.1%) or very satisfied, (26.1%).  23% were “neither satisfied nor dissatisfied”, and only 3.9% were either “quite dissatisfied” or “very dissatisfied”. Feedback was therefore more positive than previously, suggesting improved satisfaction for TalentScotland users. 

Respondents cited the following ways in which the website could be improved: 

· improved feedback:

· “The website is useful but I don’t get a lot of feedback regarding the jobs I have applied to, so it seems like a black hole in which I am sending my CV”

· improved navigation/search:

· “Search according to requirement”

· “I’d like to be able to search for jobs based on distance from a given postcode”

· broader scope for inclusion/more sectors:

· “the addition of more sectors to the jobs side would help”

· “more job sectors”

· “Represent the clients/agents around the world related to travel/leisure activity environments”

· “I’m interested in logistics and this sector is very popular and might be very attractive for employers and employees. Please consider the opportunity to add this sector to your list”

· “Post more jobs in architectural and design service sector”

Answers were diverse with no consensus for changes to be made, suggesting that these changes are not major, but rather fine tuning the existing programme. 42.5% of respondents have already recommended TalentScotland to friends, and a further 50.6% would recommend it to friends, however, 6.9% would not recommend it.  The vast majority (93.1%) of respondents have either recommended or will recommend the website to friends, which implies that they view the website in high regard.  In addition, 98.1% of respondents illustrated that they would continue to use the services of TalentScotland in the future reinforcing the suggestion that TalentScotland is a valued resource for its users.  

Almost half of respondents (49.2%) report that they had heard of the ‘Fresh Talent Initiative’.  The most significant source for hearing of the Fresh Talent was TalentScotland, where 47.4% of respondents first heard of it.  Other ways in which respondents had heard about the Fresh Talent included:

· other websites – 12.1%

· publications – 10.3% 

· events – 7.8% 

Of those that answered these questions, the majority, 76.3% report that they are now more likely to consider Scotland as a career destination due to the Fresh Talent Initiative, suggesting the initiative is impacting on talent attraction.

1.23.8 User-responses filtered by those not currently living in Scotland

When responses were filtered to examine only the respondents who are currently not living in Scotland, it was found that:

· 65.7% are non-Scots considering relocation (against 47.8% of all respondents)

· 98.2% would consider applying for a position other than the one in which they live (against 87.4% of all respondents)

· 70.2% would consider applying “immediately” (against 57% of all respondents)

· 86% report that TalentScotland has changed their views of Scotland (against 80.1% of all respondents)

· 20.7% of this segment state that their views have been changed “significantly” and 36% “quite a lot” (against 15.7% and 31.4% of all respondents

· 81.1% report that since registration, TalentScotland has changed their perception of Scotland as a career destination (against 70.7% of all respondents)

These findings align closely with previous figures and suggest that these respondents are keen and ready to relocate, and more importantly, indicate that TalentScotland has positively changed their views of Scotland, both generally and as a career destination.  All other responses including the geographic profile (where they currently live) mirrored results of all user responses.

User-responses filtered by those who selected Scotland as their first and second choice

When responses were filtered to examine only the respondents who selected Scotland as their first and second choice, it was found that:

· 59% are non-Scots considering relocation (against 47.8% of all respondents)

· 100% would consider applying for a position other than the one in which they live (against 87% of all respondents)

· 71% would consider applying immediately (against 61% of all respondents)

· 87% report that TalentScotland has changed their views of Scotland (against 80% of all respondents)

· 25% of this segment state that their views have been changed “significantly” and 40% “quite a lot” (against 22% and 36% of all respondents

· 81% report that since registration, TalentScotland has changed their perception of Scotland as a career destination (against 73% of all respondents)

Again, findings therefore reveal that these respondents are keen and ready to relocate, and indicate that TalentScotland is having a greater impact and influence on international respondents and their views of Scotland.

1.23.9 Summary of user survey responses

In summarising the user survey responses, we find that:

· 64.6% of all respondents are male, 48.5% are married, 29.8% are aged 25-34

· respondents are generally from Scotland, USA, India, England, Ukraine, and Russia

· 49% of all respondents describe themselves as a “non-Scot considering relocating to Scotland for a job”

· 63% have never visited Scotland before

· 35% are at senior/managerial level, and 5% at corporate/director level

· life sciences remains the most common sector, with 39.8% of responses
· financial services has improved relative to electronics and life sciences, up from 10% of respondents to 15.8% of respondents, even despite the addition of the energy sector

· energy has performed well and is already of a comparable size (21.3%) to the established electronics sector (23.1%)

· 57% would consider applying immediately to a country other than the one the one in which they currently live

· Scotland was ranked first choice by almost half of respondents, when asked in which country they would consider applying for a job

· career development, salary and standard of living continue to be the top three factors when considering applying for a job abroad

· 95.9% believe that Scotland is an attractive place to live and work

· 48.7% have been registered for less than six months

· 82% state that TalentScotland has improved their understanding of Scotland as a place to live and work

· 73.7% report that their perception of Scotland as a career destination has changed since registration

· 84.4% are provided with up to date information about their sector

· 96.2% report that information received from TalentScotland is useful

· 69.2% are more aware of jobs on offer

· 62.6% have applied for a job through TalentScotland
· 83.1% are actively considering Scotland as a career destination

· 67.4% are confident that TalentScotland will help them identify job opportunities and information in the future

· 42.59% have already recommended TalentScotland to friends

· 98.1% will continue to use the services of TalentScotland
These results are very positive, indicating that TalentScotland is highly regarded, and assists the majority of respondents by providing valuable job information and positively influencing their views of Scotland as a place to work and live. 

1.24 Non-user survey results

A total of 131 responses were received.  The following section presents the findings, and covers:

· respondent profile

· job status and sectoral split

· views on Scotland as a place to live and work

· awareness of TalentScotland
1.24.1 Respondent profile

The majority of respondents were male (76.4%) and either married or with a partner (51.9%) and the largest proportion were aged 25-34 (42%).  This aligns closely with the user profile. The male bias of responses is probably slightly more acute for non users than users, because of the high response rate from the electronics sector (37.2%), which was almost entirely male in composition (97.8%). 

The geographic distribution of respondents was very different from previous non user profiles primarily due to the use of a more targeted selection process to create the e-survey list.  The most notable variation from 2006 review survey was the lack of UK respondents, with only 1 response coming from the UK (compared to 90% UK respondents in 2006).  The non-user survey is therefore highly representative of an international perspective.  Respondents mainly lived in Ukraine (23.8%), Russia (20%), India (6.3%), United Arab Emirates (6.3%), and Saudi Arabia (6.3%). This is a very different composition from the geographic profile than seen in the user survey.  There were no respondents from the United States and a large proportion of respondents came from the middle-east an Eastern Europe. 

1.24.2 Job status and sectoral split

The majority of respondents were employed (64.5%) with Electronics being the highest proportion of respondents (37.2%).  

Figures 5.1 – 5.6 present the career level and areas of expertise split for electronics, life sciences, financial services and energy.  Distribution of respondents was wide ranging across all sectors.  For electronics the highest proportion of respondents were senior engineers/scientists (38.5%) and undergraduates (17.9%).  

Career level for non-users in the Electronics sector  

Figure 5.1
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Areas of expertise for non-users in the electronics sector 
Figure 5.2
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Within electronics, the highest proportion of respondents had a career in communications technologies (47.6%).  The proportion of respondents in Microelectronics (7.1%) represents a significant decrease from the previous non-user survey, where 44% of respondents were employed in microelectronics.  The reduced figure in microelectronics may perhaps be accounted for by the lack of UK or US respondents compared to the previous survey.  A similar drop in IC design from 9.6% of respondents in the previous survey to just 2.4% is also apparent.

Career level for non-users in the Life Sciences sector 
Figure 5.3
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Areas of expertise for non-users in the Life Sciences sector 
Figure 5.4
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Within life sciences the highest proportion of respondents (31) had a pharmaceutical background, followed by followed by therapeutics (20.7%) and environmental (13.8%) and medical devices (13.8%).  There were no respondents in the veterinary field. There was a very low number of undergraduate responses, while previously undergraduates had composed the majority of non-users in life sciences.  There were no corporate directors and the greatest proportion of respondents were either trainees (26.9%) or senior engineers or scientists (19.2%)

Career level for non-users in the Financial Services sector
 
Figure 5.5
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Areas of expertise for non-users in the Financial Services sector 
Figure 5.6
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Within financial services, the highest proportion of respondents came from banking (26.9%).  Corporate Finance, Insurance and related services, and asset management were also represented by significant proportions of respondents – 23.1%, 19.2% and 15.4% respectively.  There were no respondents involved in broking services. 

Managers represented the most significant number of respondents (36.4%) from this sector, with a number of respondents at less senior levels such as team leaders (18.2%) and team members (13.6%).  There were no senior managers, direct board members or people managers, and most respondents were not in senior positions. 

Very few respondents (5) from the energy sector indicated their career area.  Of those who did, 2 were interested in biomass/bio energy, 2 were interested in power distribution, and 1 one was interested in wind power.  Only 2 respondents in this sector indicated their career level, and both of these respondents were undergraduates.

Across all sectors, there was an even balance of junior and senior respondents, with 31.3% at an early stage and requiring further training, and 33.8% being experts in their field. 

Similarly while 20% performed their job with moderate supervision, 15%performed with minimal supervision.

60.5% of respondents would consider applying for a job in another country immediately, and 88.9% would consider applying for a job in another country within the next five years.  Only 5 would not consider applying for a job in another, perhaps reflecting the greater proportion of international respondents than in previously surveyed.  The closeness in proportions between the proportions of non-users considering relocation, is comparable to the proportion of international users.  

The vast majority of respondents (90.5%) have never visited Scotland.  40.5% rank Scotland in their first or second choice as an area in which to apply for a job, however an equal proportion ranked USA 1st or 2nd and a greater proportion (44.6%) ranked Canada 1st or 2nd.  The majority of respondents (60.8%) rated England as their 1st or 2nd preference.  This shows much less of a disposition towards working in Scotland amongst non-users, yet suggests that Scotland is viewed as a good place to work by a large proportion of non users. Other countries which respondents indicated 1st and 2nd preferences to included:

· Germany – 24.3%

· Australia – 23%

· France – 20.3%

· Sweden – 18.9%

· Northern Ireland – 18.9%

· Wales – 16.2%

· Ireland – 16.2%

This is very different from the user survey where Scotland was ranked top; however, these responses reflect an extremely high proportion of international respondents (98.7%).

When applying for a job in another country, career development (95%), salary (93.5%), and standard of living were the factors respondents consider most important.  Table 5.6, presents the full ranking.

Factors affecting relocation decisions for non-users 
Table 5.6

	
	Extremely/ fairly important
	Neither important nor unimportant
	Fairly/ Extremely unimportant

	Career Development
	95%
	3.3%
	1.7%

	Salary
	93.5%
	1.6%
	4.8%

	Standard of living
	89.9%
	8.5%
	1.7%

	Location
	81.8%
	12.7%
	5.4%

	Education system
	79.3%
	15.5%
	5.2%

	Opportunity to make new business contacts
	78.5%
	12.5%
	8.9%

	Ability to bring up family in a non-threatening/safe environment
	72.8%
	10.2%
	17%

	Strong industry reputation
	71.6%
	13.2%
	15.1%

	Technical Challenge
	71.2%
	25.4%
	3.4%

	Prospects for partner getting a job
	67.9%
	24.5%
	7.6%


This reflects very closely the factors which users indicated and suggests that both users and non-users largely consider the same factors important.  Foremost amidst these factors are career development, salary, standard of living and location.  Non-users did however attribute slightly less importance to the ability to bring up a family in a safe/non-threatening environment (72.8% of non-users compared to 82.7% of users).

1.24.3 Views on Scotland as a place to live and work

The majority of respondents (87.8%) believe that Scotland is an attractive place to live and work, 37.7% finding it ‘very attractive’.  77.3% of respondents would consider living in Scotland and only 5.3% would not consider it, suggesting Scotland appeals to many non-users as a place to live.  Further details of what non-users thought of Scotland are displayed in table 5.7 below:

Scotland as a place to live and work for non-users 
Table 5.7

	
	Strongly agree/Agree
	Neither agree nor Disagree
	Disagree agree/ Disagree

	A safe country
	90.8%
	7.7%
	1.5%

	Offers an attractive cultural environment
	88.3%%
	10%
	1.7%

	Offers a high standard of living
	80.6%
	19.4%
	0%

	A modern vibrant country
	78.3%
	21.7%
	0%

	Offers a family friendly environment
	77.4%
	21%
	1.6%

	Offers an established technology/scientific industry
	73.7%
	24.6%
	1.8%

	Provides a substantial range of career opportunities
	68.3%
	30%
	1.7%

	Offers attractive leisure pursuits
	65.5%
	34.5%
	0%

	Is an expensive country
	45.7%
	47.5%
	6.8%

	Provides jobs with adequate remuneration packages for your job skills
	33%
	55%
	1.7%

	Is a remote country
	24.1%
	46.6%
	29.3%


This is again very similar to users’ views of Scotland, with over 75% of respondents believing Scotland:

· is a safe country 

· has a high standard of living

· offers an attractive cultural environment

· is a vibrant modern country

· offers a family friendly environment 

For respondents who indicated they would consider working in Scotland, the majority cited career development (77.3%), followed by salary (68.2%).  36.4% indicated that they would consider Scotland as a place to live and work because they “liked Scotland”.  

Respondents cited a number of sources that they would use to look for information about Scotland.  The majority (80.6%) cited job websites followed by networking and recruitment/employment agencies (31.9%).  Going direct to the company website of interest was cited by 25% suggesting that most respondents were unlikely to search company websites for advertised positions.  The table below summarises these finding and display changes in how non users source information about living and working in Scotland:

How non-users source information about Scotland 
Table 5.8
	
	% of Respondents 2007
	% of respondents 2006

	Job websites
	80.6%
	79%

	Networking
	40.3%
	45%

	Recruitment/employment agents/jobcentre
	31.9%
	55%

	Company web searches
	25.0%
	48%

	Industry journals
	16.7%
	50%

	Company contact
	16.7%
	25%

	Newspaper advertising
	15.3%
	39%

	Other (please specify)
	8.3%
	2%


This shows that job websites have retained their importance to sourcing information about working and living in Scotland.  While networking also remains a valuable means for sourcing information, respondents indicate significantly less use of recruitment/employment agencies, company web searches, industry journals, company contacts and newspaper advertising.  2007 respondents therefore appear to have relied far more upon job websites, yet whether this is due to changes over time or variation in the non-user profile is difficult to attribute. 

1.24.4 Awareness of TalentScotland
The level of awareness of TalentScotland amongst non-users was significantly greater than in 2006, with 35.1% of respondents indicating knowledge of the website, compared to just 10 respondents in 2006.  90% of non-users found out about TalentScotland through internet searches.

Respondents were asked for their views on how TalentScotland could improve their perceptions of Scotland as a place to live and work.  The following were frequently cited:

· more/improved communications through newsletters, publicity, job and country information, advertising through recruitment consultancies

· sending information about ‘current’ jobs

· initiatives to attract and retain foreign graduates

Summary of non-user survey responses

In summarising the non-user survey responses, we find that:

· respondents were predominantly international with only one respondent living in the UK

· the majority of respondents were male, either married or with a partner

· the largest number of respondents were aged 25-34  

· 40.5% rank Scotland in their first or second choice

· career development, salary, standard of living and location were the most important factors for respondents considering relocation.

· 87.7% believe that Scotland is an attractive place to live 

· 77.3% of respondents would consider living in Scotland

· over 75% of respondents believe Scotland:

· is a safe country 

· has a high standard of living

· offers an attractive cultural environment

· is a vibrant modern country

· offers a family friendly environment 

· 80.6% of respondents sourced information about working and living in Scotland through job websites 

· the level of awareness of TalentScotland amongst non-users was significantly greater than in 2006

Company Feedback

The following section summarises company feedback.  Our analysis is based on information provided directly to TalentScotland through Survey Monkey and a series of follow-up discussions conducted by members of the research team.

The analysis is based on 87
 responses to pre-recruitment and 100 responses to post-recruitment questionnaires.  The majority of feedback has come from life sciences and electronics – the original sectors targeted.  Some discussions have been completed with companies from financial services and energy; however, the numbers are insufficient to provide robust segmented data.

We will now summarise the feedback as follows:

· response profile

· job profile

· difficulties in attracting staff

· advertising profile

· benefits that TalentScotland brings

· current and future usage 

· areas for improvement

1.25 Response profile

Responses to pre and post surveys cover all segments of the community, with the majority coming from businesses (pre 84%, post 91%).  59% were from independent organisations.  Electronics organisations accounted for the highest proportion of pre-recruitment responses (49%) where life sciences account for majority of post-recruitment (52%). 

The highest proportion of respondents was unable to identify a particular ‘business activity’ highlighting that they covered multiple sectors and that the questionnaire was restricted to the ‘main’ category.  It would be beneficial in future to adapt this to enable organisations to highlight a much broader range of business activities.  Where activities were cited, these were spread evenly across the majority of categories.

Organisations ranged in size from small (1-10) employees) to very large (500+ employees), with the highest proportion (37%) being categorised as 11-50.  Turnover was equally wide ranging from small (less than £0.5m) to large (greater than £10m).  Over 60% had a turnover of less than £2m.

The graphs overleaf show the employment and turnover profile.

Employment and Turnover Profile
Figure 6.1
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1.25.1 Awareness of TalentScotland
The majority of respondents (95%) were able to recall how they first heard about TalentScotland.  The highest proportion (28%) was through recommendation.  This is very important as it demonstrates how widely known and respected TalentScotland is.  Other modes included:

	· direct approach from TalentScotland
	15%

	· through local enterprise company
	12%

	· previous use on a personal capacity
	12%

	· web search
	 8%

	· through Scottish Development International
	8%


An interesting finding is the number of respondents that have used TalentScotland personally, ie to find a job, that are now using the website for recruitment purposes for their organisation.  This indicates the maturity of the site, and emphasises how satisfied users have been with the service.

1.26 Job profile

As a matter of course, those organisations that were using TalentScotland were advertising the majority of posts on the website.  In some cases, organisations had advertised over 10 posts, and one organisation had posted 73 jobs since signing up.  78% of respondents have advertised up to four jobs.  A key target for TalentScotland is the number of senior jobs posted.  From the information provided in the survey, a high proportion of jobs advertised fall into this category:

· senior engineer/scientist

· senior manager

· director/board member

In addition, over 50% have advertised for post doctoral level scientists (or similar in electronics).

From our analysis of the survey responses, approximately 25% of recruits were sourced through TalentScotland.  A further 20% were sourced from a recruitment agency and 18% through the company’s own website.

The majority of respondents (67%) were able to fill all jobs that they had advertised – although not necessarily through TalentScotland.  A further 28% were able to fill most roles through the initiative.  Over 82% of jobs advertised were new jobs, and 35% were replacement.  The high number of new posts demonstrates the importance of TalentScotland in supporting growth sectors.

Around 30% of respondents had previously tried to fill the posts before advertising on TalentScotland, and the majority 50% indicated that this had had an impact on technological progress.  40% also cited impact on sales and overall organisational efficiency.

1.27 Difficulties in attracting staff

The majority (65%) indicated that they had previously had some problems in recruiting the candidates they needed with a further 11% indicating problems.  Post-doctoral (50%) and senior scientists/engineers (45%) had caused the most difficulties.  Over 35% had problems with managerial position, with the majority finding it difficult to recruit people with the right mix of skills ie both technical and business expertise.

A wide variety of difficulties were cited:

	· recruitment took longer than expected
	49%

	· skills/experience not readily available in Scotland
	44%

	· low number of applicants
	41%

	· general quality of applicants poor
	34%


Issues around work permits/visas which was discussed during our interviews was highlighted by 12% of respondents.

Overall, TalentScotland was viewed as a way to reduce recruitment difficulties.  Respondents cited many reasons why they used TalentScotland, and these included:

	· wider recruitment pool
	68%

	· more reach into international markets
	28%

	· to access difficult to find skills and experience
	27%

	· to speed up recruitment cycle
	22%


1.28 Advertising profile

In the earlier review our discussions with some organisations indicated that they were only using TalentScotland to advertise jobs.  However, in this evaluation only four organisations were highlighting this.

Our discussions with respondents cited that TalentScotland was used as part of their recruitment strategy.  In general, the majority of respondents were placing ads on their own websites (>70%), other job websites eg S1 Jobs and Monster (>50%) while others were still using mo re traditional services like industry journals (>16%) and newspapers (>17%).  Company contacts including networking and word of mouth were also cited as extremely important with over 40% using this regularly.  

Around 40% were also using recruitment agencies or search firms, although these tended to be classed as expensive and used predominantly for senior positions.

The main themes throughout the advertising discussions were that businesses need to use a variety of resources, and they like to use as many free or cheap ones as possible.

Respondents provided a variety of reasons for using TalentScotland, the most frequently occurring were:

· responsive, easy to use and flexible, very effective

· good range of CVs and widens our recruitment pool/reach

· more reach into international markets

· provided additional visibility for our organisation

· free

· targeted service that few other free sources provide – able to attract the technical areas

· speeds up the process

Some specific quotes included:

“See them as first port of call.  Recruitment firms are too expensive and no better than TalentScotland.  We get a large number of CVs giving us more to choose from.”

“You get as good, if not better, level of applications on TalentScotland as any other recruitment website.”

The negative feedback received predominantly focused on two areas:

· too many CVs not suitable for the job ie lack of skills

· applicants not having the appropriate overseas work permit/visa prior to applying for the post

The first theme was viewed as annoying, but manageable, and tended to relate to all web-based recruitment, ie it’s easy just to post a non-targeted CV.  For the second theme, respondents suggested that where there is a prerequisite as part of an application, then a CV should not be able to be posted without having met the requirements.

1.29 Additional benefits of using TalentScotland
We have already highlighted a range of recruitment benefits from using TalentScotland.  However, respondents were able to point to a wider range of direct benefits to their organisations.  The most frequently cited included:

	· increased productivity
	72%

	· new skills/areas of expertise
	68%

	· ability to meet milestones
	67%

	· generation of new ideas
	56%

	· ability to increase commercialisation potential
	53%

	· wider background experience/knowledge base
	49%

	· increased profitability
	48%


All of the above benefits are extremely important in supporting business growth and development.  The support that TalentScotland brings is unlikely to impact on unregistered companies, ie the majority of companies (84%) indicated minimal competition (0-5%), and only one organisation cited over 50% local competition.

1.30 Current and future usage

In reviewing the pre recruitment questionnaire, the fact that despite 39% of respondents have not previously advertised jobs on TalentScotland, 37% of businesses have already recommended the website and the remaining would recommend in the future.  This is likely to be a direct result of their overall experience with TalentScotland as 96% have been either fairly or very satisfied.

These findings change slightly in the post recruitment questionnaire, such that three organisations would now not recommend TalentScotland and 2 were fairly dissatisfied with the outcome.  The main reason was that the job adverts did not have a prominent position on the website.  This reason was not widely reflected by other respondents.

1.31 Areas for improvement

Overall respondents were extremely happy with the services provided by TalentScotland and as a result very few were able to highlight areas for improvement.  The main improvements suggested included:

· automatic removal of jobs once deadline is passed

· issues around overseas applicants not having work permits/visa, despite a requirement in the advert – respondents suggested that these individuals should not be able to apply

· increased information for organisations on overseas qualifications ie like for like comparison  with UK

· advice for overseas users on what is expected on a CV as many were poorly constructed and difficult to understand– it was thought that this might help reduce the number of poor quality or irrelevant CVs

· job positions need widened, particularly to cover the expanding cross sectoral positions

· facility to search CVs to enable organisations to make direct approaches

The most frequently cited improvement was around the volume of applications.  Respondents want to decrease the number of irrelevant applicants and increase the number of multi-skilled applicants – predominately technical and business or sales experience.  It was suggested that an increase in targeted marketing would help with the latter. 

1.32 In summary

Overall TalentScotland has allowed registered organisations to tap into a wider recruitment pool which includes a high proportion of overseas applicants, and an excellent source of people who want to come to Scotland to live and work.  The majority of organisations (over 95%) were not using TalentScotland exclusively, preferring to use it as part of their recruitment strategy.  Respondents were keen to highlight that having this unbiased service free of charge was excellent, and that it was helping to keep their recruitment costs down – this was highlighted as very important for universities and smaller growing companies.

Impacts

1.33 Economic impact

Companies who have engaged with TalentScotland were asked to complete a post-recruitment questionnaire to establish the role TalentScotland had played in recruiting these individuals, and subsequent impact on their business.  This information has directly informed our economic impact calculations below.

1.33.1 Method

We have produced calculations for:

· gross impact on companies

· net impact for the Scottish economy

· gross value add (GVA) for the Scottish economy net of deadweight, displacement etc

Our work has been carried out in line with up to date Scottish Enterprise Economic Impact Assessment Guidance.  For clarity, the assumptions we have used to produce these figures are:

· leakage: we have assumed that there is likely to be minimal leakage resulting from the TalentScotland initiative because the target area/group are Scottish companies based in Scotland

· displacement: we have produced a range of values for displacement, using a ‘medium’ (50%) and a ‘high’ (75%) level of displacement.  These figures are based on the fact that a relatively high proportion (83-85% depending on the sector) of posts advertised through TalentScotland were filled by individuals already based in Scotland.  However, given Scotland’s ongoing challenges in retaining its talent, it is our view that the likely outputs and economic impact is likely to lie somewhere between these figures

· substitution: we have assumed there is likely to be minimal substitution on the basis that TalentScotland helps companies in key sectors to fill posts that they consistently report as difficult to fill

· deadweight: we have assigned a value of 25% for deadweight, which in line with SE guidance represents a low level of deadweight and attributes the majority of economic outcomes and benefits to TalentScotland.  This assumption is based on the likelihood that although some of the benefits delivered by TalentScotland would  have been realised had it not existed, it is helping Scottish companies to fill posts that they consistently report as difficult to fill and therefore the majority of attributed impacts would not have occurred without the intervention

Our approach used industry specific 2004 Scottish Executive Type II Multipliers for all industries, and industry specific GVA figures drawn from the 2005 ABI data for the energy, life sciences and electronics sectors.  Financial Services are not covered by ABI data, so we used industry specific GVA ratios drawn from the Strategy for the Financial Services in Scotland (2006).

Gross impact

52 companies indicated that they had filled posts directly through TalentScotland, accounting for a total of 101
 directly attributable jobs.  Of these, 22 companies described jobs as ‘crucial’ to the companies development, 18 were ‘highly important’ and 9 ‘important’.  It is also interesting to note that only 15-17% of recruits were individuals from outwith Scotland, indicating that TalentScotland is playing a significant role in helping Scotland to retain talent.

Gross Impacts
Table 7.1

	
	No. of companies who filled jobs through TalentScotland
	No. of jobs filled directly attributed to TalentScotland
	Posts filled through TalentScotland that companies list as:
	% of jobs filled by individuals who are not already based in Scotland

	
	
	
	Crucial
	Highly important
	useful
	

	Electronics
	26
	51
	12
	9
	5
	17%

	Life Sciences
	22
	43
	10
	8
	4
	17%

	Energy 
	3
	4
	-
	-
	-
	-

	Financial Services
	1
	3
	-
	1
	-
	15%

	Total
	52
	101
	22
	18
	9
	-


1.33.2 Net impact

We have moved from the gross to the net impact in line with Scottish Enterprise guidance.  The assumptions we have made are detailed above, and include accounting for:

· leakage

· displacement

· substitution

· industry specific Scottish Executive Type II multipliers

· deadweight

The table below indicates the net impact on the Scottish economy attributable to TalentScotland.  The range of figures indicates that the attributable net impact identified by respondents to the post-recruitment survey is between 30-61 jobs.  It is important to recognise that this figure is only based on the impact identified by those who directly responded to the post-recruitment survey, and makes no attempt to incorporate the potential impact on those who have not responded to the survey.  It therefore is likely to represent that absolute minimum net impact attributable to TalentScotland.

Net Impact
Table 7.2

	
	Net impact (jobs)

	Displacement assumed to be 50%
	61

	Displacement assumed to be 75%
	30


1.33.3 Net GVA impact

We have used the net impact figures to calculate the directly attributed net GVA for TalentScotland.  In line with our approach to calculating the net impact figures above, we have produced a range of net GVA figures to account for the possible displacement range.  

The net GVA figures were developed using GVA ratios drawn from the 2005 Annual Business Inquiry data, with the exception of financial services which is not covered by the ABI.  We have instead used GVA ratios from the Strategy for the Financial Services in Scotland (2006).  As can be seen from the table below, the directly attributable net GVA impact delivered by TalentScotland is likely to lie between £1,273,665 and £2,547,330.

Again, it is important to recognise that this figure is only based on the impact identified by those who directly responded to the post-recruitment survey, and makes no attempt to incorporate the potential impact on those who have not responded to the survey.  It therefore is likely to represent that absolute minimum net GVA attributable to TalentScotland.

Net GVA
Table 7.3

	
	Net GVA (£)

	Displacement assumed to be 50%
	£1,273,665

	Displacement assumed to be 75%
	£2,547,330


Conclusions and Recommendations

1.34 Market Failure/theory of change

The importance and impact of population trends and current and future skills supply on economic growth are well established.  Talent attraction and retention increases the flow of diversity, creativity, innovation and entrepreneurship – all increasingly important drivers of economic growth.  Reflecting this, competition for internationally mobile talent – particularly in key high growth sectors – has never been greater.  It is only likely to increase.  

Scotland continues to under-perform in terms of attracting and retaining internationally mobile talent with the appropriate skills and experience required by businesses in the key sectors covered by the TalentScotland initiative.  The result is that the high growth potential of companies in these valuable sectors is limited, and international competitiveness is undermined both to the detriment of their development and growth and competitiveness of the Scottish economy.  

Research indicates that there are two key information asymmetries that are limiting Scotland’s appeal as a career destination:

· perception that there are limited career opportunities in these sectors in Scotland, with potential talent unaware of its attributes as a modern, advanced economy – particularly in relation to key sectors

· perception that Scotland does not offer a quality of life comparable to that of our competitors, that fails to recognise our outstanding, vibrant place attributes 

As a result, there is a widely held perception that Scotland is high risk as a career destination.  The private sector may challenge a single individual and persuade them that these barriers can be overcome; however, it is unlikely to be inclined or commit the resources to address information asymmetries at the wider market level.  The objective of TalentScotland is therefore to re-brand Scotland as a career destination in such a way that it addresses the market failure and increases the supply of talent to our businesses.

TalentScotland is a long-term approach that addresses this market failure by increasing the flow of information and that matches supply to demand for high value labour.  In doing so, it increases the supply of individuals with the skills and experience required by businesses, enabling them to grow and become more competitive, ultimately benefiting Scotland’s economy.  To do this, the TalentScotland initiative has created an infrastructure that:

· challenges a lack of information about career opportunities amongst the target group by raising the profile of Scotland’s success 

· provides information on the rich quality of life in Scotland

· links international talent with career opportunities in Scotland

It is therefore likely that TalentScotland is engaging internationally mobile talent at three progressive stages:

· interest (attitudes): building awareness of Scotland’s strength in the key industries, and career and lifestyle opportunities
· desire (behaviours): changing perceptions of Scotland as a career destination, encouraging individuals from the target groups to actively seek opportunities to further their career in Scotland
· action (outcomes): linking individuals directly to career opportunities to enable them to develop their career in Scotland

The TalentScotland infrastructure should therefore be increasing Scotland’s ability to compete for internationally mobile talent, and creating a pipeline of individuals with the necessary skills and experience who:

· have a more positive attitude to progressing their career in Scotland, but have not yet actively sought a job here/are yet to find the correct opportunity

· desire to progress their career in Scotland, and are actively seeking to do so

· have moved to or remain - and are progressing their career – in Scotland

In evaluating the programme, we considered:

· are these market failures still valid?

· have they changed?

· has TalentScotland made any discernable progress in reducing or removing the market failure?
The company perspective

Put simply, Scottish companies in the key sectors covered by TalentScotland face severe and increasing competition in terms of attracting the talent that they require to realise their potential and maximise their competitiveness.  The evidence presented in this evaluation suggests that this is a result of an information asymmetry – namely that potential recruits in these key sectors are not aware of the career opportunities and quality of life available in Scotland.  Challenging these perceptions across the global talent pool is beyond the means of any individual company.  TalentScotland therefore represents an efficient infrastructure that enables companies within Scotland to communicate directly with the international talent pool to overcome the information asymmetry.  
The responses from companies and users make clear what TalentScotland does in addressing the market failures in terms of:

· addressing the information asymmetries that are limiting Scotland’s appeal as a career destination

· creating an infrastructure to link supply to demand

It is valuable to ask whether, from the experience of running the TalentScotland initiative, SE has learned more about the nature of the market failure and, therefore, whether the programme design of operation should be modified in terms of:

· purpose – why?

· process – how?

· content – what?

· delivery – what?

An initial focus for this discussion should consider the strategic rationale for TalentScotland: namely, has global competition for internationally mobile talent decreased?  The evidence suggests that it is in fact accelerating.  Hence it is reasonable to assume that the market failure that TalentScotland was designed to tackle continues to increase at a faster rate.  
1.35 Recommendations
The following recommendations are based on overall findings from stakeholder, surveys – companies and users.

1.35.1 Greater visibility is required

The strengths, benefits and reason for existing of TalentScotland are not entirely clear with partner organisations – including Scottish Enterprise.  This is a particularly dangerous position to be in as to be of greatest benefit, TalentScotland must be constantly promoted to businesses ‘out in the field’.  The other issue with this is that if TalentScotland is not well known, then by default it becomes ‘low value’ within an organisation that demands significant added value from products.

An ongoing series of promotional meetings/presentations/articles tailored to specific sectors should be an ongoing item for TalentScotland moving forward.

1.35.2 Clear working relationships

Stakeholder were of the opinion that TalentScotland was expected to undertake a great deal of work that they are not resourced to do.  When working with a sector, clear parameters of what TalentScotland will do should be made apparent to stakeholders and partner bodies at the outset.

1.35.3 Recognise capacity for TalentScotland
The success of TalentScotland and the desire to attract skilled people into target sectors has led to TalentScotland trying to do too much.  TalentScotland may now be diluting the impact that they can have by spreading resources too thinly in an attempt to satisfy too large a market.  If further resource can be brought in then TalentScotland could potentially consider supporting another key sector.  If no additional resources are available then TalentScotland should consider whether they are able to support the number of sectors that they are currently working with.

1.35.4 Financial Services Sector

This is a sector that is a success story and is very important to the Scottish economy – it also has many high-skill recruitment issues to deal with.  With this in mind, it is understandable why financial services was ‘taken on’ by TalentScotland.  However, personnel and other issues within the sector allied to the sheer volume of work needing to be done, has made this the least rewarding sector that TalentScotland has worked with.  The three main issues are:

· there is not enough visibility for TalentScotland – either in the companies, or in the support organisations
· TalentScotland may not be in tune with the sector and how it operates
· the sector expects more resource and a wider form of support than TalentScotland is able to offer 

These issues all revolve around a higher level of resource being made available – and this is almost certainly not going to happen.  It is too simplistic to say ‘not working, lets move on’ but the conversation should certainly be had within Scottish Enterprise of whether TalentScotland should continue to try and support the Financial Services sector. 

1.35.5 Scottish Government

There are strong operational and strategic links between TalentScotland and the Fresh Talent Initiative within the Scottish Government.  However, the question was rightly raised that duplication may exist and this should be addressed before too many ask this same question and decide upon their own answer.  TalentScotland should raise this with their Scottish Government counterparts and consider the options that are available for closer links/merger and what the best route forward is for the future.  If change is required then action should be taken – if not then by doing this, the question can be answered quickly and in an informed and detailed way.  The key discussion points should consider the following options:

· bring TalentScotland and the Fresh Talent Initiative together

· bring the relevant websites together

· have generic branding

· continue as at present

The recommendation is that this should be considered in the short term. 

1.35.6 Some suggested indicators to monitor

In the majority of areas, TalentScotland has either met or exceeded its targets; this is an excellent achievement given the impact that developing financial services has had on staff time.  It will be important in the future to review and update the evaluation and monitoring framework to reflect the achievement to date as well as assign new indicator to align with the outputs from the updated user and company surveys.  Suggested indicators would be:

· characteristics of users – this needs to be further subdivide to allow for monitoring, for example:

· sectoral registration

· origin of registrant

· level of experience

· companies reporting less difficulty in recruiting – as this may not change in percentage, it will be important to capture the impact that TalentScotland is having, for example:

· time to recruit – TalentScotland should help to decrease this

· range of skill available – TalentScotland should help to bring a wider range of skills by allowing companies to tap into a resource fo over 60,000 registered users 

· skills not available in Scotland – TalentScotland should bring in a wider recruitment pool through tapping into overseas markets – mix of current registrants and new users

1.35.7 TalentScotland should continue

TalentScotland is not viewed as a quick fix and can be assessed as making progress in addressing market failure; however, Scotland continues to under-perform in terms of attracting and retaining internationally mobile talent with the appropriate skills and experience required by businesses in the key sectors covered by the TalentScotland initiative.
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� The repeat visits to site is becoming more difficult to monitor accurately as more people are deleting cookies and this is the key mode of measuring frequency


� This figure is likely to continue to reduce as new registrant marketing activity is focussed completely on international markets ie non Scotland-based registrants


� For the purpose of analysis, ITIs have been separated to three separate responses as they cover different sectors which have different recruitment skills requirements, barriers, etc.


� Our questionnaire asked companies to indicate the number of jobs filled through TalentScotland up to 9, with a final category for ‘10+’.  For the purposes of this analysis we have assumed that this resulted in 10 jobs to avoid overestimating impact.  It should therefore be recognised that this figure represents the minimum jobs attributed to TalentScotland by companies who responded to the survey.





