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1. Introduction

TERC were requested by SE Tayside to undertake an analysis of labour supply and demand issues in Tayside’s food and drink manufacturing sector. This was in response to anecdotal evidence of recruitment problems in the sector locally. This report provides an analysis of the research undertaken and recommendations on how some of the human resource problems faced by food and drink manufacturers in Tayside may be addressed. 

1.1 Background

There has been emerging anecdotal evidence of recruitment problems in the sector locally and the current research is designed to assess the extent of recruitment and retention problems and provide potential solutions to those problems by identifying effective recruitment strategies for businesses. The potential solutions cover alternatives relating to recruitment in the local labour market, in the wider Scottish market and from overseas.

The food and drink sector in the UK and Tayside has traditionally been fairly stable in terms of employment growth. There is increasing evidence, however, of emerging skill shortages and hard-to-fill vacancies.

UK level recruitment and vacancy trends and perceptions include:

· one in five employers report current vacancies. 
· One quarter of vacancies reported are regarded as hard-to-fill; 
· over 90% of hard-to-fill vacancies fall within production occupations;
· approximately one-fifth of employers have recruited school leavers over the past 12 months.

One reason given for hard-to-fill vacancies is a perceived lack of applicants with the required skills and qualifications. A number of employers have noted that as schools are encouraging a higher proportion of young people to remain in education, they are forced to recruit from a smaller pool of young people. They are also finding that a higher proportion of these youngsters are not employable. In addition, the young people remaining at and achieving qualifications at school are likely to have their expectations raised to the extent that they might not consider the food and drink sector as a desirable option. The position and reputation of the company locally is regarded as an important recruitment factor, as is the level of wage competition in the local labour market. In some parts of the food and drink sector, particularly among SMEs, pay levels are considered lower than the non-food manufacturing sector average. This is linked to higher levels of part-time employment and casual labour. The nature and operational structure of food manufacturing affects potential recruitment. The sector tends to have a rather poor image among potential employees, linked in part to the perception that a number of production areas can be unpleasant to work in.

Ease of recruitment tends to be affected by the level of unemployment locally.  As food jobs are often considered to be among the least popular jobs available, low levels of unemployment intensify recruitment difficulties.

Research suggests that there is evidence of informal barriers affecting employment levels of both young people and older workers in the food and drink sector. These include:

· Unsociable Hours and Working Environment

· Intimidating Working Environment

· Pay and Career Opportunities

· Perceptions of Recruiting Under-18s

· Ageing Workforce

1.2 Tayside’s Food & Drink Manufacturing Sector

The problems faced by UK food & drink manufacturing are similar to those faced by a number of other production sectors. Critically, intense competition from low-cost overseas competitors coupled with relatively strong Sterling has increasingly forced UK food retailers to source product abroad. Other factors such as BSE and the foot-and-mouth outbreak have also helped to restrict growth.

Food & drink employs around 17% of Scotland’s manufacturing workforce and generates £7.3 billion of sales (including whisky). The Scottish food and drink strategy is based on the development of a food and drink cluster with concentration of effort in key markets and high value-added products. This is based on Scotland’s existing strengths in the quality of raw materials and brand image as well as the development of strengths in areas such as food technology, workforce skills, customer service and food safety. If Tayside manufacturers are able to change the way they operate there is scope to meet the strategy’s annual growth target of 9% in value-added by 2010.
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Figure 1 shows that output in the sector fell across Tayside over the 1998-2001 period in line with the wider Scottish and UK pattern. Within Tayside, we expect Perth & Kinross to fair marginally better than the other local authority areas. This is largely as a result of both confirmed and potential expansion in chicken-processing activities in the area. The recent experience in Angus, with the closure of Esk Frozen Foods, highlights the problems faced by the sector locally. The closure of this one key producer has had a significant knock-on effect throughout the local economy, and on direct suppliers in particular.
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Employment in the UK food & drink sector is expected to continue the long-term downward trend experienced over the past 30 years. This is primarily a result of productivity gains. We expect employment levels in Tayside to remain stable over the next few years. In the short-term forecasts suggest a decline in both Angus and Dundee and an increase in Perth & Kinross. In the medium-term, however, there is potential for an upturn in employment dependent on the success of the cluster development strategy.
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Figure 3 illustrates relative productivity (GVA per employee) across Tayside. In 2001 Angus demonstrated the best productivity at over £35,000 compared with £21.000 in Dundee and £23,000 in Perth & Kinross. Growth projections indicate that Perth & Kinross will narrow the gap on Angus, while Dundee fails to do so. These compare with GVA per employee of £34,000 across Scotland and £39,000 for the UK. It should be noted, however, that these figures are not directly comparable as they also include Tobacco Products.

Some recent developments in the food and drink manufacturing sector:

· Esk Frozen Foods, the food processing firm based in Montrose, went into receivership and was subsequently liquidated with the loss of around 150 jobs. The firm blamed increased competition due to the globalisation of food markets. 

· R R Spink & Sons (now part of Scot Trout Ltd.) announced the creation of a number of new jobs with plans to restart production of the Arbroath Smokie and build a new production facility at their base in Kirkton Industrial Estate, Arbroath.

· Highland Spring, based in Blackford, Perth & Kinross, expands with a 25% increase in staffing (to 140) and an extension to the existing plant on the back of a supply contract with retailer Tesco.

· Waverley Vintners the Perth based drinks company announced closure plans with the loss of 75 jobs. Staff have been offered alternative employment within the Waverley Group at their premises in Livingston or Newcastle.

· Wallace Foods, the Dundee pie-maker, part of McIntosh of Dyce, closed in with the loss of a total of 40 staff after going into receivership in early 2002.

· Grampian Country Foods have expanded their existing poultry-processing unit in Coupar Angus with a significant increase in employment.

· The Angus poultry specialist, Joseph Mitchell (Letham) Ltd., has also recently applied for planning permission to extend their operations at Letham.

· Patak's, the Indian food manufacturer, closed their Brechin factory with the loss of 50 jobs. The company blamed “economic and logistical” factors.

· MacKays of Carnoustie have developed a specialist packing and distribution facility in Arbroath with the creation of between 50 and 80 jobs. The company recently celebrated breaking the £1m mark in export sales for the first time this year.

· Taypack Potatoes, based in Inchture, Perth & Kinross, have announced plans to increase their workforce by 40% to 200.

· Simon Howie Foods has started construction of a new building that will double the capacity of the specialist meat processing facility at Dunning.

In the UK generally, widespread skill shortages have been reported, particularly among the more highly skilled positions such as skilled butchers and bakers. These problems leads to increased operating costs, difficulties in meeting customer needs and problems introducing new working practices. In hi-tech/ capital intensive food producers’ skill requirements tend to be engineering/ IT based, whereas labour-intensive producers are more interested in basic skills among operatives and technical/ practical skills among skilled occupations. There is little specific information on the skills issues relevant to Tayside, although the new Futureskills Scotland survey has produced sector specific results that indicate relatively high levels of hard-to-fill vacancies in the sector.

At more advanced occupations the number of food-related graduates is declining across Scotland. In addition, the sector is perceived as unfashionable among other highly qualified graduates. There, does, however, appear to be a lack of demand for those qualified and experienced in modern management practices – identified as a weakness among many traditional food and drink manufacturers.

Tayside and Scotland enjoy labour cost advantages over England and this provides a competitive advantage. As long as costs of living remain relatively low also, this should not have a significant impact in terms of a “brain-drain”.

Tayside’s food and drink manufacturing exports (excluding whisky) fell by 3.6% between 1999 and 2000, compared with a 0.6% decline for Scotland as a whole (see Table 1). This compares with an overall increase of 8.6% in Tayside manufactured exports in the same period. With the inclusion of Whisky exports, however, both Tayside (6.2%) and Scotland (6.5%) experienced an increase in food and drink exports. The 2001 value of Tayside’s (non-whisky) food and drink exports (unpublished data) was £15.3m.

Table 1 Tayside Food & Drink Exports

	Sector
	1999 (£’000)
	2000(£’000)
	Growth (1999-2000)

	
	Tayside
	Scotland
	Tayside
	Scotland
	Tayside
	Scotland

	Food & Drink 

(exc. Whisky)
	12,662
	401,800
	12,212
	404,400
	-3.6%
	0.6%

	Whisky


	18,700
	2,001,600
	21,100
	2,156,300
	12.8%
	7.7%

	Total


	31,362
	2,403,400
	33,312
	2,560,700
	6.2%
	6.5%


Source: SCDI/SDI

1.3 Labour Demand & Supply Context

According to The Scottish Labour Market 2002, Futureskills Scotland low skilled occupations declined by 12.9% between 1994 and 2001, equivalent to 18,000 fewer employees across Scotland. There remains, however, a clear demand for unskilled labour among food and drink manufacturers in Tayside.

Many of these businesses are located in small towns in rural areas and represent the main source of employment for local people, particularly given the decline in other rural employment opportunities such as agriculture and poor performance in tourism in recent years.

The Institute of Employment Research/ Cambridge Econometrics forecasts suggest that Elementary Trades/ Plant/ Machinery occupations will contract by 4,000 across Scotland between 2001 and 2006. The replacement demand in this occupational group, however, is 43,000 leaving a net requirement of 39,000 employees.

This net requirement is present at a time when Scotland’s employee base is ageing and the net inflow of 16-19 year olds entering the jobs market is contracting. The situation in Tayside is compounded by the fact that there has been a steady population decline in Tayside over the past 20 years.

On average the proportion of the working age population over 50 in Scotland is 40.1%. The equivalent figure for Tayside is 47.2% indicating that the region is relatively more prone to problems potentially arising from an ageing workforce.

At the Scottish level food and drink manufacture is one of the sectors with the highest number of job vacancies (2,300) and vacancies as a % of employees (4.4%). Of these vacancies 36% are defined as hard-to-fill (Skills in Scotland 2002, Futureskills Scotland).

2. Study Aims & Objectives

The aim of this study is to produce recommended actions designed to assist food and drink manufacturing companies in Tayside to overcome staff recruitment and retention problems.

Specifically, the objectives of the study are as follows:

1. To evaluate the extent of recruitment and retention issues among Tayside food and drink manufacturers, particularly those operating in rural areas

2. To determine the nature and extent of skill shortages and hard-to-fill vacancies within the Tayside food and drink sector

3. To evaluate the impact of these skill shortages on food and drink business performance 

4. To identify the existence of market failure issues and assess the rationale for public sector intervention to address the skill shortages

5. To examine potential sources of suitable labour, to meet demand by the Tayside food and drink sector, in both local and overseas markets

6. To consider the legal, institutional, cultural, financial and infrastructure implications of alternative recruitment and retention policies

7. To recommend cost-effective, integrated, solutions to the recruitment and retention problems in the sector

3. Study Methodology

The main research vehicle used in the study involved a series of face-to-face interviews with Tayside food and drink businesses. The SE Tayside Food & Drink Team provided TERC with a list of 17 food and drink manufacturers in the area. TERC contacted the General Manager/ Managing Director of these companies. 

We successfully arranged and held interviews with 13 of the 17 companies. Interviews were held December 2002 and January 2003 (the list of participating businesses is included as Appendix 1).

The interviews, all conducted by the Director of TERC, involved a semi-structured process which elicited information on:

1. Workforce profile (e.g. numbers, age, gender, skills, pay rates etc.)

2. Recruitment and retention issues (e.g. turnover, absenteeism)

3. Solutions/ Potential Solutions (e.g. transport, bonus schemes, agency recruitment)

The recruitment difficulties in the food and drink sector are likely to be a result of a variety of factors. In some cases, recruitment problems may be overcome by policies designed to make employment opportunities in the sector more attractive to, for example, young people who live locally. In circumstances where a pool of suitable local labour is not available then recruitment initiatives may need to be extended across a wider geographical area. This could involve recruitment from other areas in Scotland, throughout the UK or overseas.

The research methodology examines the options open to Tayside food and drink businesses in three categories defined, on a geographical basis, as follows:

Local Recruitment Initiatives –
aimed at the local travel-to-work-area population

Travel-time Recruitment Initiatives -
aimed at areas within a 2-hour travel-time but beyond the local travel-to-work-area

Relocation Recruitment Initiatives -
aimed at areas beyond a 2-hour travel time, in the UK and overseas (predominantly within the EU and CECC, Central European Candidate Countries), which will involve the relocation of recruits to the local area, either permanently or temporarily.

The labour market analysis will, therefore, be based on the identification of recruitment opportunities in each of the three “recruitment geographies” as well as an outline of the additional infrastructure requirements required for each recruitment geography. In order to focus the analysis on recruitment geographies likely to provide greatest potential the relocation recruitment geography covers the EU Member States and the CECC (e.g. Bulgaria, Czech Republic and Poland)

The labour market analysis is based on the identification of recruitment opportunities in each of the three “recruitment geographies”. Profiles of labour market geographies are based on use of a series of indicators. The two key indicators used are:

· Unemployment levels and rates (to ward level)

· Average earnings

Supplementary factors examined include:

· Economically active

· Economically inactive (including reasons)

· Age and gender profiles of unemployed

· Labour force qualifications and skills

· School-leaver destinations and qualifications

· Average state unemployment benefit

· Food and Drink Manufacturing employment

· Vacancies in Operative Occupations

· English language education

It should be noted that for the local and travel-time recruitment geographies (i.e. within Scotland/ UK) all of these indicators, as well as additional useful data, will be available from official sources. In attempting to profile local labour market conditions in EU and Central European Candidate Countries, however, the same data is not available. We have made best use of the available data in order to highlight those regions in which recruitment may be most effective – based on key factors such as unemployment rates and average earnings, for example. Once we have identified the desired profile of recruits in the food and drink sector we can then attempt to match those profiles with the profiles of available labour in the three recruitment geography types.

For each recruitment geography the infrastructure requirements (e.g. housing, transportation) legal requirements (e.g. work permits) and cultural barriers (language etc.) are likely to differ significantly. Alongside each recruitment geography profiled we will outline the generic infrastructure (and other) implications of a recruitment initiative.

The basic approach to addressing the research questions is presented in the Chart below.

Chart 1 Research Method

[image: image5.wmf]0.0%

1.0%

2.0%

3.0%

4.0%

5.0%

6.0%

7.0%

Tulloch

South Inch

North Inch

South Letham

Ericht

West Kinross

North Muirton

East Kinross

North Letham

Lunan Valley

East Strathearn

Orchil

Gowrie

West Strathearn

Alyth

Dunsinnan

Craigrossie

Craigie

Cupar Angus

Kinnoull

Dunkeld

Carse of Gowrie

Dunearn

Almond Valley

Tullylumb

Aberfeldy

Rannoch and Atholl

Scone

Burghmuir

Pitlochry


[image: image6.wmf]Figure 2 Food & Drink Employment in 

Tayside 1996-2006 (FTEs)

0.000

0.500

1.000

1.500

2.000

2.500

3.000

3.500

FTEs ('000s)

Angus

Dundee

P&K

Tayside


[image: image7.wmf]0.0%

2.0%

4.0%

6.0%

8.0%

10.0%

12.0%

14.0%

16.0%

18.0%

Hilltown

Coldside

Longhaugh

Trottick

Caird

Baxter Park

St Mary'S

Maryfield

Menzieshill

Whitfield

St Ninians

Clepington

Pitalpin

Logie

Craigie Bank

West Ferry

Fairmuir

Ancrum

Downfield

Eastern

[image: image8.wmf]Figure 1 Food & Drink Output in 

Tayside 1996-2006 (GVA, £m 1995 prices)

0.0

20.0

40.0

60.0

80.0

100.0

120.0

£m

Angus

Dundee

P&K

Tayside


[image: image9.wmf]Figure 3 Food & Drink Productivity in 

Tayside, 2001

0.000

5.000

10.000

15.000

20.000

25.000

30.000

35.000

40.000

Angus

Dundee

P&K

Tayside

£'000s

[image: image10.wmf]0.0%

1.0%

2.0%

3.0%

4.0%

5.0%

6.0%

7.0%

Tulloch

South Inch

North Inch

South Letham

Ericht

West Kinross

North Muirton

East Kinross

North Letham

Lunan Valley

East Strathearn

Orchil

Gowrie

West Strathearn

Alyth

Dunsinnan

Craigrossie

Craigie

Cupar Angus

Kinnoull

Dunkeld

Carse of Gowrie

Dunearn

Almond Valley

Tullylumb

Aberfeldy

Rannoch and Atholl

Scone

Burghmuir

Pitlochry

[image: image11.emf]0.0%


2.0%


4.0%


6.0%


8.0%


10.0%


12.0%


Monifieth East


Westfield and Dean


Monifieth West


Carnoustie East


Eastern Glens


Arbirlot and Hospitalfield


Western Glens


Brechin North


Dunnichen


Sidlaw


Lunan


Forfar Central and Lemno


Langlands


Kirriemuir


Hillside


Carnoustie West


Timmergreens and Elms


Colliston and Hayshead


Montrose North


Marywell and Cliffburn


Brechin South


Brothock


Montrose South


Harbour




0.0%

2.0%

4.0%

6.0%

8.0%

10.0%

12.0%

Monifieth East

Westfield and Dean

Monifieth West Carnoustie East Eastern Glens Arbirlot and Hospitalfield Western Glens Brechin North Dunnichen

Sidlaw

Lunan Forfar Central and Lemno Langlands

Kirriemuir

Hillside Carnoustie West Timmergreens and Elms Colliston and Hayshead Montrose North Marywell and Cliffburn Brechin South

Brothock

Montrose South

Harbour



4. Analysis of the Employer Survey Results

4.1 Workforce Profile

Size of Workforce

In order to avoid the identification of individual businesses that have taken part in the current research exercise we use aggregated data. The 13 companies participating in the interviews have a total permanent workforce of 1,856. This can rise at particular times of the year as temporary staff are recruited to cope with seasonal fluctuations in demand. Of the total of 1,856 employees 1,454 (78.3%) are defined as operatives.

Nature of Employment & Seasonality

The majority of employees tend to be on full-time permanent contracts with only a small proportion of the workforce employed on a part-time or temporary basis. 

On average 95% of employees in the sample of businesses are employed on a full-time basis. In some cases 100% of workers are full-time, at the other end of the spectrum the figure drops to 85%. 

Some businesses experience seasonal patterns of activity and will take on additional staff on a temporary basis. This may be in winter and/ or summer and may involve students (during the summer holidays) local agency staff or overseas workers such as back-packers.

Age & Gender Profile

Some companies have a relatively young, male dominated workforce, while others have an ageing workforce with an even gender balance.

On average 57% of the non-administration workforce, among the sample companies, is male - this ranges from virtually 100% to as low as 25%. The 57% average is slightly above the 54% overage for all industrial sectors in Scotland (The Scottish Labour Market 2002, Futureskills Scotland).

Across the sample the average age of employees is 32. In one business the average age is as low as 22 and in another is as high as 41. In general, businesses tend to have a spread of ages within the workforce with some under 20, some over 50 and the majority in between. 

In only two cases was an ageing workforce seen as a problem for the future, although a number of businesses reported problems in recruiting and retaining younger people. This was, in part, attributed to the increasing number of school-leavers entering full-time post-school education.

Skills & Qualifications Required

In general, operatives do not require any qualifications to get a job. Companies will put staff through the necessary Food Hygiene training as well as other induction-based training such as Health & Safety.

The key qualification for operative recruits is a willingness to work – many businesses have indicated that it is increasingly difficult to recruit such people – complaining of a general lack of work ethic particularly among young people.

Basic literacy and numeracy, reliability and honesty, and general standards of appearance were also mentioned by employers as important among recruits.

Some companies will put workers through the Fork Lift Driver training, while others expect recruits to possess the qualification already.

Pay and Employee Incentives

The average hourly rate of pay to general operative staff among the 13 sample businesses is £4.60 – 10% above the current national minimum wage of £4.20. Basic rates of pay range from £4.25 to £5.20 per hour.

While some businesses simply offer a set hourly rate of pay other businesses offer bonuses related to productivity, attendance

New recruits are sometimes paid at the £4.20 minimum wage rate for the first 12/ 13 weeks of work before moving on to the higher rates available. Staff under the age of 21 are often paid lower rates.

Work Patterns and Overtime

Work and shift patterns within the sample of businesses differ significantly. Some companies operate a single shift pattern (e.g. 8.00am – 5.00pm Monday –Friday) while others operate up to four different shifts in any 24-hour period. Some businesses regularly operate at weekends and this is built into employment contracts. Others, however, only work occasional weekends and offer overtime payments to staff.

Career Progression

In all businesses there is a tendency to try and promote from within as this offers an additional incentive for existing staff. Promotion to Team Leader can significantly increase average hourly earnings within some of the sample businesses e.g. +30%.

Origin of Employees

Existing employees tend to come from a mixture of the immediate town where the business is based and surrounding areas. For example a company based in Brechin would have about 50% of the workforce from Brechin itself, and the remainder from within a 15-20 mile radius (e.g. Arbroath, Montrose, south Aberdeenshire). Discussions with some businesses indicate that, while previously they may have recruited all staff from the immediate locality, increasingly they are expanding their recruitment efforts to cover a wider geographical area.

One employer has actively recruited staff from the west of Scotland. A number of employers already employ staff from EU countries (e.g. Portugal), Central European Candidate Countries (e.g. Czech Republic) and in some cases non-EU countries (e.g. Russia). Some employers also employ back-packers.

4.2 Recruitment & Retention Issues

While all business report recruitment and retention issues, the level of the problem differs markedly between companies.

All companies recognise that the image of the industry and the nature of operative work puts a lot of people off seeking work in the sector.

Staff Turnover/ Retention

Many companies have stated that they have a core of staff that stay with the company for a long period of time (possibly up to 20-30 years). The remaining 10-25% of employees, however, tend to cause significant problems in terms of absenteeism and retention for employers.

The key recruitment problem for most employers is in non-skill related hard-to-fill vacancies. For a relatively small number of vacancies, however, skill shortages exist. In particular there appears to be a shortage of skilled slaughtermen.

Estimated average staff turnover rates, among the sample of businesses, is 100% per year. This compares with the Tayside average of 20% across all sectors identified in the Futureskills Scotland 2002 Employers’ Skill Survey. In some cases staff turnover rates are as high as 200-300% a year.

A key problem is the fact that a high proportion of new staff recruits will leave their job after the first day or first week.

The benefits system is acting as a barrier to recruitment and productivity in the sector, and imposes a significant bureaucratic cost on businesses.

The relatively low pay available in the sector and the “unattractive” nature of the work that is often involved discourages those unemployed and on benefits to move into employment. This factor has been mentioned on a number of occasions by the businesses involved in the study.

The increased proportion of school-leavers going into post-school education is acting to restrict the supply of potential recruits into the food and drink manufacturing sector in Tayside.

A specific area of concern, highlighted by some respondents, is the role of family tax credit as a disincentive to over-time work among some workers.

The costs of recruitment in terms of advertising, holding interviews, induction and training on, in some cases a constant basis, are significant for the businesses.

The high rate of staff turnover in the sector imposes significant costs associated with the bureaucracy involved in the “form-filling” associated with staff leaving the businesses. This “red-tape” was often cited by employers as a serious problem, particularly when recruitment is via Jobcentreplus.

Some businesses state that they have effectively “exhausted the local labour market” and are actively looking at alternative recruitment strategies. Others have stated that at present they have no significant recruitment or retention problems.

There is a widespread disaffection with Jobcentreplus as a source of recruits. The majority of businesses cited cases such as 

· “60% of those invited to interview don’t turn up”

· “a lot of people we see from the Job Centres are just going through the motions”

· “we’ve found them (the Job Centres) a waste of time”

· “some people (recruited via the Job Centre) are working a scam and leave within a week without signing-off”

The case of the Dundee Employment & Aftercare Project has been identified as a particularly successful model, which could be adopted in other areas and by other employers. This project was used by one Dundee based employer and they were extremely positive about the results. In particular it was felt that the Project had helped to reduce turnover and absenteeism and had, therefore, reduced costs of recruitment for the business. Details of the Dundee Employment & Aftercare Project are provided in Appendix 4.

Absenteeism

While some of the businesses indicated that absenteeism was not a significant problem others indicated that they had serious problems. Absenteeism is seen as a particular problem with younger employees and is more pronounced in businesses with shift patterns. Some companies have managed to deal with the problem via a penalty system linked to bonuses and others via an attendance allowance. Some have taken the view that such bonuses are not the best approach and disciplinary procedures take precedence.

4.3 Existing Recruitment Policies

While some companies have adopted a range of alternative recruitment policies others have, thus far, only adopted local recruitment methods. Among all employers there is a clear desire to recruit locally before having to look at alternative options. There was a strong feeling of “social responsibility” to recruit locally whenever possible. There were, however, a number of cases where recruitment plans were looking further afield in Tayside, Scotland and overseas. In these cases it was evident that recruitment, retention and absenteeism problems had forced employers to take action.

Local Recruitment

All companies still recruit locally. The main forms of recruitment are “word-of-mouth”, advertising in local newspapers and through Jobcentreplus.

Some companies indicate that they have virtually exhausted the local labour market (for operatives) while others are content that the local labour market can fill their recruitment requirements, at least in the short-term.

In particular the supply of “employable” young people has effectively dried up for a number of employers.

Businesses are tending to widen their recruitment target areas. For example, while a business in Brechin may previously have been able to recruit staff from the immediate Brechin/ Montrose/ Kirriemuir area they are now actively recruiting from Arbroath. This tendency is common amongst the sample of businesses.

In order to promote this wider local recruitment area some of the businesses have considered putting on transport for staff when public transport is unavailable. While a few have implemented this others have been put off by the costs involved.

Non-local Recruitment 

One business in the sample has actively recruited from an area of high unemployment in the West of Scotland via an agent. This has worked reasonably well with a number being taken on permanently, but due to the higher costs involved is not seen as a long-term solution.

In order to be able to attract staff from further afield (e.g. Glasgow, Renfrewshire), and compensate them for the travel time every day wages well above minimum levels need to be paid. Based on current wage rates this option will not, therefore, be open to a number of the sample employers.

The other businesses indicate that transporting people in from other parts of Scotland is seen as too costly and, in some cases, may cause friction with the existing workforce.

For those businesses that work with “Just-In-Time” based systems (e.g. perishable food products/ large food retailers) the option of transporting people from further afield is also not practical as transport delays for staff are then likely to have a significant impact on the business (e.g. missed deadlines and subsequent loss of orders).

The notion of transporting people from other parts of Scotland, however, is one that a number of businesses would consider as long as transport costs could be reduced.

Overseas Recruitment

A number of companies in our sample have already actively recruited, via an agency, from other EU countries. Using agencies to recruit from other EU countries is seen by some only as a short-term option as it is seen as too expensive in the long-term. Staff attracted from other EU/ CECC countries have generally proved to be willing and productive, with good time-keeping and attendance levels.

Some companies have recruited from non-EU countries and others have employed asylum seekers. Some companies have employed back-packers and others are considering doing so after being approached by a recruitment agent. Other companies have not had any experience from recruiting from overseas and do not see any immediate requirement to do so, although they are not unwilling to consider the option in future.

Some businesses are highly unionised, while others are not. This may have implications for future recruitment options available to businesses. For example, some unions and/ or the workforce generally may not be keen to see migrant workers moving into the plant. In businesses where the workforce and unions are fully aware of the recruitment problems faced by the businesses the need to recruit overseas/ migrant workers is, however, generally accepted. 

Some of the businesses sampled in the research have access to accommodation that they can rent out to migrant workers. Others have employed overseas staff that have stayed on camp-sites. Other businesses have employed migrant workers via a recruitment agent that arranges the accommodation for staff. It is clear, however, that the recruitment of migrant workers requires an adequate supply of accommodation in the local area.

In the recruitment of foreign workers a key requirement is English-language competence so that critical instructions (e.g. Health & Safety procedures) are understood.

There is some evidence from Tayside and other cases in the UK that certain recruitment policies can cause unrest in the workplace and may be opposed by trade unions. This could relate to recruitment from other parts of Scotland (e.g. West coast) as easily as recruiting from England, Portugal or the Czech Republic. In some businesses it is felt that active recruitment of staff from out-with Scotland could create significant industrial relations problems and they would consider it only as a last resort. All other local and Scotland-wide solutions should be exhausted first.

The Futureskills Scotland survey highlights the extent of overseas recruiting in Scotland. 7% of the business establishments in the survey have actively recruited from overseas. This type of recruitment is more common the larger the business and is concentrated in only a few sectors – 83% of all establishments that actively recruited from overseas were in just seven sectors – these did not include food and drink manufacturing.

Potential Solutions to Non-Skill Related Recruitment Problems

The Futureskills Scotland Employers’ Survey 2002 indicates that the most popular actions designed to overcome recruitment difficulties, that are non-skill shortage related, include:

· Offer higher pay or more financial incentives than normal (17%)

· Change the job spec by giving some of the tasks to other staff (16%)

· Use more extensive range of recruitment channels than normal (16%)

· Consider a wider range of applicants (15%)

The most frequently cited response in the Futureskills Scotland survey, however, was that no action had been taken to date (30%).

Other solutions identified in the Futureskills Scotland survey include:

· Offer enhanced terms and conditions

· Spend more on recruitment or use more expensive methods

· Build links with colleges/ universities

· Hire part-time or contract staff

· Offer training to less well-qualified recruits

· Recruit staff from overseas

· More advertising

· Retrain existing staff

· Automate some of the tasks

It is clear from our survey of local employers that a range of actions have been taken to try and address problems of recruitment, retention and absenteeism. In particular it appears the following options have proved popular:

· Consider a wider range of applicants (in a geographical sense)

· Offer higher pay or more financial incentives than normal (e.g. bonus schemes)

· Spend more on recruitment or use more expensive methods (e.g. higher rates to recruit via agencies)

· Recruit staff from overseas (e.g. EU, CECC, back-packers)

· Automate some of the tasks (e.g. future business expansion will be based on automated processes)

· Hire part-time or temporary contract/ agency staff

5. Locational Analysis of the Supply of Potential Workers

As discussed in the methodology section of this report we have identified three alternative recruitment geographies (local, 2-hour drive-time and relocation). In this section we utilise official statistical sources to identify the supply of potential recruits for Tayside’s food and drink manufacturers in each of these geographical recruitment categories.

5.1 Local Recruitment Area

Unemployment

The local recruitment geography cannot be specifically defined because it is likely to differ between employers in the region. A useful indicator, however, are the official TTWAs (Travel-To-Work-Areas) relevant to Tayside.

Table 2 shows the most recent levels of claimant count unemployment in Tayside’s TTWAs. These figures permit analysis of both the comparative rates and the absolute numbers of unemployed people in a travel-to-work-area. The data is also available broken down by gender although this is not presented here.

Table 2 Claimant Count Unemployment in Tayside TTWAs

	
	
	Brech & Mont
	Crieff
	Dundee
	Forfar
	Perth
	Pitlochry

	People
	2001
	Level
	Rate
	Level
	Rate
	Level
	Rate
	Level
	Rate
	Level
	Rate
	Level
	Rate

	
	December
	755
	
	4.1
	207
	2.6
	5792
	6.4
	676
	3.2
	985
	2.1
	87
	2.1

	
	2002
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	January
	819
	
	4.4
	214
	2.7
	6194
	6.8
	735
	3.5
	1111
	2.3
	88
	2.1

	
	February
	798
	
	4.3
	228
	2.9
	6135
	6.8
	706
	3.4
	1084
	2.3
	85
	2.0

	
	March
	741
	
	4.0
	220
	2.8
	5966
	6.6
	667
	3.2
	1021
	2.2
	78
	1.9

	
	April
	721
	
	3.9
	217
	2.7
	6055
	6.7
	579
	2.8
	956
	2.0
	57
	1.4

	
	May
	758
	
	4.1
	194
	2.4
	6105
	6.7
	591
	2.8
	956
	2.0
	49
	1.2

	
	June
	741
	
	4.0
	183
	2.3
	5979
	6.6
	594
	2.8
	953
	2.0
	45
	1.1

	
	July
	786
	
	4.2
	192
	2.4
	6360
	7.0
	616
	2.9
	1029
	2.2
	43
	1.0

	
	August
	795
	
	4.3
	193
	2.4
	6311
	7.0
	623
	3.0
	1040
	2.2
	49
	1.2

	
	September
	732
	
	3.9
	176
	2.2
	5587
	6.2
	560
	2.7
	948
	2.0
	53
	1.3

	
	October
	692
	
	3.7
	167
	2.1
	5349
	5.9
	546
	2.6
	908
	1.9
	60
	1.4

	
	November
	709
	
	3.8
	202
	2.5
	5390
	5.9
	580
	2.8
	918
	1.9
	75
	1.8

	
	December
	705
	
	3.8
	189
	2.3
	5460
	6.0
	620
	3.0
	984
	2.0
	89
	2.1

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	% change
	on month
	-0.6
	
	-0.6
	-6.4
	-6.4
	1.3
	1.3
	6.9
	6.9
	7.2
	7.2
	18.7
	18.7

	% change
	on year
	-6.6
	
	-7.8
	-8.7
	-10.0
	-5.7
	-6.6
	-8.3
	-6.5
	-0.1
	-3.0
	2.3
	1.7

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	


Source: NOMIS

Within local recruitment areas, however, more detailed information is available which may enable more focussed local recruitment initiatives based in specific neighbourhoods. Ward level unemployment statistics, such as those shown in Figures 4 (Dundee), 5 (Perth & Kinross) and 6 (Angus) may help in this regard.

Source: Scottish Executive, 2002


Source: Scottish Executive 2002




5.2 Two-Hour Recruitment Area

The analysis undertaken for the local TTWAs has been expanded to cover all wards within an approximate 2-hour travel-time of Tayside. This area covers Lothian, Central, Grampian, Fife and most of Strathclyde (excluding East and South Ayrshire and South Lanarkshire). The Table below illustrates the levels of unemployment in these areas at local authority level. Again this data is also available at individual ward level which permits focussed recruitment drives in specific neighbourhood areas.

Two key factors have to be considered initially when determining where to target recruitment initiatives. Both the numbers of unemployed and the proximity of the potential supply of labour need to be examined. The closer the potential pool of labour the easier it will be to recruit because travel times will be lower (as will transport costs). The larger the potential pool of labour the more likely it is that suitable candidates will be found.

Given the above, however, a range of other factors must be considered and these will be based on factors such as the presence of existing competition from similar local employers (e.g. food and drink manufacturers, see Table 4) and similar occupations (e.g. assembly line operations). In addition, the experience of Tayside’s employers will be critical. For instance, while Dundee looks, in the Table above, as if would be the optimal recruitment geography the experiences of some employers would indicate that a preferred option may be to try and recruit from areas in Fife.

Table 3 Local Authority Unemployment Rates

	
	Average of monthly data

	Local Authority
	number
	rate

	Aberdeen City
	2445
	1.8

	Aberdeenshire
	1770
	1.3

	Angus
	2056
	3.2

	Clackmannanshire
	1158
	3.9

	Dundee City
	4721
	5.3

	East Ayrshire
	3610
	4.9

	East Dunbartonshire
	1340
	2.0

	East Lothian
	856
	1.6

	East Renfrewshire
	989
	1.8

	Edinburgh, City of
	6743
	2.3

	Falkirk
	3278
	3.6

	Fife
	8908
	4.1

	Glasgow City
	17563
	4.8

	Inverclyde
	2234
	4.3

	Midlothian
	887
	1.8

	North Ayrshire
	4391
	5.3

	North Lanarkshire
	7761
	3.8

	Perthshire & Kinross
	1630
	2.0

	Renfrewshire
	3830
	3.6

	Stirling
	1357
	2.5

	West Dunbartonshire
	3038
	5.3

	West Lothian
	3157
	3.1


Source: NOMIS

Table 4 Food & Drink Manufacturing Employment Share, 2001

	Local Authority
	%

	Aberdeen City
	1.5

	Aberdeenshire
	6.0

	Angus
	2.5

	Clackmannanshire
	3.2

	Dundee City
	0.6

	East Ayrshire
	4.0

	East Dunbartonshire
	0.9

	East Lothian
	4.3

	East Renfrewshire
	0.8

	Edinburgh, City of
	1.3

	Falkirk
	1.9

	Fife
	2.4

	Glasgow City
	2.0

	Inverclyde
	1.1

	Midlothian
	1.7

	North Ayrshire
	1.5

	North Lanarkshire
	1.9

	Perthshire & Kinross
	2.5

	Renfrewshire
	2.1

	Stirling
	0.8

	West Dunbartonshire
	3.5

	West Lothian
	3.3


Source: ABI/ NOMIS

Job Vacancies

Table 5 illustrates the number of job vacancies in the food and drink manufacturing sector across the local enterprise areas in Scotland. This can be used as another indicator of the potential to recruit from particular parts of Scotland. The data here is for the 1st quarter 2001 but after recent disruption to the vacancy series at the Office of National statistics it is expected that more up-to-date information should be available in the coming months.

Table 5 Job Vacancies in Food & Drink Manufacturing (Jan-Mar 2001)

	Local enterprise area
	Number of Vacancies

	Argyll and the Islands
	0

	Ayrshire
	52

	Borders
	28

	Caithness and Sutherland
	1

	Dumfries and Galloway
	4

	Dunbartonshire
	60

	Edinburgh and Lothian
	145

	Fife
	179

	Forth Valley
	39

	Glasgow
	100

	Grampian
	23

	Inverness and Nairn
	5

	Lanarkshire
	252

	Lochaber
	0

	Moray, Badenoch and Strathspey
	1

	Moray, Badenoch, Strathspey (Scot Ent part)
	-

	Orkney
	0

	Renfrewshire
	245

	Ross and Cromarty
	2

	Shetland
	0

	Skye and Lochalsh
	0

	Tayside
	52

	Western Isles
	5

	Total
	1193


Source: NOMIS

The data in Table 5, combined with unemployment numbers in each area, can be used to provide a vacancy per claimant ratio, which can also help to identify the potential pool of labour in an area.

5.3 Relocation Recruitment Area

Unemployment Rates

Regional unemployment rates in EU member states are presented in Appendix 2. The latest regional unemployment data for the EU and CECC is for 2001 (4th quarter). The ILO unemployment level for Eastern Scotland (which includes Tayside) in 2001 was 5.5%. This compares with an average EU-15 of 7.6% and 13.1% in the CECC.

EU member states such as Spain (13.1%) and Greece (10.2%) have relatively high unemployment levels. It is worth noting, however, that these levels may be exaggerated due to the highly seasonal nature of tourism employment in these two countries which would not be reflected in a 4th quarter figure. Even so, regions within Spain such as Extremadura exhibit unemployment levels of 22.1% overall and 31.5% for those aged below 25. It is worth noting that, among the sample of businesses, Portuguese workers were the most common non-UK employees, even though unemployment in Portugal is lower than UK levels at 4.0%. This indicates that unemployment levels are not the only determinants of potential success in overseas recruitment.

It is clear, however, that unemployment levels in the CECC are significantly higher. In Bulgaria the overall unemployment rate in 2001 was 19.9% although the region of Severozapaden had a rate of 32.8% overall and 75.5% among those aged below 25. Unemployment in Slovakia is almost as high with an average of 19.4%. Poland (18.4%), Lithuania (16.5%) and Latvia (13.1%) all show particularly high levels of unemployment. These candidate countries are scheduled for full EU membership in 2004 but some employment restrictions are being relaxed in order to promote economic integration.

Table 6 illustrates national and regional unemployment levels in the CECC.

Table 6 CECC Unemployment in 2001

	Country/ Region
	Total
	Female
	<25 years

	
	2000
	2001
	2000
	2001
	2000
	2001

	EU-15
	8.3
	7.6
	10.9
	9.9
	16.3
	15.1

	CECC-10
	12.5
	13.1
	13.0
	13.4
	26.4
	28.9

	EU-15 + CECC-10
	9.2
	8.8
	10.5
	10.0
	18.5
	18.1

	BULGARIA
	18.6
	19.9
	18.3
	18.9
	39.4
	39.3

	SEVEROZAPADEN
	31.0
	32.8
	27.4
	28.5
	73.1
	75.5

	SEVEREN TSENTRALEN
	22.0
	23.3
	21.0
	21.1
	45.4
	44.2

	SEVEROIZTOCHEN
	25.0
	26.5
	25.3
	26.2
	45.1
	49.3

	YUGOZAPADEN
	8.7
	9.7
	8.7
	9.0
	19.2
	17.2

	YUZHEN TSENTRALEN
	19.4
	20.6
	19.6
	20.1
	42.4
	42.4

	YUGOIZTOCHEN 
	21.7
	22.9
	22.8
	23.4
	42.6
	49.2

	CZECH REPUBLIC
	8.8
	8.0
	10.5
	9.6
	17.0
	16.3

	PRAHA
	3.4
	3.0
	4.1
	3.5
	8.4
	8.2

	STREDNI ČECHY
	6.8
	6.0
	8.8
	7.9
	11.8
	11.8

	JIHOZÁPAD
	6.1
	5.7
	7.7
	7.2
	11.3
	10.7

	SEVEROZÁPAD
	13.7
	12.7
	16.4
	15.2
	25.4
	24.6

	SEVEROVÝCHOD
	6.7
	6.4
	8.2
	7.8
	12.7
	13.5

	JIHOVÝCHOD
	8.8
	8.0
	10.8
	9.8
	17.1
	16.4

	STREDNI MORAVA
	10.1
	9.2
	12.1
	11.1
	19.4
	18.5

	MORAVSKOSLEZKO
	15.2
	13.6
	17.3
	15.7
	28.6
	24.8

	ESTONIA
	13.2
	12.4
	11.6
	13.1
	23.7
	24.5

	HUNGARY
	6.6
	5.7
	5.8
	4.9
	12.3
	10.5

	KÖZÉP MAGYARORSZÁG
	2.4
	2.0
	2.5
	2.0
	3.5
	3.0

	KÖZÉP DUNÁNTÚL
	5.4
	4.3
	5.2
	4.0
	10.2
	8.5

	NYUGAT DUNÁNTÚL
	3.8
	3.2
	3.4
	2.8
	5.9
	5.8

	DÉL DUNÁNTÚL
	8.5
	7.6
	7.6
	6.7
	16.1
	14.6

	ÉSZAK MAGYAROSZÁG
	12.4
	11.3
	10.3
	9.2
	22.5
	19.6

	ÉSZAK ALFÖLD
	12.0
	10.3
	10.3
	8.6
	23.2
	18.0

	DÉL ALFÖLD
	7.6
	6.5
	7.0
	5.8
	15.1
	13.0

	LITHUANIA
	15.6
	16.5
	13.1
	13.5
	27.5
	30.9

	LATVIA
	14.1
	13.1
	13.2
	11.5
	21.2
	22.9

	POLAND
	16.3
	18.4
	18.3
	20.0
	35.7
	41.5

	DOLNOSLASKIE
	22.5
	24.1
	24.5
	26.3
	42.3
	46.3

	KUJAWSKO-POMORSKIE
	18.1
	21.8
	20.5
	22.4
	37.9
	43.4

	LUBELSKIE
	13.7
	14.7
	14.3
	16.1
	35.1
	38.4

	LUBUSKIE
	21.3
	23.6
	24.5
	27.9
	36.0
	50.1

	ŁÓDZKIE
	16.2
	19.6
	16.8
	22.9
	41.3
	45.1

	MALOPOLSKIE
	11.7
	12.8
	12.8
	14.3
	27.8
	34.8

	MAZOWIECKIE
	13.3
	14.2
	14.0
	14.4
	32.1
	32.4

	OPOLSKIE
	14.5
	19.1
	20.2
	20.7
	30.8
	43.4

	PODKARPACKIE
	14.4
	17.5
	13.8
	18.3
	40.9
	46.3

	PODLASKIE
	15.7
	15.7
	18.2
	17.5
	29.4
	40.8

	POMORSKIE
	17.1
	18.0
	20.8
	19.6
	34.1
	33.3

	ŚLASKIE
	18.9
	20.4
	23.0
	23.0
	34.3
	44.9

	ŚWIĘTOKRZYSKIE
	16.9
	20.0
	18.3
	19.0
	40.3
	51.3

	WARMINSKO-MAZURSKIE
	22.5
	22.3
	24.5
	25.0
	40.5
	50.5

	WIELKOPOLSKIE
	14.1
	19.0
	17.9
	21.2
	33.1
	40.8

	ZACHODNIOPOMORSKIE
	20.5
	21.5
	23.7
	22.9
	45.9
	47.2

	ROMANIA
	7.0
	6.6
	6.4
	6.0
	17.8
	17.6

	NORD-EST
	7.4
	7.0
	6.3
	5.7
	20.9
	19.9

	SUD-EST
	7.7
	8.0
	7.3
	8.1
	17.7
	20.1

	SUD
	7.3
	6.9
	6.3
	6.0
	20.0
	19.3

	SUD-VEST
	6.6
	6.4
	5.4
	5.4
	20.9
	22.1

	VEST
	7.5
	6.7
	7.1
	6.5
	15.9
	17.1

	NORD-VEST
	5.7
	4.8
	5.2
	4.4
	11.2
	9.6

	CENTRU
	8.3
	7.8
	8.5
	7.6
	19.0
	18.5

	BUCURESTI
	4.5
	4.1
	5.2
	4.6
	11.4
	10.6

	SLOVENIA
	6.9
	5.7
	7.1
	6.0
	16.4
	15.7

	SLOVAKIA
	19.1
	19.4
	18.6
	18.5
	36.9
	38.9

	BRATISLAVSKÝ
	7.3
	8.4
	7.9
	8.6
	18.1
	19.5

	ZÁPADNÉ SLOVENSKO
	18.1
	18.6
	17.9
	18.0
	34.0
	36.0

	STREDNÉ SLOVENSKO
	20.7
	21.1
	21.9
	20.5
	36.3
	42.5

	VÝCHODNÉ SLOVENSKO
	24.3
	23.9
	22.0
	22.4
	47.3
	46.9


Average Earnings

In addition to unemployment levels Table 7 illustrates average earnings for Tayside, the CECC and for the three EU member states (Denmark, Holland and Spain) for which data was available.

Table 7. Average Earnings Comparisons

	Monthly Gross Earnings of Full-Time Employees in the Private Sector

EU and Candidate Countries,

Euros, 2000

	
	Euros

	Bulgaria
	127

	Czech Republic
	400

	Estonia
	323

	Hungary
	348

	Lithuania
	299

	Latvia
	
	270

	Poland
	490

	Romania
	146

	Slovenia
	860

	Slovak Republic
	286

	Denmark
	3417

	Spain
	1234

	Netherlands
	1841

	Tayside
	2342


Source: Eurostat./ NOMIS/ TERC
Note: The Tayside figure has been estimated based on weekly gross earnings of full-time employees in all sectors, converted to a monthly figure (by multiplying 52 and dividing by 12) and converting to Euros by multiplying by 1.60 (an estimated average of the £/ Euro exchange rate in 2000).

Table 7 helps to illustrate the gulf in average earnings between EU member states and the CECC. Earnings in Tayside, for example, are over 18 times higher than in Bulgaria. Clearly the comparative cost of living needs to be taken into account between different regions/ countries. If it is assumed, however, that migrant workers come to Scotland to work on a temporary basis and return to their home countries with, at least, a portion of their earnings then there is a clear incentive to work here.

Recruitment initiatives are more likely to succeed in regions where unemployment is highest and where there is also a significant gap between potential earnings at home and potential earnings in Tayside. 

On this basis, we would recommend, therefore, that overseas recruitment drives have a greater chance of success in regions such as Severozapaden in Bulgaria, where 3 out of 4 under-25s are unemployed and average earnings are only likely to be around 5% of Tayside levels.

It should be remembered, however, that a range of other factors are likely influence the success, or otherwise, of any recruitment initiative. In non-EU countries regulatory restrictions on work permits, while being relaxed, still apply. The standard of English, employment opportunities in the country of origin, basic literacy and numeracy skills, general attitude, motivation and work ethic are all likely to be important factors in determining positive recruitment outcomes.

6. Infrastructure, Regulatory, Cultural and Social Issues

6.1 Infrastructure

There are two main infrastructure-related issues associated with the analysis of recruitment issues in Tayside’s food and drink sector. For workers in the local area, and elsewhere within the 2-hour travel time geography, transport is critical.

Transport

For some businesses no public transport was available to assist workers and private transport was seen as the only feasible mode of travel to work. Some businesses indicated that while public transport was available the timetables did not always fit with shift patterns. In both of these cases there appears to be scope for consultation between employers and bus operators, which may improve the availability and timing of bus services if there is sufficient demand. 

In some cases, where bus services are deemed inadequate, individual businesses have opted to provide subsidised transport for their workers in the local area. In other cases where staff have been recruited by an agency either from the local geography or 2-hour geography, the agencies have provided transport for staff. 

The main barrier to the provision of transport by individual businesses, however, is cost. There may be scope for action to provide a cost-effective bus service, which is operated on behalf of more than one of the food and drink manufacturers who share the costs.

Accommodation

Recruitment of workers from out-with the 2-hour travel geography (e.g. from Portugal or the Czech Republic) requires an adequate supply of accommodation - at a cost, which ensures that coming to work in Tayside is still worthwhile in economic terms.

Discussions with food and drink employers have shown that a range of accommodation options are available for overseas workers. In some cases where these staff are recruited via an agency it is the agencies responsibility to administer the accommodation issue for staff. In other cases it is the business rather than the agent that plays the major role in assisting migrant workers in securing accommodation. This tends to be the case when the businesses themselves own appropriate accommodation. In the majority of cases the accommodation involves flats or houses that are rented out to workers. In one case the agency was actually involved in the purchase of properties so that it would also be the landlord. In other cases campsite and caravan accommodation was utilised by migrant workers.

We have held discussions with each of the three local authorities in Tayside to examine the supply of accommodation to migrant workers as well as council policies on the housing of migrant workers.

The general conclusion from our discussions is that as long as all necessary paper-work is in order (e.g. visas, work permits etc.) and that workers are defined as “essential” then such individuals would be qualified for a council housing allocation, and may even be prioritised.

The relevant definition of “Essential Incoming Worker” involves being brought into the area by a local firm and being considered by them to be essential to the continuance of their operation (Housing Regulations, Dundee City Council). The employer will be required to provide confirmation of this. In each Council area, however, the points systems for housing allocation may differ. For example, in Angus, if an individual is defined as a “key worker” by the Economic Development Unit then 20 points are awarded. Where an applicant’s place of work is more than 30 miles by road or 1.5 hours by public transport then 5 points will be awarded (Housefacts TA1, Angus Council).

It is clear, therefore, that migrant workers may qualify for council housing but will be assessed on the points systems relevant to each local authority area. Case experience has shown that Council Housing Departments have been willing to work with employers to assist in the accommodation of essential incoming workers.

It may be that in some areas there is an under-supply of particular types of available Council properties. For example, in some parts of Tayside it may be that there may be an under-supply of family housing and an over-supply of single-person housing.

Clearly Council housing is only one potential solution to the accommodation issue. The April 2002 Communities Scotland Housing Market Context Statement: Tayside provides a comprehensive overview of the housing situation in Tayside and an area of North East Fife bordering the river Tay.

A key issue in the recruitment of migrant workers (whether from overseas or other parts of the UK) will be the affordability of housing. In this context affordability will primarily involve the ratio of housing costs to earnings. Given that earnings for operatives in the Tayside food and drink sector are likely to average 10% above the current minimum wage level then low cost accommodation will be required.

Rent levels in the Registered Social Landlord sector average around £39 per week in Dundee and £37 in other parts of Tayside, broadly in line with the Scottish average. In the local authority stock, however, average weekly rents range from £40.41 in Dundee to £32.52 in Angus.

The Tayside housing market also exhibits localised variations. Some areas, such as lowland Perth & Kinross, for example, have shown high levels of demand resulting from commuter pressure. Rural areas of Perthshire and Angus have been subject to pressure from retired households and second/ holiday home buyers. This has acted to reduce levels of affordability and the available supply for local populations. Certain outlying suburbs of Dundee, however, have been experiencing low demand. Within specific areas particular types of accommodation may be either under or over-supplied. In Arbroath, for example, there tends to be a relatively high availability of two-bedroom flats and maisonettes.

The evidence indicates that some businesses may benefit through co-ordination of recruitment efforts (involving migrant workers) with local authority housing departments and other agencies such as communities Scotland and individual housing associations.

6.2 Regulatory Issues

There are no specific regulatory issues relating to the local or 2-hour recruitment geographies. Recruitment of staff from EU member states is also free from regulatory control. As we have discussed previously in this report non-EU staff recruited via agencies will normally have any regulatory issues relating to visas and work-permits dealt with by the agency themselves. When an agency does not take responsibility for this aspect of recruitment it will be the employer’s responsibility to ensure workers possess the required legal documentation. For the employment of non-EU workers such documentation is a legal requirement.

The UK government announced a new scheme aimed at the food manufacturing and hospitality sectors in late 2002. In order to combat staff shortages and high levels of illegal workers in these sectors a “managed migration scheme” is due to commence in February 2003. This will permit individuals from the EU candidate countries (see Table 6, Section 5) under the age of 30 to come and work in these industries for one year. There are 20,000 places available on the scheme and it is expected that 10,000 work permits will be available from February and a further 10,000 available from August 2003. This scheme covers both skilled and unskilled people although hard-to-fill vacancies only are included. Full details of the scheme are not currently available. Details of how the new schemes will operate are currently being worked out in discussions with key stakeholders including the industries involved. A draft of the proposed scheme is included as Appendix 3. The final version will be released through sector organisations and on the Home Office website as soon as it is completed.

Application under the standard work permit scheme since October 2000 involves either an HND qualification or 1 year’s relevant experience or a graduate. There are also certain jobs for which “key worker2 status may apply e.g. if specialist language or other skills are required. Works Permit UK updates the application rules regularly.

6.3 Cultural & Social Issues

All employers who stated that they would be willing to consider actively recruiting workers from overseas stated that the key issue would be the standard of English among potential workers. The ability of such workers to understand operating instructions and health and safety regulations is critical.

Recently publicised cases from out-with Tayside have acted to demonstrate the potential problems in recruitment from out-with the local area. A key issue for employers is the effect that new recruits may have on the existing workforce. The experience of the employers in our sample is that, in general, workers from other parts of Scotland and overseas have integrated well into the workforce. There have, however, been some isolated cases of problems among migrant worker groups themselves as well as some issues between local workers and migrants. In cases where the workforce is fully aware of the recruitment issues faced by the employer, however, such problems tend to be minimised.

We would recommend that any employer actively recruiting from non-local labour markets should also initiate information flow with existing workers and union representatives. A communications plan should be established to deal with potentially negative media reports surrounding recruitment policies. At least one business in our sample has already experienced negative media coverage associated with the recruitment of staff from overseas.

7. Strategic Consistency & Market Failure

From SE Tayside’s perspective there may be grounds for intervention to support recruitment and retention initiatives in the food and drink sector if certain criteria are met:

1. Market failure exists

2. Intervention will remove or reduce the extent of the market failure

3. The intervention outcomes are consistent with organisational objectives

4. The intervention provides value for money

Smart Successful Scotland charges the Scottish Enterprise Network with helping to secure the conditions that mean more people choose to live and work in Scotland. Intervention by SE Tayside to assist local businesses recruiting from overseas would, therefore be broadly consistent with this charge. The focus of initiatives relating to Smart Successful Scotland has, however, been on attracting “talented people” to Scotland. In this sense, therefore, the strategic consistency of an initiative based on the recruitment of migrant workers in unskilled occupations may be debatable. We would suggest that this is a matter for SE Tayside to determine.

The SE Network is also charged with the creation of employment and reduction of unemployment in Scotland. Some would argue that there may be conflict between these objectives and the recruitment of workers from overseas. A recent Home Office commissioned report indicates that “if there is an impact of immigration on unemployment then it is statistically poorly determined and probably small in size. Higher immigration appears to be associated with higher wage growth in the currently resident population.” (Dustmann, Fabbri, Preson and Wadsworth (2002) The Local Labour Market Effects of Immigration in the UK). 

In addition, the inability of local food and drink manufacturer’s to recruit staff has consequences for the performance, and hence long-term survival of the business. In the long-run, therefore, recruitment of staff from out-with the local area may help to sustain local employment opportunities.

There is clearly a market failure present. Many of the food and drink businesses are experiencing similar problems but individual action to deal with such problems are likely to prove too costly. Collaborative efforts, on the other hand, are welcomed by the businesses and would be more likely to produce cost-effective solutions. In this case, therefore, the main market failure is linked to information deficiencies, although organisational barriers, short-termism and risk aversion are also likely to be playing a part. Intervention by SE Tayside to assist these businesses would help to address these market failure issues.

8. Conclusions & Recommended Actions

8.1 Conclusions

It is clear from speaking to the 13 sample companies that the nature and extent of recruitment issues differ between businesses and that the preferred solutions will also differ.

The preliminary work with employers has highlighted a range of issues and indicates that solutions to recruitment and retention issues will differ between businesses. The initial analysis of labour market data indicates that the kind of information required to identify potential “recruitment hot-spots” at the local level and overseas is available. By putting the employer and labour market analysis together we will be able to identify specific recruitment strategies that may be adopted either individually or as part of a local network group.

For all businesses interviewed there is a positive view on the possibilities of collaboration on staff recruitment issues.

For some businesses differing seasonal patterns indicate opportunities for collaboration. Some businesses are particularly busy, and may need to recruit extra staff on a short-term basis, in the summer, while others may need extra staff in the winter. Formation of a local network/ group to co-ordinate this type of recruitment may be beneficial.

For some businesses where the local labour market is exhausted, but overseas recruitment is not the optimal solution, joint working to recruit and transport staff from other areas in Scotland is also seen as a potential collaborative opportunity with significant cost advantages. This, however, if wages offered are sufficiently above minimum levels to attract staff and compensate them for the additional travel-time.

Formation of a local network of food/ drink manufacturers who jointly market job opportunities overseas is viewed as a cost-effective, desirable solution by some businesses. Advertising in target areas, use of a recruitment agent (acting on behalf of all the network companies), or both seem, to be the preferred approaches

The findings would indicate that businesses would welcome public sector intervention (SE Tayside) in facilitating the establishment of a local network group designed to enhance recruitment efforts locally, throughout Scotland and from other EU countries.

The network would need to establish an agreement on organisational protocols, cost-sharing, training provision (e.g. H&S), and consider factors such as wage levels (e.g. standardisation) and legal issues (e.g. employment laws).

The formation of such a local network is likely to promote other collaborative ventures/ opportunities between the Tayside food/drink businesses (helping to further promote cluster development)

A further question, however, relates to whether intervention by SE Tayside to assist in the establishment and/ or operation of the network group is consistent with the strategic objectives of SE Tayside and SE National and the wider economic policy objectives of the Scottish Executive. 

Our view is that the potential outcomes associated with SE Tayside’s intervention based on the recommended actions in this report would support the strategic objectives of both A Smart, Successful Scotland and the Global Connections Strategy. Furthermore, existing research evidence indicates that SE Tayside’s involvement in such an initiative, which may lead to the recruitment of non-Scottish workers, is not inconsistent with the economic objective of attempting to reduce unemployment levels in Tayside. 

8.2 Recommended Actions

Establish Business Forum/ Consortium

The primary recommendation arising from this study is that the Food & Drink Manufacturers in Tayside should establish a collaborative network with the aim of developing joint solutions to common recruitment problems.

The key role of the group should be to identify and implement joint initiatives – focussing on recruitment and retention issues - that will produce synergistic benefits (i.e. cost savings) for the participating businesses.

The establishment of the network should be facilitated by SE Tayside and/ or other local public sector agencies. The network should be business-led.

All food & drink manufacturers in Tayside, likely to benefit from collaborative activities, should be invited to join the network, although it should be made clear that there is no compunction to participate in specific network initiatives.

The establishment of the collaborative network would need to involve some form of co-operative agreement between members as, while there is a possibility that some businesses may be competing in both product markets and in terms of recruiting staff.

As the local authority economic development and housing departments are likely to have a role in potential solutions they should be consulted during the establishment of the group. 

It may be the case that such a group already exists via sector bodies (e.g. Scottish Food & Drink Federation) or business organisations (e.g. Chambers of Commerce) and, if so, the potential to utilise these existing mechanisms should be considered. We understand that there are plans to introduce an East Food Forum to cover Lothian, Fife and Tayside, the network should avoid duplication of effort if such a body is to be established.

Recommended Business Forum/ Consortium Activities

General

· Agree principles of membership/ participation.

· Agree a communications strategy/ plan.

Local Recruitment Strategies

· Examine where Jobcenterplus recruitment is failing and what could be done to improve recruitment and retention success. Meet with Jobcentreplus representative to discuss potential solutions.

· Examine the potential for wider application of the Dundee Employment & Aftercare Project.

· Investigate the potential for “job-sharing/ employee-sharing” arrangements based on seasonal demand fluctuations.

· Investigate the potential for jointly funded bus operations.

· Share experience of recruitment and retention successes/ failures.

· Investigate potential for other joint recruitment initiatives.

2-hour Recruitment Strategies

· Select target geographies.

· Investigate potential target recruitment locations and address infrastructure issues (e.g. transport and housing).

Overseas Recruitment Strategies

· Select target geographies.

· Review current work permit legislation in target geographies.

· Examine the feasibility of establishing an agent acting on behalf of a consortium of businesses to recruit from target labour markets.

· Investigate other overseas recruitment options.

Discuss accommodation availability and affordability with relevant parties e.g. Local Councils, Communities Scotland.

Appendix 1: Participating Companies

	Abbey Fruit, Arbroath

	Anglo Beef Processors, Perth

	Grampian Country Food Group, Coupar Angus

	Joseph Mitchell & Sons (Letham) Ltd, Letham, Angus

	Mackays Ltd, Carnoustie

	Matheson Jess, Brechin

	Patak Frozen Foods, Dundee

	Rannoch Smokery, Kinloch Rannoch

	R R Spink & Sons Ltd, Arbroath

	Scotherbs, Inchture

	Strathmore Foods, Forfar

	Taypack Potatoes, Inchture

	WCF Potatoes, Abernethy


We would like to thank all of the above businesses for participating in this study.

Appendix 2 EU National & Regional Unemployment

	
	Total
	Female
	<25 years

	
	4/2000
	4/2001
	4/2000
	4/2001
	4/2000
	4/2001

	EU-15
	8 .3
	7.6
	10 .9
	9.9
	16 .3
	15 .1

	BELGIUM
	6 .9
	6 .6
	8 .7
	7 .5
	1 6 .9
	17 .5

	R EG.BRUXELLES-CAP./BRU SSELS H FD ST.GEW
	11 .4
	11.0
	12 .7
	10.9
	29 .7
	27 .2

	V LAAMS GEWEST
	4 .1
	3 .8
	5 .4
	4 .4
	9 .4
	1 0 .1

	ANTWERPEN
	4 .7
	4 .7
	6 .2
	5 .4
	10 .9
	1 1 .9

	LIMBURG (B)
	5 .1
	4 .5
	8 .0
	6 .0
	10 .4
	1 0 .3

	OOST-VLAANDEREN
	4 .4
	4 .0
	5 .5
	4 .4
	10 .6
	9 .7

	VLAAMS BRABAN T
	2 .9
	2 .6
	3 .6
	2 .7
	7 .9
	8 .9

	WEST-VLAANDEREN
	3 .3
	3 .1
	4 .4
	3 .7
	6 .8
	8 .6

	REGION WALLONNE
	11 .0
	10.6
	13 .9
	12.2
	28 .2
	29 .7

	BRABANT WALLON
	6 .7
	6 .5
	8 .1
	7 .3
	23 .0
	 6 .7

	HAINAU T
	1 3 .5
	1 2.8
	17 .2
	14.8
	31 .6
	3 4 .1

	LIEGE
	1 1 .1
	1 0.7
	1 4 .0
	1 2.5
	28 .9
	2 6 .7

	LUXEMBOU RG (B)
	5 .7
	5 .8
	7 .8
	6 .8
	15 .5
	2 1 .3

	NAMUR
	1 0 .4
	1 0.3
	1 3 .4
	1 1.9
	28 .1
	3 0 .8

	DENM ARK
	4 .3
	4 .4
	4 .7
	5 .1
	6 .5
	8 .7

	GERM ANY
	8 .0
	7 .8
	8 .4
	8 .1
	9 .2
	9 .2

	BADEN WÜRTTEMBER G
	4 .3
	4.1
	4 .6
	4.4
	5 .1
	4 .3

	STUTTGART
	4 .1
	3 .8
	4 .4
	4 .2
	4 .6
	4 .2

	KARLSRUHE
	5 .0
	4 .7
	5 .1
	4 .9
	5 .9
	4 .8

	FR E IBU RG
	4 .5
	4 .1
	4 .8
	4 .5
	5 .9
	4 .5

	TÜ B INGEN
	3 .7
	3.7
	4 .1
	4.1
	4 .4
	3 .5

	BAYERN
	4 .4
	4 .3
	4 .5
	4 .4
	5 .2
	4 .7

	OBER BAYERN
	3 .4
	3 .1
	3 .4
	3 .3
	3 .7
	3 .2

	N IEDER BAYERN
	4 .3
	4 .3
	4 .3
	4 .2
	5 .4
	4 .9

	OBER PFALZ
	5 .0
	5 .0
	5 .3
	5 .2
	6 .1
	5 .7

	OBER FRANKEN
	6 .2
	6 .4
	6 .5
	6 .6
	8 .0
	8 .0

	MITTELFRANKEN
	5 .3
	5 .2
	5 .5
	5 .4
	6 .6
	5 .3

	UNTER FRANKEN
	5 .0
	4 .8
	5 .6
	5 .5
	5 .8
	5 .1

	SCHWABEN
	3 .8
	3 .8
	4 .0
	4 .0
	4 .5
	4 .2

	BERLIN
	12.8
	12.5
	11.7
	11.6
	17.8
	18.0

	BRANDENBURG
	14.5
	13.8
	16.3
	15.0
	12 .7
	16 .2

	B R EMEN
	10.4
	10.7
	8.9
	9.5
	14.6
	13.7

	H AMBU RG
	6.9
	6.5
	5.8
	5.7
	10.5
	7 .5

	H ESSEN
	5.9
	5.4
	5.7
	5.5
	8.1
	6 .7

	DARMSTADT
	5.1
	4.7
	4.9
	4.7
	7.1
	5 .9

	GIESSEN
	6.2
	5.7
	6.3
	5.9
	9.2
	7 .0

	KASSEL
	7.9
	7.6
	8.0
	7.7
	10.0
	8 .6

	MECKLEN BURG-VORPOMMERN
	15.1
	15.0
	17.1
	16.3
	11.4
	1 5 .1

	N IEDERSACHSEN
	7 .5
	7 .7
	7 .6
	7 .8
	10.7
	1 0 .6

	 BRAUNSCHWEIG
	9 .1
	9 .2
	9 .7
	9 .9
	13.0
	1 2 .0

	 H ANNOVER
	7 .5
	7 .9
	7 .2
	7 .6
	10.6
	1 0 .6

	 LÜ N EBU RG
	6 .6
	6.7
	6 .5
	6.6
	10.2
	9 .8

	 WESER -EMS
	7 .1
	7 .3
	7 .2
	7 .4
	9.8
	1 0 .1

	N OR DRHEIN-WESTFALEN
	7 .6
	7 .5
	7 .4
	7 .5
	10.1
	8 .9

	 D Ü SSELDOR F
	7 .9
	7.8
	7 .5
	7.6
	10.7
	9 .6

	 KÖLN
	7 .0
	7
	6 .8
	6.8
	9.2
	8 .2

	 MÜNSTER
	7 .5
	7 .6
	7 .4
	7 .6
	10.0
	9 .0

	 D ETMOLD
	6 .6
	6 .8
	7 .1
	7 .2
	8.6
	8 .4

	 ARNSBERG
	8 .2
	8 .1
	8 .1
	8 .3
	11 .2
	8 .9

	R H EINLAN D-PFALZ
	5 .7
	5 .8
	5 .8
	6 .0
	8 .4
	7 .1

	S AAR LAN D
	7 .9
	7 .9
	7 .3
	7 .7
	11 .7
	9 .8

	S AC H SEN
	1 4 .8
	1 4.0
	1 6 .7
	1 5.7
	11 .4
	1 6 .7

	 C HEMNITZ
	1 4 .6
	1 3.6
	1 7 .2
	1 6.2
	9 .8
	1 5 .5

	 D RESDEN
	1 4 .9
	1 4.3
	1 6 .5
	1 5.6
	12 .9
	1 7 .9

	 L EIP ZIG
	1 4 .9
	1 4.3
	1 6 .1
	1 5.2
	11 .8
	1 6 .5

	S AC H SEN -AN H ALT
	1 7 .8
	1 6.2
	2 0 .3
	1 8.4
	13 .7
	1 9 .3

	 D ESSAU
	1 7 .8
	1 6.9
	2 1 .1
	1 9.8
	12 .0
	1 8 .5

	 H ALLE
	1 8 .9
	1 6.9
	2 1 .8
	1 8.9
	15 .6
	2 2 .3

	 MAGD EBURG
	1 7 .0
	1 5.4
	1 9 .0
	1 7.4
	13 .2
	1 7 .6

	S C H LESWIG-HOLSTEIN
	6 .8
	7 .1
	6 .2
	6 .4
	11 .1
	9 .9

	TH Ü R INGEN
	1 3 .2
	1 2.3
	1 5 .5
	1 4.4
	9 .8
	1 4 .3


	
	Total
	
	Female
	
	<25 years
	

	
	4/2000
	4/2001
	4/2000
	4/2001
	4/2000
	4/2001

	GREECE
	1 1 .1
	10.2
	1 6 .7
	15.4
	29 .5
	2 8 .0

	 VOREIA ELLADA
	11.0
	11.0
	17.5
	17.1
	28.8
	28.1

	  AN ATOL IKI MAKEDON IA, TH R AKI
	8 .6
	9 .0
	11.7
	13.7
	19.5
	19.9

	  KENTR IKI MAKEDONIA
	10.7
	10.8
	17.0
	16.7
	29.1
	28.7

	  D YTIKI MAKED ON IA
	14.7
	15.8
	20.7
	22.2
	45.0
	39.1

	  THESSAL IA
	12.4
	11.6
	22.8
	19.5
	31.4
	30.2

	 KENTR IKI  ELLADA
	10.3
	10.1
	15.7
	16.0
	32.7
	32.9

	  IPEIR OS
	10.6
	11.9
	16.8
	20.5
	30.8
	36.3

	  ION IA N ISIA
	5 .1
	6 .7
	5 .5
	7 .4
	11.9
	17.7

	  DYTIKI ELLADA
	10.2
	9 .9
	15.0
	14.8
	34.0
	33.9

	  STEREA ELLADA
	13.6
	13.3
	22.0
	22.0
	41.3
	40.2

	  PELOPONNISOS
	9 .3
	8 .1
	14.6
	13.5
	30.2
	27.3

	 A TTIKI
	12.2
	10.4
	17.4
	14.7
	30.6
	27.4

	 NIS IA  AIGAIOU, KRITI
	7 .8
	6 .8
	12.4
	10.9
	21.3
	21.0

	  VOR EIO  AIGAIO
	7 .4
	6 .1
	13.8
	11.3
	19.3
	20.5

	  NOTIO AIGAIO
	10.5
	9 .7
	16.2
	14.6
	21.4
	21.3

	  KR IT I
	6 .7
	5 .8
	10.5
	9 .4
	21.7
	20.9

	SPAIN
	1 4 .2
	13.1
	2 0 .7
	19.0
	26 .3
	2 4 .9

	 N OROESTE
	15.3
	14.4
	21.9
	20.9
	30.8
	29.4

	  GALIC IA
	14.8
	14.7
	20.4
	20.5
	28.9
	30.3

	  ASTU R IAS
	17.6
	14.4
	26.4
	22.3
	35.6
	30.4

	  CANTABR IA
	14.1
	13.3
	22.4
	20.4
	32.1
	22.6

	 N ORESTE
	9 .6
	9 .4
	15.6
	14.6
	21.1
	19.9

	  PAIS  VASC O
	12.3
	11.2
	18.5
	16.8
	25.3
	23.9

	  NAVARRA
	4 .8
	6 .1
	8 .7
	9 .1
	13.8
	15.0

	  R IOJA
	8 .0
	7 .3
	15.7
	10.3
	18.6
	13.8

	  AR AGON
	7 .3
	8 .4
	13.0
	13.7
	18.0
	16.1

	 MAD R ID
	11.7
	9 .8
	16.6
	13.3
	22.9
	21.5

	 C ENTRO (E)
	15.7
	14.5
	25.6
	23.9
	27.9
	27.6

	  C ASTIL LA-LEON
	13.9
	12.2
	23.3
	20.3
	30.8
	30.0

	  CASTILLA-LA MANCHA
	12.5
	12.9
	21.7
	22.4
	20.1
	22.6

	  EXTREMADURA
	24.4
	22.1
	36.5
	34.1
	35.1
	31.5

	 ESTE
	9 .6
	9 .6
	14.0
	13.7
	19.2
	17.8

	  CATALUNA
	8 .9
	8 .8
	12.4
	11.9
	18.6
	16.6

	  COMUNIDAD  VALENCIANA
	11.7
	11.4
	17.9
	17.5
	21.5
	20.0

	  BALEARES
	4 .7
	6 .6
	7 .5
	9 .1
	10.4
	15.0

	 SU R
	23.1
	20.8
	32.8
	30.1
	36.0
	34.9

	  ANDALU C IA
	25.0
	22.3
	35.2
	31.9
	38.0
	37.1

	  MU R C IA
	11.8
	11.4
	17.8
	18.3
	23.1
	21.2

	  C EU TA Y MEL IL LA
	25.2
	21.9
	36.1
	34.3
	43.0
	40.0

	 C ANARIAS
	14.3
	13.1
	20.2
	17.7
	25.6
	24.7

	FRANCE
	9 .5
	8.5
	1 1 .5
	10.5
	20 .2
	1 9 .0

	 ILE D E FR ANC E
	8 .5
	7 .6
	9 .4
	8 .5
	14.5
	12.4

	 BASSIN PARISIEN
	9 .6
	8 .6
	12.0
	10.9
	23.0
	22.8

	  CHAMPAGNE-ARDENNE
	10.1
	9 .2
	12.4
	12.0
	24.6
	22.0

	  PICARDIE
	11.5
	10.2
	14.4
	12.9
	27.5
	29.7

	  HAUTE-NORMAN D IE
	10.2
	9 .7
	12.0
	11.8
	24.7
	26.4

	  CENTRE
	8 .0
	6 .6
	10.3
	8 .4
	17.2
	15.9

	  BASSE-NORMAN D IE
	10.6
	9 .4
	12.7
	11.6
	29.0
	23.6

	  BOURGOGNE
	8 .3
	7 .7
	11.0
	10.3
	18.3
	21.2

	 NOR D -PAS-D E-C ALAIS
	13.4
	12.6
	15.6
	15.1
	32.3
	29.8

	 EST
	6 .7
	5 .8
	8 .4
	7 .5
	14.9
	12.6

	  LORRAINE
	7 .8
	6 .7
	9 .9
	8 .8
	19.6
	15.6

	  ALSAC E
	5 .3
	4 .8
	6 .3
	6 .0
	10.2
	9 .5

	  FRANCHE-COMTE
	6 .7
	5 .2
	9 .0
	7 .1
	14.9
	12.1

	 OU EST
	8 .2
	7 .5
	10.5
	9 .6
	17.4
	17.5

	  PAYS D E L A LOIR E
	7 .6
	7 .5
	10.0
	9 .7
	15.4
	17.4

	  BRETAGNE
	7 .9
	6 .6
	9 .9
	8 .2
	17.3
	15.8

	  POITOU-CHARENTES
	9 .8
	9 .2
	12.8
	12.0
	22.5
	21.2

	 SU D-OUEST
	9 .4
	8 .4
	12.1
	11.0
	21.3
	19.3

	  AQU ITAIN E
	10.0
	8 .3
	12.8
	11.0
	22.7
	19.2

	  MIDI-PYRENEES
	9 .6
	9 .0
	12.3
	11.8
	21.0
	20.8

	  L IMOU SIN
	6 .7
	6 .4
	8 .4
	8 .0
	16.5
	14.7

	 C ENTRE-EST
	8 .5
	7 .2
	10.4
	9 .0
	18.0
	17.0

	  RHONE -ALPES
	8 .5
	7 .0
	10.3
	8 .7
	17.2
	15.9

	  AU VER GN E
	8 .4
	8 .2
	11.0
	10.7
	22.1
	22.8

	 MED ITERRANEE
	14.2
	13.4
	16.8
	16.1
	25.7
	27.0

	  LANGUEDOC-ROUSSILLON
	16.0
	14.1
	19.0
	16.9
	28.1
	26.9

	  PROVENCE-ALPES-COTE D 'AZUR
	13.5
	13.2
	15.7
	15.7
	24.5
	27.0

	  CORSE
	12.4
	12.5
	16.5
	17.1
	24.6
	28.3


	
	Total
	
	Female
	
	<25 years
	

	
	4/2000
	4/2001
	4/2000
	4/2001
	4/2000
	4/2001

	IRELAND
	4 .4
	3.7
	4 .4
	3.6
	6 .7
	6.2

	  BORD ER , MIDLAN DS AN D W ESTER N
	5 .9
	4.6
	6 .6
	4.8
	9 .8
	7.4

	  SOUTHERN AN D EASTERN
	3 .9
	3.4
	3 .8
	3.3
	5 .6
	5.8

	ITALY
	1 0 .6
	9.5
	1 4 .6
	12.9
	31 .3
	2 8 .2

	 N ORD OVEST
	6 .7
	5.3
	1 0 .1
	7.5
	21.0
	1 7 .1

	  P IEMONTE
	6 .6
	5.2
	1 0 .5
	7.3
	20.6
	1 4 .6

	  VALLE D AOSTA
	4 .4
	3.5
	6 .5
	4.7
	13.9
	1 0 .8

	  LIGU R IA
	9 .2
	6.0
	1 3 .0
	8.3
	35.0
	2 5 .3

	 L OMBARD IA
	4 .4
	4.0
	6 .8
	5.9
	13.4
	1 1 .1

	 N ORD EST
	3 .7
	3.4
	6 .0
	5.4
	9 .2
	8.9

	  TR EN TINO-ALTO AD IGE
	3 .0
	3.0
	4 .2
	4.0
	6 .9
	5.5

	  VEN ETO
	4 .1
	3.7
	6 .5
	6.0
	9 .1
	7.1

	  FR IU L I-VEN EZIA G IU L IA
	4 .2
	3.8
	7 .3
	6.7
	8 .8
	7.6

	 EMILIA-ROMAGNA
	4 .6
	4.6
	6 .4
	5.9
	12.9
	1 1 .6

	 C ENTRO (I )
	5 .9
	5.0
	8 .9
	7.6
	16.6
	1 6 .2

	  TOSC AN A
	6 .6
	5.0
	9 .2
	7.9
	17.6
	1 7 .3

	  U MBR IA
	6 .6
	4.8
	9 .5
	7.7
	22.6
	1 2 .1

	  MAR C H E
	5 .3
	4.5
	8 .2
	5.9
	13.7
	1 1 .8

	 L AZIO
	1 1 .6
	10.3
	1 5 .8
	13.8
	40 .4
	3 3 .3

	 ABR U ZZO-MOLISE
	9 .0
	7.4
	1 4 .3
	12.3
	29 .8
	2 6 .2

	  ABR U ZZO
	7 .5
	4.3
	1 3 .2
	6.8
	26.3
	1 8 .5

	  MOLISE
	1 3 .4
	13.1
	1 8 .8
	20.3
	47 .3
	3 7 .8

	 C AMPANIA
	2 3 .2
	22.4
	3 2 .1
	30.7
	63 .5
	5 9 .9

	 SU D
	1 9 .7
	18.3
	2 9 .8
	27.6
	49 .3
	4 5 .0

	  PU GL IA
	1 7 .3
	14.3
	2 7 .3
	21.8
	45 .2
	3 7 .5

	  BAS IL IC ATA
	1 7 .1
	15.7
	2 6 .7
	25.2
	40 .2
	4 2 .5

	  C AL ABR IA
	2 7 .2
	24.8
	4 0 .1
	36.4
	64 .3
	5 8 .5

	 S ICIL IA
	2 3 .8
	20.8
	3 4 .3
	30.3
	58 .2
	5 1 .5

	 SARDEGNA
	2 0 .1
	19.1
	2 9 .1
	27.4
	49 .3
	5 1 .9

	LUXEMBOURG (GRAND DUCHY)
	2 .4
	2.4
	3 .3
	3.1
	7 .2
	7.2

	NETHERLANDS
	2 .8
	2.3
	3 .5
	2.6
	5 .7
	5.0

	 N OORD -NEDER LAND
	4 .3
	3.8
	5 .6
	4.5
	7 .3
	9.3

	  GRONINGEN
	4 .6
	4.3
	5 .0
	4.9
	7 .8
	9.4

	  FR IES LAN D
	4 .6
	3.6
	7 .3
	4.6
	8 .2
	9.7

	  DRENTHE
	3 .6
	3.4
	4 .1
	3.9
	5 .4
	8.4

	 OOST-NEDER LAND
	2 .8
	2.3
	4 .0
	2.9
	5 .5
	4.5

	  OVERIJSSEL
	2 .7
	2.5
	3 .8
	2.9
	6 .2
	5.8

	  GELDER LAND
	2 .7
	2.2
	3 .6
	2.9
	5 .5
	3.8

	  FLEVOLAN D
	3 .9
	1.9
	6 .7
	2.7
	3 .2
	4.1

	 W EST-NED ER LAN D
	2 .7
	2.0
	3 .1
	2.0
	6 .0
	4.2

	  UTRECHT
	2 .2
	1.2
	2 .2
	1.1
	6 .7
	2.1

	  NOORD -HOLLAND
	2 .8
	2.0
	2 .7
	1.8
	4 .6
	5.7

	  ZU ID -H OL L AN D
	2 .8
	2.1
	3 .6
	2.2
	6 .7
	4.3

	  ZEELAN D
	3 .6
	2.3
	4 .2
	4.3
	6 .6
	(*)

	 ZUID-NED ER LAN D
	2 .4
	2.2
	3 .2
	2.8
	4 .4
	5.2

	  N OOR D -BR ABAN T
	2 .2
	2.0
	2 .9
	2.7
	3 .8
	4.8

	  L IMBURG (NL)
	2 .9
	2.5
	3 .6
	3.0
	5 .9
	6.2

	AUSTRIA
	3 .8
	3.4
	4 .4
	4.1
	5 .3
	5.5

	 OSTÖSTERR EIC H
	4 .3
	3.8
	4 .6
	4.1
	5 .5
	5.7

	  BURGENLAND
	3 .5
	3.2
	4 .4
	3.9
	4 .9
	5.3

	  N IED ER ÖSTER REICH
	3 .1
	2.8
	3 .6
	3.3
	4 .0
	4.4

	  W IEN
	5 .6
	4.9
	5 .5
	4.9
	7 .6
	7.2

	 SÜ D ÖSTERREICH
	4 .2
	3.7
	5 .3
	4.8
	6 .5
	6.3

	  K ÄRNTEN
	4 .6
	4.3
	6 .1
	5.9
	7 .4
	7.7

	  STE IERMARK
	4 .0
	3.5
	4 .9
	4.4
	6 .0
	5.7

	 W ESTÖSTERR EIC H
	2 .9
	2.7
	3 .7
	3.7
	4 .4
	4.9

	  OBER ÖSTERREICH
	2 .5
	2.1
	3 .1
	2.6
	3 .6
	3.8

	  SALZBURG
	3 .0
	3.0
	3 .6
	3.8
	5 .1
	5.6

	  TIR OL
	3 .7
	4.0
	5 .1
	5.8
	5 .8
	7.1

	  VORAR LBERG
	2 .8
	2.6
	3 .8
	3.7
	4 .0
	4.3

	
	
	
	
	
	
	

	


	
	Total
	
	Female
	
	<25 years
	

	
	4/2000
	4/2001
	4/2000
	4/2001
	4/2000
	4/2001

	PORTUGAL
	4 .0
	4.0
	4 .9
	5.1
	8 .7
	9.0

	CONTINENTE
	4 .1
	4 .1
	4 .9
	5 .1
	8 .9
	9 .2

	NORTE
	4 .1
	3 .7
	4 .7
	4 .7
	7 .8
	6 .1

	CENTRO (P)
	1 .8
	2 .4
	2 .6
	3 .0
	8 .4
	8 .1

	L ISBOA E VALE DO TEJO
	5 .4
	5 .3
	6 .1
	6 .4
	9 .8
	13.5

	ALENTEJO
	5 .6
	5 .7
	9 .0
	8 .4
	15.0
	15.3

	ALGARVE
	3 .2
	3 .6
	3 .8
	5 .0
	7 .6
	9 .4

	ACORES
	3 .3
	2 .2
	5 .8
	4 .2
	8 .9
	6 .3

	MADEIRA
	2 .3
	2 .8
	2 .7
	3 .4
	3 .7
	4 .5

	FINLAND
	9.9
	9 .1
	10.6
	9.8
	22.0
	19.8

	MANNER-SUOMI
	10.0
	9 .1
	10.7
	9 .8
	22.0
	19.9

	ITAE-SUOMI
	14.0
	13.5
	14.1
	14.1
	31.5
	32.1

	VAELI-SUOMI
	10.8
	9 .7
	12.4
	11.1
	25.8
	22.6

	POH JOIS-SUOMI
	13.5
	12.8
	13.3
	12.7
	30.3
	28.4

	U U SIMAA (SUURALUE)
	5 .8
	5 .2
	6 .1
	5 .3
	10.1
	8 .2

	ETELAE-SUOMI
	10.8
	9 .8
	12.2
	11.2
	24.5
	22.5

	ÅLAND
	1 .5
	1 .3
	1 .7
	1 .4
	8 .4
	3 .7

	SW EDEN
	6 .3
	5 .1
	6 .3
	5 .0
	12.9
	10.7

	STOCKHOLM
	3 .7
	2 .7
	3 .7
	2 .9
	6 .5
	4 .4

	ÖSTRA MELLANSVERIGE
	6 .3
	5 .1
	6 .4
	5 .1
	13.0
	11.8

	SYDSVERIGE
	7 .7
	6 .4
	8 .3
	6 .9
	14.8
	12.9

	NORRA MELLANSVER IGE
	8 .9
	7 .3
	7 .9
	6 .6
	22.1
	18.4

	MELLERSTA NORRLAND
	9 .0
	7 .1
	7 .1
	5 .4
	20.9
	16.6

	ÖVRE NORRLAND
	8 .7
	7 .0
	6 .9
	5 .1
	20.4
	15.4

	SMAALAND MED ÖARNA
	4 .8
	3 .9
	5 .3
	4 .1
	10.2
	8 .6

	VÄSTSVERIGE
	6 .7
	5 .3
	7 .0
	5 .6
	12.6
	11.2

	UNITED KINGDOM
	5.6
	4 .8
	4.9
	4 .3
	12.6
	11.4

	NORTH  EAST
	9 .3
	8 .1
	6 .9
	6 .1
	21.6
	18.5

	TEES VALLEY & DURHAM
	9 .1
	8 .2
	7 .0
	6 .4
	20.2
	19.9

	N ORTHUMBERLAND AND TYNE & WEAR
	9 .5
	7 .9
	6 .9
	5 .8
	22.9
	17.4

	NORTH  WEST (IN C  MERSEYSIDE)
	6 .4
	5 .7
	5 .2
	4 .6
	15.7
	14.8

	CUMBRIA
	5 .6
	5 .1
	4 .9
	4 .6
	14.4
	11.4

	CHESH IRE
	4 .2
	3 .7
	3 .7
	3 .2
	10.1
	10.6

	GREATER MANCHESTER
	6 .0
	5 .3
	4 .8
	4 .1
	14.4
	13.1

	LANCASHIRE
	5 .0
	4 .6
	3 .9
	3 .7
	12.5
	12.6

	MERSEYSIDE
	11.2
	9 .8
	8 .6
	7 .7
	27.2
	25.5

	YORKSHIR E & THE HUMBER
	6 .6
	6 .0
	5 .5
	5 .1
	15.4
	14.9

	EAST R ID ING & NORTH  LINCOLNSHIRE
	7 .8
	7 .7
	7 .0
	7 .0
	17.1
	19.4

	NORTH  YORKSHIRE
	3 .4
	3 .1
	3 .4
	3 .0
	8 .1
	9 .2

	SOUTH  YORKSHIRE
	8 .2
	7 .0
	6 .7
	5 .6
	20.5
	19.7

	WEST YORKSHIR E
	6 .3
	5 .7
	5 .0
	4 .7
	14.2
	12.5

	EAST MIDLANDS
	4 .9
	4 .6
	4 .5
	4 .4
	11.8
	11.3

	D ERBYSH IRE & NOTTINGHAMSH IRE
	6 .0
	5 .5
	5 .2
	5 .1
	14.9
	13.4

	LEICESTERSH IRE, RUTLAND & NORTHANTS
	3 .9
	3 .8
	3 .8
	3 .9
	9 .2
	9 .4

	L INCOLNSHIRE
	4 .0
	3 .6
	3 .9
	3 .6
	9 .2
	9 .6

	WEST MIDLANDS
	6 .1
	5 .7
	5 .4
	5 .1
	14.4
	13.2

	H EREFORDSH IRE, WORCESTERSHIRE & WARKS
	3 .3
	2 .9
	3 .1
	3 .0
	8 .1
	7 .8

	SHROPSHIRE & STAFFORDSH IRE
	4 .2
	4 .0
	4 .1
	3 .9
	11.6
	9 .6

	WEST MIDLANDS
	8 .8
	8 .1
	7 .5
	7 .1
	18.5
	17.5

	EASTERN
	3 .5
	2 .8
	3 .5
	2 .8
	8 .0
	6 .7

	EAST ANGLIA
	4 .0
	3 .1
	3 .9
	3 .0
	9 .8
	7 .7

	BEDFORDSH IRE, H ERTFORDSHIRE
	2 .7
	2 .3
	2 .6
	2 .2
	5 .9
	5 .0

	ESSEX
	3 .7
	2 .9
	3 .9
	3 .0
	7 .7
	7 .2

	LONDON
	6 .9
	5 .7
	7 .0
	5 .9
	12.7
	10.9

	INNER  LONDON
	10.5
	8 .5
	10.4
	8 .7
	18.4
	15.9

	OUTER LONDON
	4 .8
	4 .0
	4 .9
	4 .2
	9 .2
	7 .8

	SOUTH EAST
	2 .8
	2 .2
	2 .5
	2 .1
	5 .8
	4 .8

	BERKSHIRE, BUCKS & OXFORDSH IRE
	1 .9
	1 .6
	1 .7
	1 .6
	3 .9
	3 .3

	SURREY, EAST & WEST SUSSEX
	2 .6
	2 .0
	2 .4
	1 .8
	4 .9
	4 .0

	HAMPSHIRE & ISLE OF WIGHT
	3 .0
	2 .4
	2 .6
	2 .1
	6 .8
	5 .5

	KENT
	4 .1
	3 .4
	3 .8
	3 .1
	8 .8
	7 .9

	SOUTH WEST
	3 .8
	3 .1
	3 .6
	3 .0
	8 .6
	7 .3

	GLOUCESTERSHIRE, WILTSHIRE & NORTH SOMERSET
	3 .1
	2 .7
	2 .8
	2 .6
	6 .8
	6 .3

	DORSET & SOMERSET
	3 .0
	2 .6
	2 .9
	2 .6
	6 .0
	5 .8

	CORNWALL & ISLES OF SCILLY
	7 .1
	4 .9
	7 .5
	5 .0
	17.6
	10.6

	DEVON
	4 .9
	3 .8
	4 .6
	3 .6
	13.0
	9 .4

	WALES
	6 .5
	5 .9
	5 .4
	5 .0
	15.4
	14.6

	WEST WALES & THE VALLEYS
	7 .4
	6 .6
	6 .3
	5 .6
	16.9
	16.3

	EAST WALES
	5 .1
	4 .8
	4 .1
	4 .1
	12.9
	11.8

	SCOTLAND
	7 .1
	6 .2
	5 .8
	5 .1
	15.7
	14.5

	NORTH  EASTERN SCOTLAND
	5 .1
	3 .4
	4 .6
	3 .2
	11.4
	7 .5

	EASTERN SCOTLAND
	6 .0
	5 .5
	5 .1
	4 .6
	13.2
	14.1

	SOUTH WESTERN  SCOTLAND
	9 .4
	8 .3
	7 .5
	6 .6
	20.8
	17.9

	HIGHLANDS & ISLANDS
	4 .1
	3 .7
	3 .6
	3 .3
	8 .3
	7 .6

	NORTHERN IRELAND
	8 .2
	7 .4
	7 .3
	6 .7
	17.6
	15.7


Source: Eurostat, August 2002

Appendix 3: Managed Migration Scheme

1.
The managed migration proposals envisage a co-ordinated strategy that facilitates the legal entry of migrants, in particular those who have the skills required by the UK economy, integrating them within our economy and society, and tackling illegal working. The priorities are to help those without work to find work, developing the skills and productivity of the existing population, encouraging better recruitment and training practices and making the most of other legal sources of labour, such as refugees. In doing so the economic and social objectives of delivering a fair, supportive and prosperous society can be achieved. 

2.
Work on the development of new schemes to support this has been continuing for some time. We are continuing to consult representatives of a number of sectors on the details of the proposed schemes.  Discussions are continuing with other sectors about the types of schemes which could benefit them. This paper outlines the current proposals for scheme design and operation. These proposals are yet to be agreed by Ministers and the detailed arrangements, particularly in the areas of matching individual workers with posts and the role, if any, of intermediaries, are still being considered.

Eligibility 

· Participants will be aged between 17 and 30 (consistent with changes to the working holidaymaker scheme and to focus the scheme on those less likely to have dependants).

· Participants will not be permitted to bring a spouse or dependants to the UK.

· There will be no recourse to public funds but there will be access to public services. This would primarily be health services.

· The schemes will be open to all nationalities.

Quotas

· Initial annual quota of 20,000 permits per sector. 

· This will be reviewed regularly and can be increased or decreased according to the needs of the sector and prevailing economic conditions. 

· Mechanisms for monitoring and managing the quotas will be put in place by WP (UK).

Jobs covered

· Jobs to be covered subject to agreement with the relevant sector bodies, trade unions and DWP. Hard-to-fill vacancies only will be included and regularly reviewed to identify any changes to this, or trends within the sector. 

· Any skill level within the agreed sector will be permitted.

· A person with no skills/qualifications could be approved depending on the job involved.

Application process

· Each individual issued with a permit clearly marked to differentiate from full work permits.

· Applications made by employers, for a particular person to do a particular job in a particular location. 

· In line with current proposals to charge for work permit applications and other after entry services, charging will apply to new schemes.

· Applications will provide the core information already received in existing work permit applications: details of employer and potential employee, the job, salary and location. 

· No requirement to have advertised these posts beyond Jobcentre+/ Job Bank. 

Length of permission

· Maximum period of 12 months for any one stay.

· Approval and entry at any time subject to quota still being available.

· No restriction on number of returns, provided the criteria continue to be met. 

· Applications cannot be made for an individual already in the UK

· Participants to leave at the end of the permitted stay.

· No extensions but further stay may be granted 3 months after the previous 12 month period expires.

· The schemes will not lead to permanent residence

Accommodation provision

· Employers would be expected to identify accommodation, or provide assistance in finding accommodation, unless a participant is able to make his/her own arrangements.

· Undertaking this would form part of the declaration signed by the employer when making the application.

· Deductions from wages for this should be made in line with National Minimum Wage legislation. 

Monitoring/ Evaluation

· Monitoring by Home Office (Work Permits (UK)) with input from sector bodies.

· Evaluation led by Home Office.  Based on analysis of data relating to employers and individuals supplemented by sample analysis and survey of employers and participants.  

Support and integration

· Participants would be provided with information relating to their rights and responsibilities as well as details of migrant community support groups and other bodies (IAS, JCWI etc).  

· Decision to be taken on English language support.

· Consideration is also being given to requiring sector bodies and employers to introduce support arrangements for participants in these schemes.

Immigration issues

· Intention to leave – it will be a fundamental part of the schemes that ECOs/IOs must be satisfied that the participant intends to leave at the end of the permitted stay in the UK before entry can be allowed. 

· Entry clearance – it is proposed to require entry clearance for all participants. This will enable entry clearance officers abroad to make an assessment of the applicant (intentions, personal circumstances, etc) and is consistent with the working holidaymaker scheme. 

· Leave to enter – leave should be given, as with the current work permit scheme, in line with the time given on the permit produced at the port of entry. 

· Switching – allowing switching from other categories, e.g. visitor, into this form of employment would not be allowed. Obtaining a permit before entry will be the only route into this scheme. Changes of employment within the scheme and switching from this scheme to a full work permit will be allowed, where the appropriate criteria are met. Switching into other categories (such as student) would also not be allowed, as this would provide an incentive not to return home.

· Extensions – extensions of stay beyond 12 months would not be allowed, participants will be expected to leave the UK at the end of their permitted stay. There should be no limit to the number of entries made under the schemes as stated above, provided the criteria are met, but applications can only be made for workers who are abroad.

Managed Migration Project Team 

November 2002
Appendix 4 Dundee Employment & Aftercare Project (DEAP)

The following provides a brief summary of the Project. We feel that DEAP provides a good practice case for recruitment and retention, which could be developed to help resolve some of the HR problems in Tayside’s food and drink sector. 
DEAP commenced in 1996, with funding for the first 4 years from the Urban Grant programme and for the next 2 years from the Social Inclusion Partnership (SIP) fund. Year 6 of the Project has involved joint ESF (European Social Fund) and SIP funding. Further SIP funding has been secured to March 2005. The Project is overseen by a private sector Board.

The aim of the project is to assist long-term unemployed, from the most deprived areas of Dundee, into employment and to support them in that employment. At the present time the Project covers SIP (I,II) and CED (Community Economic Development) partnership areas in Dundee.

The key elements of the service involve ensuring clients are “job-ready” through in-house training or referrals to other agencies as well as a 6-month employee aftercare programme. In 2002 more than 60% of DEAP clients stayed in employment beyond that 6-month period. In addition, 76% of clients who went for interviews were successful in securing employment. 459 clients were provided with training in Interview Techniques in 2002. In 2002 1,030 clients were placed into jobs via DEAP. A number of Dundee employers are involved including new “recruits” in 2002 Patak’s Foods, Tesco and Mpower. 

DEAP won a Best Practice award from the Scottish Urban Regeneration Forum in 2001.

5. Recommended Actions for SE Tayside and Food & Drink Businesses
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2. Identification of Recruitment & Retention Problems in Tayside’s Food & Drink Sector
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Figure 4 Dundee Ward Unemployment





Figure 5 Perth & Kinross Ward Unemployment





Figure 6 Angus Ward Unemployment





Source: Scottish Executive, 2002








PAGE  
9

_1105340559.xls
GVA

		Food & Drink GVA		1996		1997		1998		1999		2000		2001		2002		2003		2004		2005		2006

		Dundee		16.93		16.67		16.94		13.46		10.68		9.11		7.67		6.80		6.12		5.39		4.58

		Angus		33.1		37.8		38.6		39.4		38.7		37.7		37.0		37.0		37.3		37.5		37.6

		P&K		35.09		36.70		41.25		42.84		41.58		37.96		34.74		33.22		32.24		31.12		29.77

		Tayside		85		91		97		96		91		85		79		77		76		74		72

		GVA Growth

		Dundee				-1.5		1.6		-20.5		-20.6		-14.7		-15.8		-11.3		-10.1		-12.0		-15.0

		Angus				14.0		2.3		1.9		-1.7		-2.6		-1.8		-0.0		0.7		0.5		0.2

		P&K				4.6		12.4		3.8		-2.9		-8.7		-8.5		-4.4		-2.9		-3.5		-4.3

		Tayside				7.0		6.2		-1.2		-4.9		-6.8		-6.3		-3.0		-1.9		-2.2		-2.8

						1996-2006 average annual growth -1.2%





FTEs

		FTEs				1996		1997		1998		1999		2000		2001		2002		2003		2004		2005		2006
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