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Executive Summary 

Population forecasts show that the number of people of 60+ years will grow approximately 
7% every five years until 2023 and that the rate of growth of people over the age of 75 will 
continue to increase reaching a rate of 18% between 2018 and 2023.  In contrast, the 
number of young people will grow by approximately 1.5%.  This not only presents challenges 
in increasing participation in sport and physical activity but also in establishing a stable 
workforce which can service the changing sport and recreation needs of the post Games 
population in Scotland. 

 
This review and the resulting workforce development plan focuses specifically on delivering 
the 2014 Glasgow Commonwealth Games.  It is nevertheless acknowledged that any agreed 
actions and the timeframe for their delivery will need to take account of more immediate 
demands arising from legacy plans formulated for the 2012 London Olympic Games.   
 
The review examined the issues which impact on the development of a workforce which is 
appropriately skilled to deliver the Games Legacy.  The following conclusions have been 
drawn from a range of recent research and consultation with key agencies (listed in 
Appendix 1): 
 

¶ The Legacy workforce must be better equipped to deal with the needs of young 
people and the 60+ year age group if an increase in sport and physical activity 
participation levels is to be achieved 

¶ The trend towards individual activities outside of traditional built sports facilities 
necessitates that action is taken to ensure a robust supply of appropriately qualified 
coaches and instructors 

¶ Well developed interpersonal skills and enthusiasm are critical to the success of 
Community Sports Hubs and to encouraging non-participants to become more 
active as is a community/sport leadership style 

¶ The argument that people outside of sport have greater opportunity to influence 
ǇŜƻǇƭŜǎΩ lifestyle choices is supported by a number of agencies.  It is concluded that 
people in the health and open space sectors require greater understanding of the 
demands of activities for specific client groups.  Likewise, people working in sport 
and physical activity need greater knowledge and understanding of health issues 
relating to specific client groups 

¶ Education and Training provision overall is not adequately aligned with the needs of 
the Games Legacy.  FE and HE sectors are over-supplying the sector with people who 
have SVQ 4/5 or equivalent qualifications and who have unrealistic expectations of 
early yearsΩ employment which may be contributing to a high number of young 
people leaving the sector.  Sports Coaching and Sports Science provision needs to be 
balanced with sports leadership and health and physical activity programmes.  
Further, greater emphasis needs to be placed on developing core skills to a higher 
level.  In combination, these actions will assist in establishing an appropriately skilled 
workforce and may help retain talented employees in the industry. 

¶ The Curriculum for Excellence places significant emphasis on learning in health and 
wellbeing.  This initiative has the potential to motivate young people to develop a 
healthy lifestyle which continues into adult life.   Colleges and universities have an 
opportunity to build on this through increasing opportunities for students to 



Fiona Grossart Consulting 4 

 

participate in physical recreation and organised sport.  Further, there is an 
opportunity to encourage young people to translate their interest in health and well-
being into further education study in the sector by ensuring that qualifications are 
reflective of the employment opportunities available in the sector.   

¶ Developing and retaining experienced leaders and managers is essential to 
delivering the Games Legacy.  Whilst employers have a major role to play in 
motivating and developing employees, the FE and HE sector should provide more 
opportunities for work experience so that students are better prepared for entry 
into the sector.   Meeting the increasing demand for work placements is challenging 
for employers however.   Development of a mechanism which results in allocating 
placements to students and pupils who aspire to work in the industry or to courses 
which specifically prepare people for employment in the sector is therefore essential 
in order to manage this demand and maintain the co-operation of employers. 

 

¶ The economic climate is influencing the nature of training and development sought 
by employers and the voluntary sector.  Formal programmes of study, requiring 
regular attendance over a longer period no longer appear to meet their needs.  
Short, narrow focused CPD provision is more relevant to meeting the development 
needs of employees and volunteers, and especially in meeting the needs of 
community groups and volunteers striving to establish Community Sports Hubs.  
Existing CPD provision lacks the coherence necessary to help individuals readily 
access and acquire a knowledge and skill set which meets individual and 
organisational needs, however.  This also potentially undermines the pathway for 
volunteers to enter employment in the sector. 

¶ Overall, more information is required to ensure effective deployment of volunteers 
and employees expertise.  Development of a database which ƛŘŜƴǘƛŦƛŜǎ ƛƴŘƛǾƛŘǳŀƭǎΩ 
skills and how and where these skills are being utilised will help facilitate this.  
Further development of the Skills Gateway framework operated by Skills 
Development Scotland and volunteer management initiatives being considered by 
Volunteer Development Scotland may provide a foundation on which to build a 
comprehensive database which meets the needs of the sector.  
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Introduction     
The Commonwealth Games taking place in Glasgow in 2014 is seen as a unique opportunity 
to ŘŜƭƛǾŜǊ ŀ ƭŀǎǘƛƴƎ ƭŜƎŀŎȅ ŦƻǊ {ŎƻǘƭŀƴŘ ŦƻŎǳǎŜŘ ƻƴ ƎŜǘǘƛƴƎ Ψ{ŎƻǘƭŀƴŘ ǇƘȅsically active with 
people living long, healthy ƭƛǾŜǎΩ ŀǎ ǎŜǘ ƻǳǘ ƛƴ ǘƘŜ {ŎƻǘǘƛǎƘ DƻǾŜǊƴƳŜƴǘΩǎ ǇǳōƭƛŎŀǘƛƻƴ Ψ! 
DŀƳŜǎ [ŜƎŀŎȅ ŦƻǊ {ŎƻǘƭŀƴŘΩ1.   
 
It is anticipated that the Games will be a catalyst for more people engaging in activities 
relating to physical activity and sport and will go some way to improving the health of the 
nation and the lifespan of its residents.   
 
Research undertaken by the Centre of Sport, Physical Education and Activity Research 
(SPEAR), Canterbury Christ Church University2 into the impact of major sporting events and 
participation concluded that the 2012 Olympic Games may have a positive impact on the 
frequency of participation amongst current or lapsed participants in sport or formal physical 
activities.  Of particular significance to Scotland, given its poor health profile, is the finding 
that the Games might discourage non-participants from formal sport but may encourage 
them to ŎƻƴǘŜƳǇƭŀǘŜ ΨǇƘȅǎƛŎŀƭ ŀŎǘƛǾƛǘȅ ƛƴ ǘƘŜ ŎƻƳƳǳƴƛǘȅ ǊŀǘƘŜǊ ǘƘŀƴ ǎǇƻǊǘΩΦ  It concludes 
that provision for non-participants should be through local or culturally relevant 
opportunities and that ŀƴȅ ƭŜǾŜǊŀƎŜ ǘƘŜ DŀƳŜǎ Ƴŀȅ ƘŀǾŜ ƛǎ ŘŜǇŜƴŘŜƴǘ ƻƴ ǇŜƻǇƭŜ ƘŀǾƛƴƎ Ψŀ 
positive engagement with ǘƘŜ ƘƻǎǘƛƴƎ ƻŦ ǘƘŜƳΩΦ 
 
These findings provide endorsement of the principles of the Active Nation and Community 
Sports Hub developments identified within the Active Scotland strand of the Games Legacy 
for Scotland document.  The Active Nation initiative places emphasis on the importance of 
fun and feeling good whilst being active.   This, in turn, has shaped the Community Sports 
Hub development which is founded on principles of socialisation and community 
development and which is recognised as one positive means to deliver the Active Nation 
objectives.  These developments, in combination with on-going initiatives focused on 
performance sport and coaching, can help realise the desired increase in participation in 
sport and physical activity. 
 
Labour Market information identified by SkillsActive in 20053 shows that employee figures 
are growing by approximately 3.2% per annum with projected growth by 2014 of around 
19%.  Whilst this is encouraging, the data also shows that there is no exponential 
relationship between forecast industry growth and employment growth as shown below:   
 
 
 
 
 
 
 
 
 
 
 

                                                 
1
 The Scottish Government (2009) A Games Legacy for Scotland 

2
 Weede et al (2009) A Systematic Review of the Evidence Base for Developing a Physical Activity and 

Health Legacy from the London 2012 Olympic and Paralympic Gamesô, Canterbury: SPEAR 
3
 SkillsActive (2005), Skills Needs Assessment for Active Leisure and Learning in Scotland 
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Figure 1 Forecast Industry Growth 
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   Source Data: Sector Skills Assessment, SkillsActive 2005 

 
Figure 1 shows forecast employment growth lagging behind the sport and recreation sector 
growth with the exception of outdoor activities.  Employment opportunities are decreasing 
as a consequence of the current recession and public sector cuts in particular.  Consequently, 
this gap between industry growth and employment is only likely to widen as the positive 
impact of the Games on participation is realised.   
 
The significance of creating and servicing opportunities for non-participants to take part in 
more informal, recreational activities which are both active and fun, necessitates 
examination of the existing workforce with a view to ensuring that it not only has the 
capacity but also the capability to meet the needs of these potential new participants to 
active recreation.  As reinforced by the SPEAR research, this must be balanced by capacity 
and capability to meet the needs of those who wish to return to or increase participation in 
formal and elite performance sport.   Without such a workforce, the sustainability of the 
DŀƳŜǎΩ ƭŜƎŀŎȅ ǿƛƭƭ ōŜ ǎŜǊƛƻǳǎƭȅ ŎƘŀƭƭŜƴƎŜŘΦ 
 
This review examines the nature of the workforce required to meet the needs of {ŎƻǘƭŀƴŘΩǎ 
active residents and communities.  It draws conclusions with regard to actions required to 
establish an appropriately skilled and knowledgeable workforce who can help deliver the 
Active Nation legacy.  Notwithstanding, it is accepted that legacy plans formulated for the 
2012 London Olympic Games and Paralympic Games may place more immediate demands, 
as yet unknown, on the sport and recreation workforce which may necessitate modifications 
to the workplan founded on the evidence and conclusions presented in this report.   
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Methodology 
The review comprised document analysis and a combination of telephone and face-to face 
interviews with representatives of a range of agencies with an interest in the Active Nation 
legacy (see Appendix 1 for list of consultees). 
 
The purpose of the review was to: 

¶ Identify significant demographic changes which impact on the nature of the 
workforce required to deliver the legacy 

¶ Identify significant characteristics of the active learning and leisure workforce 

¶ Identify workforce skills required to deliver the legacy and emerging skills gaps 

¶ Evaluate existing training and development provision against the forecast legacy 
workforce requirements 

¶ Identify ways in which training and development provision can be refined and also 
further developed to support the development of a workforce which is appropriately 
equipped to deliver the Games legacy 
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Factors influencing Demand 
 

Demography 

 
Figure 2 Population Growth 2008 ς 2023 
 

  2008 
 

(000s) 

2013 
 

(000s) 

Growth 2018 
 

(000s) 

Growth 2023 
 

(000s) 

Growth 
018 - 023 

Growth 
08 - 023 08-013 013-018 

0-155 914 906 0.88% 923 1.88% 933 1.00% 2.00% 

16-29 953 965 1.25% 912 -5.50% 869 -4.90% -9.70% 

30-44 1065 1006 -5.54% 1009 0.30% 1,068 5.80% 0.30% 

45-59 1068 1132 5.99% 1139 0.60% 1,049 -8.50% -1.80% 

60-74 776 830 6.96% 894 7.70% 954 6.30% 22.90% 

75+ 393 433 10.18% 484 11.78% 570 17.80% 45.00% 

  5169 5272 1.20% 5361 1.69% 5,442     

Source Data: Projected Population of Scotland (2008-based), General Register Office, Scotland, 2010 

 
There are a number of issues identified in the population forecast which have significance 
for workforce planning related to the Commonwealth Games legacy: 
 

¶ The decline of over 5.5% in the 30-44 year age group in the years leading up to the 
Games  

¶ The decline of 5.5% in the 16-29 year age group in the years immediately before and 
after the Games 

¶ The on-going average 6.5% rise in the 60 ς 74 year age group in the years before, 
during and after the Games  

¶ The increasing rate of growth in the 75+ year age group from 2008 ς 2023 which 
shows an average rise of approximately 11% up until 2018, followed by a further 
sharp rise in growth rate of 17.8% between 2018 and 2023, more clearly illustrated 
in Figure 3 below:  

 
Figure 3 Forecast Population Growth 2008 - 2013 

 
 Source Data: Projected Population of Scotland (2008-based) General Register Office, Scotland, 2010 
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The impact of the these changes in demography, most particularly in the 60+ year group, is 
likely to be all the greater since the overall population growth is only 5.2%.  As Figure 4 
below shows, the percentage of the population of 60+ years is forecast to grow from 22% to 
27.5% between 2008- 2022 whilst the 0-15 year old population remains fairly static and the 
16-59 year old population declines. 

 
Figure 4 Population Forecast by Age Group 2008 - 2023 

 
     Source Data: Projected Population of Scotland (2008-based) General Register of Scotland 

 
In terms of workforce planning, the needs of the increasing population of 60+ year olds must 
be to the fore when considering the knowledge and skills required to motivate and sustain 
participation in physical activity in Scotland.   
 
{ŎƻǘƭŀƴŘΩǎ ƴŀǘƛƻƴŀƭ ǎǘǊŀǘŜƎȅ ŦƻǊ ǎǇƻǊǘΣ wŜŀŎƘƛƴƎ IƛƎƘŜǊ4, focuses solely on sport and the 
objectives of increasing participation and improving performance in sport.  It is not 
unreasonable to argue that the challenges of delivering these objectives will become all the 
ƎǊŜŀǘŜǊ ŀǎ ŀ ŎƻƴǎŜǉǳŜƴŎŜ ƻŦ {ŎƻǘƭŀƴŘΩǎ ŎƘŀƴƎƛƴƎ ŘŜƳƻƎǊŀǇƘȅΦ  ²ƛǘƘ ŦŜǿŜǊ ǇŜƻǇƭŜ ǿƘƻ ŀǊŜ 
of an age to be attracted to sport, it is imperative that coaches are equipped to attract 
young people into sport and have specialist knowledge to meet the psychological, emotional 
as well as technical sporting needs of this age group.   
 
The demographic profile, perhaps more distinctly, highlights that the workforce must be 
adequately prepared to meet the needs of an older population.  The findings of the SPEAR 
(2009)5 research are particularly significant in this context and support the argument that 
the Commonwealth Games Legacy workforce must understand the health and activity needs 
of the 60+ year population in particular and must also be able to deliver a wide range of 
recreational, fun opportunities for people to be physically active, without the pressure that 
comes with taking part in competitive sport.  CƛƴŘƛƴƎǎ ŦǊƻƳ {ǇƻǊǘ 9ƴƎƭŀƴŘΩǎ !ŎǘƛǾŜ tŜƻǇƭŜ 
survey6  and related Market Segmentation profiles7 show that keeping fit and meeting 
friends are the main motivators to participation amongst the 60+ year old population.  

                                                 
4
 Scottish Executive (2007) Reaching Higher: Building on the Success of Sport 21 

5
 Weede et al (2009) A Systematic Review of the Evidence Base for Developing a Physical Activity and 

Health Legacy from the London 2012 Olympic and Paralympic Gamesô, Canterbury: SPEAR 
6
 Sport England Active People Survey is the largest sample (over 360,000 people) survey of 

participation in sport and recreation undertaken and is updated annually - 

http://www.sportengland.org/research/active_people_survey.aspx 
7
 Sport England Market Segmentation profiles are derived from the Active People Survey data - 

http://www.sportengland.org/research/market_segmentation/market_segmentation_overview.aspx 
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Consequently, engaging this population requires a workforce which can create not only a 
programme of appropriate low intensity physical activities but can also create the social 
atmosphere demanded by this older population.   {ǇƻǊǘ 9ƴƎƭŀƴŘΩǎ aŀǊƪŜǘ {ŜƎƳŜƴǘŀǘƛƻƴ 
profiles identify walking, swimming, bowls, keep fit, fishing and golf as being popular 
amongst this group. 
 
Overall, it is imperative that the Games Legacy workforce has a detailed understanding of 
what motivates different client populations to participate in sport.  Knowledge and 
applƛŎŀǘƛƻƴ ƻŦ {ŎƻǘƭŀƴŘΩs new sport market segmentation tool will help enable this. 
 

Participation 
The 2008 General Household Survey shows the importance of walking to the participation 
figures ς a rise of 25% when walking is included.   The participation profile also shows a 
declining trend when walking is excluded.  Of equal significance to this review is the nature 
of the most popular activities: swimming, multi gym/weights; keepfit/aerobics; cycling; golf 
and football.  These activities reflect a move away from formal sporting activities, especially 
those of a structured competitive nature and a partial move away from sports facility-based 
activity.  It is encouraging to note, however, that these most popular activities have an 
image which is strongly related to health improvement which, if further developed, could 
make a significant contribution to the Games legacy. 
 
In terms of workforce development, it is recognised that these popular activities, with the 
exception of football, are generally not pursued as a team activity, and therefore often 
require specialist individual support and instruction.  Consequently, this specialist knowledge 
needs to comprise client-group specific aspects e.g. health, emotional and physical 
development aspects as well as the technical aspects of performance if participation is to be 
encouraged and sustained.  The demographic issues, cited above, would seem to indicate 
that knowledge specific to young people and those of 60+years is a particular requirement.    
It also appears that support and advice may increasingly be required in facilities and 
amenities other than built sports facilities to accommodate the widening range of keep fit 
activities and volume of walkers. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Factors Influencing Demand 

Conclusions: 

¶ Sports coaches must have specialist knowledge and skills which 

reflect the needs and motivations of young people 

¶ The Legacy Workforce must be equipped to meet the needs and 

motivations of the 60+ year age group 

¶ The Legacy Workforce must have the knowledge and skills to 

support and deliver physical activity opportunities, not just sport 

¶ Support and advice needs to be available not just in sports/leisure 

centres but in locations where walking and keep fit activities are 

popular 
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Sport and Physical Recreation Provision: Drivers of 
Change 

Community Sports Hubs 
/ƻƳƳǳƴƛǘȅ {ǇƻǊǘǎ Iǳōǎ ŀǊŜ ǎŜŜƴ ŀǎ ƳŜŀƴǎ Ψǘƻ ƛƴŎǊŜŀǎŜ ǘƘŜ ƴǳƳōŜǊ ƻŦ ǇŜƻǇƭŜ ƻŦ ŀƭƭ ŀƎŜǎ 
ǇŀǊǘƛŎƛǇŀǘƛƴƎ ƛƴ ǎǇƻǊǘ ŀƴŘ ǇƘȅǎƛŎŀƭ ŀŎǘƛǾƛǘȅ ƛƴ ƭƻŎŀƭ ŎƻƳƳǳƴƛǘƛŜǎ ŀŎǊƻǎǎ {ŎƻǘƭŀƴŘΩ8.   A 
particular challenge in relating the needs of Community Sports Hub providers to any 
workforce development plan is the fact that the organisational structure of the hubs is non-
prescriptive.  Indeed, consultation findings appear to suggest that each Sports Hub will be 
unique in structure: it may be community/volunteer or local authority initiated and 
managed, or may be a combination of both.   Moreover, funding is likely to come from a 
range of sources and, therefore, funding criteria and related drivers are also likely to vary.  
Consequently, the needs of this newly labelled provider will be strongly influenced by the 
degree of involvement of the local authorities through which initial sportscotland funding is 
being channelled.   
 
The process of trying to establish the Inch Park Community Sports Club began in 1992 by 
volunteers at Lismore Rugby Club.  Now established, this model is being hailed as a 
successful Community Sports Hub by sportscotland along with the Spartans Community 
Football Academy Edinburgh which has already attracted plaudits for its work in attracting 
young people.  Conclusions can be drawn from these initiatives regarding the likely 
requirements of Sports Hub staff (paid and/or unpaid) in terms of knowledge and skills.   
Leaders of these developments are unanimous in their view that personal qualities such as 
ŜƴǘƘǳǎƛŀǎƳ ŀƴŘ ŀ ΨŎŀƴ-ŘƻΩ ŀǘǘƛǘǳŘŜ ŀǊŜ ŦǳƴŘŀƳŜƴǘŀƭ ǘƻ ǘƘŜ ǎǳŎŎŜǎǎŦǳƭ ƭŜŀŘŜǊǎƘƛǇ ŀƴŘ 
management of the venture and that the more functional management skills can be 
acquired thereafter.  This emphasises the social nature of Community Sports Hubs and 
explains why social /interpersonal skills are so important in their management and 
development. 
 
The emphasis on personal attributes, in combination with potentially different 
organisational structures, creates a need for opportunities for those involved in managing 
the hubs to acquire knowledge and a skill set which reflect the distinct needs of their own 
sports hub and its local community.  Consequently, respondents were adamant that a range 
of CPD provision is more desirable than formal full-time education and training provision.  
Key knowledge and skills identified as CPD requirements are (in no particular order): 

¶ Leadership 

¶ Social understanding 

¶ Ability to represent the local community and communicate with local authority 
officers and other agenciesΥ ƛƴǘŜǊǇŜǊǎƻƴŀƭ ǎƪƛƭƭǎ ŘŜƳƻƴǎǘǊŀǘŜŘ ǘƘǊƻǳƎƘ ŀ ΨŎƻƳƳǳƴƛǘȅ 
youth-ǿƻǊƪŜǊ ŀǇǇǊƻŀŎƘΩ 

¶ Ability to organise 

¶ Basic financial management skills 

¶ Basic grounds maintenance 

¶ Facility management 

¶ Negotiation skills 

¶ Ability to motivate 
 

                                                 
8
sportscotland (2010) Community Sports Hubs Briefing Note 
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Sports Hub staff will also require an understanding of physical activity as well as sport if the 
full contribution of these Hubs to increasing participation is to be realised. 
 
Of additional and significant interest is the view that local authority officers require a high 
level of understanding of, and ability to communicate with, members of the local community 
who are involved with community sports hubs.  Council officers are seen as being risk averse.  
Consequently, there is a need for local authority officers to exemplify similar characteristics 
to those of volunteers involved in these initiatives: positive attitude, able to identify 
alternative solutions and ability to communicate with a wide range of individuals. 

 

Health 
{ŎƻǘƭŀƴŘΩǎ ǇƻƻǊ ƘŜŀƭǘƘ ǇǊƻŦƛƭŜ ŀƴŘ ǊƛǎƛƴƎ ƻōŜǎƛǘȅ ƭŜvels are at the heart of the Active Nation 
development.  Scottish Natural Heritage in partnership with NHS Health Scotland is leading 
initiatives which are creating opportunities to participate in activity in open spaces and the 
country.  Their success is dependent on the workforces of both organisations having an 
understanding of the relationship between activities taking place outdoors and the benefits 
to physical and mental health.  There is therefore a need to ensure that those involved in the 
outdoors, and those in the healthcare sector who prescribe activity, have adequate 
knowledge and understanding of the nature and demands of appropriate activity for 
different client groups.  
 
Delivering the Active Nation objectives is reliant not only on encouraging currently active 
people to increase their rate of participation but, arguably of greater significance to 
{ŎƻǘƭŀƴŘΩǎ ŦǳǘǳǊŜ ǿŜƭƭ-being, encouraging non-participants to change their lifestyle and get 
more active.   The consultation found consensus in the view that influence from a range of 
people is required before an individual will actually embrace an active lifestyle.   The 
majority of the sport and recreation workforce has limited opportunity to influence the 
behaviour of non-participants.  Rather, it is those people involved in the health and social 
ŎŀǊŜ ǇǊƻŦŜǎǎƛƻƴǎ ǿƘƻ ƘŀǾŜ ƎǊŜŀǘŜǎǘ ƻǇǇƻǊǘǳƴƛǘȅ ǘƻ ƛƴŦƭǳŜƴŎŜ ǇŜƻǇƭŜΩǎ ƭƛŦŜǎǘȅƭŜΦ  ¢ƘŜǊŜ ƛǎ 
therefore evidence to suggest that delivering the Games legacy requires a workforce who 
understands the nature and demands of appropriate physical activity for specified client 
groups as well as a workforce which can meet the sporting needs of people. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Providing Sport and Physical Recreation: Drivers of Change 

Conclusions: 

¶ Interpersonal skills, enthusiasm and motivation are critical success 

factors in managing and developing Community Sports Hubs 

¶ CPD provision rather than formal education and training 

provision is more relevant to the needs of Community Sports Hubs 

¶ Local Authority staff require the ability to communicate with a 

wide range of individuals and community groups and also to 

develop alternative approaches to resolving problems  

¶ People involved in the open space and healthcare sectors require 

adequate knowledge and understanding of the nature and demands 

of appropriate physical activity for specified client groups 

¶ People working in the sport and recreation sector require greater 

knowledge and understanding of health issues in order to better 

meet the needs of an aging and/or newly active population 
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Delivering Sport and Recreation Services: Workforce 
Profile 
 
The most recent SkillsActive assessment9 identified a number of issues which are 
particularly ǎƛƎƴƛŦƛŎŀƴǘ ǘƻ ǘƘŜ ŘŜǾŜƭƻǇƳŜƴǘ ƻŦ ŀ ǎƪƛƭƭǎ Ǉƭŀƴ ŦƻǊ ǘƘŜ ΨƭŜƎŀŎȅΩ ǿƻǊƪŦƻǊŎŜΥ 
 

Age 

 
Figure 5 Age Breakdown of the Scottish Workforce, 2008 
 

 
Base: All employment (including self-employed) 
Source: SkillsActive derived from annual average LFS 2008 

 
The figure above shows the high percentage of 16-24 year olds working in the sport and 
recreation sector in comparison to the whole economy.  The 12% drop in the number of 25-
34 year olds suggests a high attrition rate amongst the younger 16-24 year old group.  
Moreover, there is a further 3% drop in the number of 25-44 year olds yet an 11% increase 
in the number of 45+ year olds in the sector which may suggest people either entering the 
sector for the first time or people returning to the sector later in their career.  In 
combination, these factors pose a particular challenge to the establishment of a legacy 
workforce for the following reasons: 
 

i. The number of 16-29 year olds is forecast to drop by 5.5% between 2013 and 2018 
which may present recruitment challenges at a critical time in establishing the 
Games Legacy  

ii. The implication is that the attrition rate is due to unrealistic expectations of young 
people, poor pay or the nature of the work unattractive: each of which is difficult to 
address in an era of severe economic constraints and in a sector which is driven by 
the need for often repetitive work relating to the management of health and safety. 

 
Other issues emerge from the above profile:  there are fewer 45+ year olds working in the 
sector in comparison to the whole economy which prompts some concern about the 
experience of senior managers in the sector.  This is especially concerning given the drop in 
the number of 35-44 year olds in comparison to 25-34 year olds.  It seems fewer people are 
staying in the sector throughout their professional career and that the range and volume of 
expert knowledge and experience which comes from longer periods of continuous service 
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may be diminishing in the sector.   It is important to establish what level of position these 
older people hold in order to ensure the most experienced and best qualified people are 
leading and managing the sector.   
 
The forecast drop in the population of 16-29 year olds in combination with the number of 
young people exiting the sector may result in even fewer experienced and qualified 
managers and leaders.   This is particularly relevant in the years immediately following the 
Games.  It is therefore imperative that labour turnover and the number of young people 
leaving the sector are reduced. 
 
Addressing these concerns requires managers and leaders who are capable of: 

¶ Managing organisational culture 

¶ Managing change 

¶ Management performance 
 
In addition, the training and development sector requires to ensure students are better 
prepared for employment in the sector e.g. have opportunity to undertake work experience 
during their studies and so opportunity to develop realistic expectations of work and reward 
in the profession. 

 

Gender 
The sport and recreation sector is male dominated with just 38% of female employees.  
Further information is required about the gender profile of senior managers in sport and 
recreation and within each of public, private and voluntary sectors.  Regardless, there is 
benefit to be gained from identifying female role models who may encourage more women 
to pursue a career in sport and recreation management. 

 

Qualifications  

 
Figure 6 Employment by qualification level in Scotland, 2008 

 
 Source: Sector Skills Assessment, Skills Active, 2010 

 
Figure 6 shows that the sport and recreation sector compares favourably with the rest of the 
economy in terms of qualification with the exception of the volume of people qualified 
below SVQ level 2 or equivalent.  The SkillsActive Sector Skills Assessment states that 19% of 
workers in sport and recreation are qualified to a level below SVQ Level 2 or equivalent and 
39% are qualified to SVQ Level 4/5 or equivalent.  The report also suggests that the health 
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and fitness sector has a similar profile.   A particular strength of the workforce is that 43% of 
employees are qualified to SVQ Level 2/3 or equivalent. 
 
The high percentage of people qualified to a high level may be a reflection of the range of 
HNC/D and degree level programmes available in the FE/HE sector.  Nevertheless, this 
profile when reviewed in the context of the age profile discussed above further highlights 
the need to identify what posts the higher qualified employees hold.   The comparatively low 
volume of 45+ year old employees suggests that some of the better qualified staff are 
amongst the younger people who are leaving the sector after only a few years.   It is 
important to retain these young people in order to ensure the sector has experienced and 
well qualified managers and leaders in the post Games years.  It is also essential to establish 
a management culture in the sector which nurtures some of the less qualified employees 
and enables and motivates them to develop their knowledge and experience and remain in 
the sector for much longer.   
 
A nurturing and motivating management culture cannot deliver a sustainable workforce 
alone however.  Findings from the consultation undertaken in this review show that 
organisations are now less likely to support an employee through a formal qualification 
ǿƘƛŎƘ ǘŀƪŜǎ ǎƻƳŜ ǘƛƳŜ ǘƻ ŎƻƳǇƭŜǘŜ ŀƴŘ ǘƘŀǘ ŜƳǇƭƻȅŜǊǎΩ ǇǊŜŦŜǊŜƴŎŜ ƛǎ ŦƻǊ ǎƘƻǊǘŜǊΣ ƳƻǊŜ 
ŦƻŎǳǎŜŘ ΨŎƘǳƴƪǎΩ ƻŦ ƭŜŀǊƴƛƴƎ ǿƘƛŎƘ ŘƛǊŜŎǘƭȅ ǊŜƭŀǘŜ ǘƻ ǘƘŜ ǎǇŜŎƛŦƛŎ ƴŜŜŘ ƻŦ ǘƘŜ ƻǊƎŀƴƛǎŀǘƛƻƴΦ   It 
is evident that employers are looking for a shorter-term return on investment in an 
ŜƳǇƭƻȅŜŜΩǎ ŘŜǾŜƭƻǇƳŜƴǘ ǿƘƛŎƘΣ ƛƴ ǘǳǊƴΣ ƛǎ ŘǊƛǾƛƴƎ ƛƴŎǊŜŀǎŜŘ ŘŜƳŀƴŘ ŦƻǊ ǎƘƻǊǘ /t5 ŀŎǘƛǾƛǘƛŜǎΦ 
 
Similarly, employees are challenged to commit to attending programmes over several 
months or more because of the shift-based and seasonal nature of the job which leaves 
them unable to guarantee time off to attend.  They, too, appear to be increasingly attracted 
to shorter periods of study. 
 
The issues identified in the employment profile, in combination with the attrition rates of 
younger employees, strongly indicate: 
 

¶ a need to review the effectiveness of the higher qualified workforce: it is not known, 
for example, at which level these individuals are employed nor their age.   Although 
a low volume of graduate-level jobs may partly explain the high attrition rate 
amongst younger people, another explanation is that senior managers are not 
necessarily practising effective people management.  Is this because some are less 
well equipped to manage young people who are entering the profession with higher 
level qualifications and sometimes unrealistic expectations?   The fact that 39% are 
highly qualified and 34% are over the age of 45 years suggests that age is not an 
indicator of qualification. 

¶ the need for CPD provision through which people can acquire knowledge in bite-
sized chunks that, in turn, leads to opportunities to claim credits against recognised 
qualifications  

¶ that maturity and, possibly, experience are fundamental to a sustainable workforce 
¶ a need for a management culture in the sector which places more emphasis on 

nurturing and motivating staff, especially new entrants to the sector 
 

Employment Status 
SkillsActive data for the whole Active Leisure, Learning and Well-being sector show that 46% 
of 36,800 employees in the sport and recreation sector work part-time, that there is an 
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equal proportion (39%) of full-time and part-time employees in the health and fitness sector 
and that the majority of employees (48%) work full-time in the outdoors sector.    It should 
be noted that some jobs are seasonal, however, which may account for the high volumes of 
part-time workers. 
 
Figure 7  Employment by job status in Scotland, 2008 

 
 
Research undertaken by KKP on behalf of sportscotland and SkillsActive 10 in 2005 found that 
50% of coaches, instructors and activity leaders worked less than 15 hours per week which 
could indicate unrealised potential within the existing workforce which could be released to 
help service the delivery of the Games legacy.   The KKP data also indicates that the ratio of 
managers/leaders to non-management roles is remarkably small: 
 
Figure 8 Sport 21 Workforce Job Profile 

 
      Source Data: Sports 21 (2003-07) Workforce and Training Needs 

 
The size of the sport and recreation, health and fitness and outdoors workforce is 44,600.  It 
is apparent from the figure above that there is a need to ensure there are appropriately 
skilled leaders in these sectors who are ensuring workforce skills are used effectively to 
increase participation in physical activity as well as sport. 
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Volunteer Workforce 
Volunteers are fundamental to sport and to delivering the Games Legacy.  According to the 
Scottish Sports Association and sportscotland there are some 146,000 people involved in 
sport as volunteers11.   
 
The 2007/08 General Household Survey12 found that the most deprived areas produce fewer 
volunteers involved in sport and exercise and that the most popular activities amongst 
volunteers were those involving children.  The SkillsActive Sector Skills Assessment also 
found that recruiting volunteer sports officials, office bearers, coaches, teachers, instructors, 
ŀŎǘƛǾƛǘȅ ƭŜŀŘŜǊǎ ŀƴŘ ƻǇŜǊŀǘƛƻƴŀƭ ΨƘŜƭǇŜǊǎΩ ƛǎ ōŜŎƻƳƛƴƎ ƛƴŎǊŜŀǎƛƴƎƭȅ ŎƘŀƭƭŜƴƎƛƴƎΦ 
 
The findings are not encouraging in terms of establishing the Legacy Workforce.    Serving 
the increased demand of a more active population will require more volunteers, as well as 
paid employees.  Indeed, the emerging focus on community-based activities as a means to 
increasing participation implies a greater need for volunteers than paid employees in the 
legacy workforce.   
 
Recruitment and management of volunteers is clearly an issue for the Legacy Skills Plan.   
Consultation with volunteer-ǊŜƭŀǘŜŘ ŀƎŜƴŎƛŜǎ ŦƻǳƴŘ ǘƘŀǘ ǘƘŜ ǘŜǊƳ ΨǾƻƭǳƴǘŜŜǊΩ ƛǎ ǘǳǊƴƛƴƎ 
people away from volunteering:  the term seems to imply a formalising of an activity that 
some people regard ŀǎ ΨƳŜǊŜƭȅ ƘŜƭǇƛƴƎ ƻǳǘΩΦ   Lǘ ƛǎ ŀƭǎƻ ŦƻǳƴŘ ǘƘŀǘ ƳƻǘƛǾŀǘƛƴƎ ǇŜƻǇƭŜ ǘƻ 
volunteer and to develop their skills through volunteering is best achieved through 
testimonials and social networking. 
 
New approaches to attracting people from deprived areas to volunteering activities relating 
to sport and exercise need to be adopted.  The emphasis on social issues within the Active 
Nation and Community Sports Hub development suggests that there is scope to use this 
approach in relation to volunteering.  Rather than emphasising the actual activity i.e. 
sport/exercise/physical activity, it may be more attractive to emphasise the social benefits of 
volunteering which, in turn, may encourage people to take up physical activity through the 
act of volunteering.  
 
Continued popularity of volunteering in child-focused activities will not meet the needs of 
the population post 2014.  The forecast demographic changes necessitate the establishment 
of a volunteer workforce that is motivated and equipped to work with people over the age 
of sixty as well as children. 
 
Whilst many of the needs of volunteer coaches are serviced by Governing Bodies of Sport, 
sportscoachUK and sportscotland, the activities undertaken by other volunteers in sport 
evidence a different skill set: 
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 Briefing paper for MSPs: Membersô Business Debate 17 September 2008, Volunteer Development 

Scotland, 2008.  This is likely to relate to formal volunteering. 
12

 Scotlandôs People Annual report: results from 2007/2008 Scottish household Survey, Scottish 

Government, 2009 
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Figure 9  Volunteer activities in sport in Scotland 

 
      Source: Sector Skills Assessment, Skills Active, 2010 

 
It is likely that many of the volunteers identified above work in a sports club environment, of 
which there are approximately 13,000 in Scotland13.    Sports clubs may have opportunity to 
access guidance and support from their Governing Body and other sport agencies.  The 
sportscotland briefing note on Community Sports Hubs in combination with the findings of 
consultation with those involved in establishing community sports clubs and the SPEAR 
research signify a likely increase in initiatives/clubs which are not sport specific and whose 
representatives, mainly volunteers, may not have access to such support or guidance.  
Consequently, there is a need to increase opportunities through which people can develop 
the skills required to fund, establish, manage and develop these initiatives or clubs.  The 
identification of development pathways may be useful in this context. 
 
The expertise of the existing 146,000 volunteers has never been defined.  It is therefore 
impossible to determine how effectively this expertise is deployed.  In order to more 
accurately identify the needs of the volunteers who can support the delivery of the Games 
Legacy it would be beneficial to generate more detailed information about the nature and 
use of volunteer expertise in sport and physical activity. 
 

Managing Volunteers 
Many of the issues identified relating to volunteering have implications for the management 
of volunteers.  The increasing challenge in recruiting volunteers generally and, consequently,  
possible challenges in recruiting volunteers to  deliver the Games Legacy emphasises the 
need for people (paid and unpaid) who are skilled in motivating and developing volunteers 
as well as in the effective deployment of volunteers in terms of skills and also location. 
 

Coaching, Teaching and Instructing 
The Scottish Household Survey (2008) found that 26% women compared with 18% of men 
received some form of sports tuition.  Keep Fit, Multi Gym/weights and yoga/pilates were 
the most sought after types of tuition.  This reinforces the argument that people are moving 
away from formal sport and that, arguably, maintaining a healthy profile is a motivator to 
activity.  In pursuing the recommendation that community-based activity is likely to be more 
successful in raising activity levels in Scotland, a robust supply of qualified coaches and 
instructors in these more individual activities is a likely requirement. 
 
The demographic profile also highlights differing needs in terms of coaching.  Younger 
people are more likely to pursue the traditionally recognised sport development pathway of 
performance sport whilst the growing elderly population is more likely to pursue a more 
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recreational, experiential pathway to enjoyment, socialising and health.  Consequently, the 
need for tutors who have specialist knowledge relating to specific client groups is desired: a 
view which is supported by sportscoachUK in the UK Coaching Framework document14.   
Further weight to the argument is found in the challenges faced by Scottish Disability Sport 
ƛƴ ΨŦƛƴŘƛƴƎ ǘƘŜ ǊƛƎƘǘ ǉǳŀƭƛǘȅ ƻŦ ŎƻŀŎƘŜǎ ŀǘ ǇŜǊŦƻǊƳŀƴŎŜ ƭŜǾŜƭΩΦ  Lǘ ƛǎ ŦŜƭǘ ǘƘŀǘ ǇŜƻǇƭŜ ƛƴ ƪŜȅ 
teaching and tutoring roles do not have the necessary skills to deal with disability and 
inclusion issues. 
 
The focus on meeting the needs of people with a range of disabilities is a reminder that the 
Active Nation and Community Sport Hub developments are inclusive, therefore requiring 
that opportunities to develop knowledge and skills relating to dealing with special needs are 
readily available.  Moreover, the increasing number of elderly people in Scotland is likely to 
increase the range and scale of special populations such as those relating to stroke, diabetes 
and arthritis thus strengthening this argument.   This need is further compounded by the 
implications of mainstreaming special education.  Active School Co-ordinators, physical 
education teachers and other staff and volunteers involved in the delivery of physical activity 
in schools must also ensure they are equipped to deal with special needs pupils and 
community users. 
 
! ŦǳǊǘƘŜǊ ƛƳǇƭƛŎŀǘƛƻƴ ƻŦ ǘƘŜ ŘŜƳƻƎǊŀǇƘƛŎ ŦƻǊŜŎŀǎǘ ŀƴŘ {ŎƻǘƭŀƴŘΩǎ ǇŀǊǘƛŎƛǇŀǘƛƻƴ ǇǊƻŦƛƭŜ ŦƻǊ ǘƘŜ 
Legacy Workforce Plan is that coaches of formal sport may not be best placed to meet the 
needs of non-active and older client groups in Scotland.  Many activities appropriate to the 
populations cited above are delivered by instructors, not sports coaches.  Moreover, the 
activity focus of Community Sports Hubs may not necessarily be on formal sports activities.  
With their strong social emphasis, it is likely a Community Sports Leadership approach will 
be more effective in attracting community participation in Active Nation initiatives. 
 
A more general concern is the need to ensure that standards of coaching, teaching and 
instructing are appropriate, high, consistent and maintained.  sportscoachUK and REPs are 
acting to address this and the success of REPs, in particular, demonstrates the value of 
criteria-driven accreditation as an appropriate means to setting and maintaining standards.   
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Delivering Sport and Physical Recreation: Workforce Profile 

Conclusions: 

¶ Effective leadership and management is fundamental to realising 

the full potential of the paid and unpaid workforce 

¶ Action to encourage more women to pursue a career in sport and 

recreation management is required 

¶ More research is required to ensure workforce expertise is being 

used effectively    

¶ Managing organisational culture, change and performance are 

skills which are essential to addressing the attrition rate of young 

people from the profession and to reducing labour turnover 

¶ There is a need to ensure young people entering the profession 

with SVQ Level 4/5 qualifications do not have unrealistic 

expectations regarding their career advancement and pay 

¶ Formal qualifications which require lengthy study to complete are 

not attractive to employers and becoming less attractive to 

employees as a means to employee development  

¶ Alternative approaches to recruiting volunteers is required with 

more emphasis on óhelping outô than on volunteering 

¶ Volunteer management and development skills are essential to 

delivering the Games Legacy 

¶ Opportunities for self-motivated volunteers to acquire knowledge 

and skills relating to funding, establishing, management and 

developing community clubs/initiatives is required to support the 

development of Community Sports Hubs  

¶ There is a need for CPD activities which are narrow in focus and 

short in length  

¶ CPD provision needs to enable development of a coherent skill set 

to enhance employability or better reflect the needs of the 

operating environment 

¶ The quality of CPD provision for the sector should meet the 

standards expected by employers and volunteer leaders 

¶ Mechanisms to identify volunteer expertise may help better utilise 

these skills and direct the development of volunteers 

¶ Forecast demographic changes require more volunteers who are 

equipped to work with older age groups 

¶ The development of community and/or sports leadership skills 

appear to be more appropriate than sports coaching skills to 

meeting the needs of the increased elderly population and new 

active population following the 2014 Games 

¶ Sports coaches, teachers, instructors and community sports 

hub/sports club leaders require specialist health and technical 

skills-based knowledge and understanding relating to working with 

specific client groups, and in particular, young people, 60+ year 

groups and special  populations including stroke, diabetes and 

arthritis as well as those with formally recorded physical and 

learning impairments 

 

 



Fiona Grossart Consulting 21 

 

Recruitment, Skills Needs and Skills Gaps 

 
The Scottish Employer Skills Survey 2008 (SESS) found that 55% of vacancies in the Active 
Leisure, Learning and Well-being sector were classed as hard to fill.  Positions most difficult 
to fill in the sport and recreation sector are: 
 

¶ instructors 

¶ coaches 

¶ sports players 

¶ sports and club officials 

¶ leisure assistants 

¶ stewards 
 
Lack of relevant qualifications, skills or experience is cited amongst the reasons for these 
recruitment difficulties. 
 
The SESS reports the following skills gaps and skill requiring improvement: 
 
Figure 10 Skills Gaps and Deficiencies 
 

Skills Gaps Skills Most Requiring Improvement              
(in addition to those listed as gaps) 

Customer Handling 
Oral Communication 
Problem Solving 
Team Working 
Planning and Organising 

Literacy  
Numeracy 
Written communication 
Basic Computer literacy 
 

 
It is worth noting that the majority of these skills are principle components of many sport 
and recreation qualifications, especially SQA qualifications which are founded on the 
development of core skills and National Occupational Standards.  Yet, despite the fact that 
42% of the workforce is qualified to SVQ Level 4/5 or equivalent, these skills are deemed to 
be missing or requiring improvement by employers.  This anomaly is further evidenced in the 
KKP research which identified the following training needs: 
 

¶ leadership skills for strategic managers, service heads and policy staff 

¶ delivery of effective coaching 

¶ report writing 

¶ customer care 
 
Consultation with the health sector also highlights the need for knowledge and 
understanding of Child Protection legislation and related issues.  bI{ IŜŀƭǘƘ {ŎƻǘƭŀƴŘΩǎ 
Physical Activity Strategy Workforce Development Plan (2004) 15highlighted several skills 
gaps prior to the announcement that Glasgow had won the bid to host the 2014 
Commonwealth Games: 
 

¶ Motivational interviewing 

¶ Exercise consultation skills 
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¶ Skills relating to specific to population groups ς chair-based exercise, walk leaders 

¶ Developing partnerships 

¶ Influencing skills 

¶ Knowledge of physical activity recommendations relating to frequency, duration and 
intensity 

 
Delivering the objectives of Active Nation requires the realisation of a lifestyle change in 
many sectors of the population.  It is all the more imperative that these skill gaps are 
addressed in the Legacy Workforce Plan. 
 
These issues suggest closer scrutiny of the content of sport and recreation qualifications and 
training programmes is required to ensure they are addressing these skills development 
needs and skills gaps.   
 
Unsurprisingly, interpersonal skills, people management, communication and financial 
management, identified as key skills in the report, show a strong correlation with the skills 
requirements of Community Sports Hubs.    
 
 
 
 
 
 
 
 
 
 
 
 
 

Recruitment, Skills Needs and Skills Gaps 

Conclusions: 

¶ Core skills, leadership, customer care and child protection should 

feature in sport and recreation qualifications 

¶ Addressing the skills gaps identified by Health Scotland are 

essential if changes in lifestyle are to be achieved 

¶ The skills gaps and deficiencies identified indicate there is scope 

for increasing the relevance of the content of some sport and 

recreation qualifications 

¶  Work experience is fundamental to better preparation for 

employment in the sport and recreation sector 

¶ Good interpersonal skills and a positive attitude are major 

contributors to delivering the Games Legacy and should be taken 

into account when recruiting students to FE and HE programmes 

of study 
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Developing the Legacy Workforce: Education and 
Training Provision 
 
There are many education and training providers who are of some or potential relevance to 
the Legacy Skills Workforce Development Plan.  Key agencies include: 
 

¶ Scottish Qualifications Authority (SQA) 

¶ Further and Higher Education 

¶ Institute of Sport and Recreation Management (ISRM) 

¶ Institute of Sport, Parks and Leisure (ISPAL) 

¶ National Governing Bodies of Sport 

¶ Sports Leaders UK 

¶ Coachwise 

¶ sportscotland 

¶ Skills Development Scotland 

¶ Volunteer Development Scotland 

¶ Private training agencies 

¶ Public and private sector in-house training providers 
 

Further and Higher Education 
Recent audits of {ŎƻǘƭŀƴŘΩǎ Further Education College16 and University17 sport and recreation 
provision, commissioned by Scottish Universities Sport, found that in session 2008-09 3,354 
FE and 3,447 HE students were enrolled in sport-related programmes: a combined total of 
6,801and ŜǉǳƛǾŀƭŜƴǘ ǘƻ му҈ ƻŦ ǘƘŜ ǇŀƛŘ ǿƻǊƪŦƻǊŎŜ ƛƴ {ŎƻǘƭŀƴŘΩǎ ǎǇƻǊǘ ŀƴŘ ǊŜŎǊŜŀǘƛƻƴ ǎŜŎǘƻǊΦ   
This signifies an over-supply of potential employees which is partially driven by the funding 
formula employed by the Scottish Funding Council and the autonomy of colleges and 
universities.  Despite this apparent over-supply of potential labour, the most recent Sector 
Skills Assessment identifies challenges in recruiting coaches, instructors and leisure 
attendants.  This raises some concern about the profile and quality of programmes offered 
in the Further and Higher Education sectors. 
 
Figure 11 Percentage of Sport and Recreation FE Students per SCQF level 
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17

 Audit of Sports Provision in the Higher Education Sector in Scotland , John Taylor, University of 
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  Source: Fiona Grossart Consulting, 2009 
 

Most HE programmes are SVQ Level 4 and above whilst uptake in FE is highest in SVQ Level 4 
or equivalent sport and recreation programmes.  As stated earlier in this report, this may 
explain why the qualifications profile of the sector shows a higher percentage of people 
qualified to SVQ Level 4/5 or equivalent and supports the view that unrealistic aspirations 
may be a reason why so many young employees are leaving the sector. 
 
The recruitment challenges may also be a reflection of the lower number of people who are 
less well qualified.  It may be suggested that there is a need to recruit more people to lower 
level programmes of study which produce people who aspire to the positions which have 
been identified as difficult to fill.   
 
Whilst FE and HE providers have a responsibility to ensure students develop realistic 
expectations of their early employment years, employers also have an obligation to ensure 
young people with potential are nurtured and given opportunities to develop their 
knowledge and skills, thus possibly motivating them to stay in the sector.  Managing 
expectations and enabling realisation of potential is fundamental to establishing the 
workforce needed to deliver a sustainable Games Legacy. 
 
The finding that coaches and instructors are difficult to recruit is surprising since the FE Audit 
found that the dominant programme offered in the 24 colleges who responded is HNC/D 
Sports Coaching with Sport Development which attracts approximately 34% of the total FE 
intake.  It must be noted however that the number of students successfully completing the 
programme is likely to be much lower than that for enrolment (almost 30% lower in 200718).  
Nevertheless, the seemingly high volume of students enrolled in this programme is a 
concern in light of the KKP research finding that only 50% of coaches appear to work more 
than 15 hours a week19.    
 
Sport Science dominates HE provision although there is a widening range of programmes 
being offered in comparison to previous years which does little to address the recruitment 
challenges being faced by the sector. 
 
Figure 12  Number of Institutions providing sport-related programmes in Higher 

Education Sector 

 
   Source: J. Taylor, 2010 
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Fiona Grossart Consulting 25 

 

¢ƘŜ ΨƻǘƘŜǊΩ ŘŜƎǊŜŜǎ ǇǊƻǾƛŘŜŘ ōȅ ƛƴǎǘƛǘǳǘƛƻƴǎ ǿŜǊŜ ƭƛǎǘŜŘ ŀs: 

¶ Sports engineering 

¶ Sport journalism; and 

¶ Sports therapy 
 
Data provided by SkillsActive in 200620 indicates that approximately 50% of students leaving 
programmes within the SkillsActive footprint enter full-time employment whilst a further 
20% go onto further study: a higher proportion in comparison to other sectors (9%).   More 
research is required to produce a more specific profile of sport and recreation course 
graduates particularly in terms of the nature/focus of employment or further study entered.  
 
An encouraging aspect is that the vocational qualifications which are most popular in FE 
respond to some of the industry needs set out earlier: 

¶ SVQ Instructing Exercise and Fitness 

¶ SVQ Activity Leadership 

¶ REPS2 Accreditation 
 
It is also worth noting the increase in the number of HE students completing coach 
education awards ς 400 in total in 2008-09. 
 
A key issue of concern in terms of FE and HE provision is the fact that despite high volumes 
of student enrolments, significant skills gaps or skills requiring improvement are still being 
identified by the sector.  This signifies a need for more involvement of employers in the 
design and, perhaps, delivery of sport and recreation programmes in Scotland, particularly in 
higher level programmes given that strong and effective leadership skills are essential to 
sustaining the Games Legacy. 
 
The FE/HE sector appears to offer little in the way of CPD provision in the form of focused, 
short courses and workshops which could meet the growing needs of the sector.  Whilst the 
lack of funding available for CPD programme development is an issue, it may also be colleges 
and universities are constrained to conform to a university or college standard programme 
format which is appropriate to CPD.  A further constraint is the deteriorating economic 
environment in which universities and colleges are operating and striving to thrive.  
Institutions are looking to making efficiency savings derived from arguably, a more generic 
approach to programme design and to increase revenue through demand led provision, 
some of which is led by student rather than employer demand.   
 
There are new opportunities emerging, however, which may address some loss of specialism 
to sector-specific programmes.  For example, the pooling exercise currently being explored 
in the higher education sector through the Scottish Universities Collaboration in Sport and 
Exercise Science (SUCSES, formerly SUSRAG), is likely to extend beyond research and 
facilitate pooling of teaching expertise.  This has the potential to raise the quality of input in 
some establishments and help ensure a common standard of teaching in specialist subjects.  
This initiative needs to extend beyond sport science, however, to impact on other 
programmes such as sport management for example. 
 
Further, the Scottish Colleges Network is proactive in its efforts to further develop the 
ŎƻƴǘǊƛōǳǘƛƻƴ ƻŦ {ŎƻǘƭŀƴŘΩǎ ŎƻƭƭŜƎŜǎ ǘƻ ǊŀƛǎƛƴƎ ǇŀǊǘƛŎƛǇŀǘƛƻƴ ƛƴ ǎǇƻǊǘ ŀƴŘ ǇƘȅǎƛŎŀƭ ŀŎǘƛǾƛǘȅΦ  
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Research undertaken by Best and Randak21 found that although colleges have truly 
embedded sport and physical activity in college culture, the introduction of the Curriculum 
for Excellence in Scotland22, in 2010 is an opportunity to address this through further 
developing provision in sport and physical activity.  The Curriculum for Excellence, {ŎƻǘƭŀƴŘΩǎ 
new curriculum for 3 ς 18 year olds, places significant emphasis on learning in health and 
wellbeing.  This initiative has the potential to motivate young people to develop a healthy 
lifestyle which continues into adult life.   The Scottish Colleges Network recognises an 
opportunity to build on this through increasing opportunities for students to participate in 
physical recreation and organised sport as Best and Randak recommend in their report.  
Further, there is an opportunity to encourage young people to translate their interest in 
health and well-being into further education study in the sector by ensuring that 
qualifications are reflective of the employment opportunities available in the sector.   
 

ISRM/ISPAL 
The Institute of Sport and Recreation Management (ISRM) has its own qualifications 
framework which comprises programmes which are focused on technical, supervisory, 
events and business management topics.  Full membership of the institute can only be 
acquired through successfully completing a Higher Professional Diploma which is offered in 
partnership with City and Guilds and delivered through distance learning or self-directed 
study.  
 
Both ISRM and the Institute of Sports Parks and Leisure (ISPAL) offer one-day workshops and 
seminars which go some way to meeting identified needs.  Nevertheless, it seems that the 
uptake of these opportunities is from local authorities, employees of whom make up the 
majority of membership of these organisations.   
 

Other Relevant Developments (indicative only) 
 
SQA 
The Scottish Qualifications Authority (SQA), supported by partners including Volunteer 
Development Scotland, is in the process of developing a new Group Award  based on the 
Personal Best programme developed in England as a means to enhancing the employability 
of those currently furthest removed from  employment through skill development and 
volunteer work for the Olympic Games.   The objective of this new SQA Group Award is to 
deliver the same outcomes for the Commonwealth Games.  The Award is in the latter stages 
of development and its content will be confirmed shortly at which point its potential value 
to delivering the Games Legacy may be more clearly determined.    It may be that a modified 
version of the programme may be required to meet the needs of a wider audience of day-to-
day volunteers, however. 
 
In light of earlier findings, it is pleasing to note that the SQA is in the process of reviewing its 
sport coaching programmes.   As a direct consequence of this review and consultation, SQA 
will now use the findings of this research to inform the review of these programmes thus 
providing a timely opportunity to address identified issues of concern. 
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sportscotland 
sportscotland has been proactive in supporting Scottish Governing BoŘƛŜǎ ό{D.Ωǎύ ŎƻƴŘǳŎǘ 
ǿƻǊƪŦƻǊŎŜ ŘŜǾŜƭƻǇƳŜƴǘ ŀǳŘƛǘǎ ǘƻ ƘŜƭǇ ƛƴŦƻǊƳ ǇǊƛƻǊƛǘƛŜǎ ŀƴŘ ŦƻŎǳǎΦ  мп {D.Ωǎ ƘŀǾŜ ƎƻƴŜ 
through a workforce process and sportscotland has been working to support sports in the 
interpretation of results and the production of subsequent delivery plans.  
 
sportscotland is in the process of establishing regional sporting partnerships in Scotland to 
support the development of sporting pathways throughout the country. This regional 
approach will provide an opportunity to connect national, regional and local priorities, which 
in turn will help ensure the balance of coach supply to demand at a regional and local level.  
 
sportscotland is committed to supporting the development of sport and sports coaches in 
Scotland and it is unsurprising, therefore, that CPD provision for coaches is better developed 
than that for people involved in physical activity.  There are currently 48 tutors and 
delivering 330 sportscoachUK courses, along with UKCC qualifications in Scotland.  In 
addition, sportscotland has invested £2.5m over a four year period to subsidise candidates 
achieving coach education qualifications.   
 
Nevertheless, consultation findings show that there remains concern about what self-
employed coaches are doing to enhance their professional development. 
 
Another potential issue for coaching is the sustainability of the supply of coach-tutors.  In 
recognition of this, sportscotland is working with the SQA to develop an award for tutors in 
sport. 
 
Other sportscotland activities include: 

¶ the Women into Sport pilot initiative ς a mentoring model to encourage women to 
progress through the UKCC levels which may help address the gender imbalance in 
sport  

¶  Positive Coaching Scotland ς a programme which seeks to address cultural issues in 
coaching and increase the fun element of participating in sport which is of particular 
relevance to delivering the Games Legacy, particularly in light of the SPEAR research 
conclusions 

 
Clearly, much is being done to support and develop coaches and it is essential that the 
effectiveness of these initiatives is evaluated.  To this end, the outputs and outcomes may 
be more easily measured if SGBs, local authorities and other agencies employing coaches 
developed a common database to help update the profile of coaches and coaching in 
Scotland. 
 
Perhaps unsurprisingly, the focus regarding coaches appears to be on elite performance and 
high achievement at the Games.    There is now a need to focus on the effective deployment 
of coaches in the years following the Games as a means to capturing participants who may 
wish to return to formal sport or those who wish to increase their current level of sports 
activity.  Moreover, cognisance needs to be taken of the trend towards individual and non-
competitive activities.  Consequently, the training of instructors in addition to coaches is 
needed. 
 
Volunteer Development Scotland (VDS) 
A welcome development is the very recent signing of a concordat between VDS and 
sportscotland as a means to better supporting volunteers in sport and managers of 
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volunteers in sport.  An implementation group has been formed to plan and drive actions 
which meet the agendas of both organisations with an initial focus on the development of a 
programme of training for managers of volunteers in sport. 
 
 
Scottish Sports Association (SSA) 
hŦ ǇŀǊǘƛŎǳƭŀǊ ƛƴǘŜǊŜǎǘ ƛǎ ǘƘŜ {{!Ωǎ ƛƴǾƻƭǾŜƳŜƴǘ ƛƴ ƻŦŦŜǊƛƴƎ ƛƴǘŜǊƴǎƘƛǇǎ ǘƻ ǎǘǳŘŜƴǘǎΦ  ¢ƘŜǊŜ ŀǊŜ 
now 8 interns in place which offer practical experience to students studying sport and 
recreation.   
 
Scottish Disability Sport (SDS) 
SDS is rolling out a 1 day programme, Disability Inclusion Training, across the Active Schools 
network.  This programme is now being targeted at schools and colleges as a means to 
raising understanding of the needs of people with a wide range of disabilities.   
 
Skills Development Scotland 
A range of short courses are available through learndirect which appear to match some of 
the skills gaps identified in the research.  Leadership and management programmes offered 
may help address some of the skills deficiency issues identified in the research.  The 
development of on-line courses may be particularly attractive in the sector. 
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Developing the Workforce: Education and Training Provision 

Conclusions: 

¶ There is an over-supply of SVQ Level 4/5 or equivalent sport and 

recreation graduates of the FE and HE sectors  

¶ There is little provision focused on community or sports leadership 

¶ CPD provision appears most developed in sports coaching 

¶ Servicing the training needs of managers of volunteers in sport 

and volunteers is at an early stage of development 

¶ More provision of SVQ Level 1 / 2 or equivalent programmes is 

required to produce people who aspire to filling lower skilled jobs 

which are difficult to fill 

¶ Greater co-ordination of developments is required to ensure skills 

gaps are addressed although there is some evidence to show this is 

beginning to happen slowly, but perhaps not at the rate required to 

support the Games Legacy immediately after 2014 

¶ Closer examination of Skills Development Scotland leadership and 

management programmes is required to ensure they meet the 

specific needs of the sector 

¶ The quality and content of HE and FE sports coaching 

programmes should be reviewed to reduce recruitment difficulties 

¶ The Curriculum for Excellence creates an opportunity for FE and 

also HE to develop young peopleôs interest in participating in and 

studying sport and physical activity through delivery of a wider 

range of participation opportunities and development of 

qualifications which reflect employment opportunities 

¶ CPD provision is incoherent in terms of sector needs and 

awareness of it appears limited to specific client groups e.g. 

membership groups 

¶ Work experience is fundamental to better preparation for 

employment in the sport and recreation sector 

¶ Good interpersonal skills and a positive attitude are major 

contributors to delivering the Games Legacy and should be taken 

into account when recruiting students to FE and HE programmes 

of study 
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Appendix 1  
 

 

Consultees 

 

Inch Park Community Sports Club 

Institute of Sport and Recreation Management 

Institute of Sport, Parks and Leisure 

NHS Health Scotland 

PMR Leisure 

Scottish Colleges Network 

Scottish Judo 

Scottish Qualifications Authority 

Scottish Sports Association 

Scottish Swimming 

Scottish University Sport 

SkillsActive 

Skills Development Scotland 

Spartans Community Football Academy 

sportscoachUK 

sportscotland 

SPORTA 

Scottish Universities Collaboration in Sport and Exercise Science (SUCSES) 

VOCAL 

Volunteer Development Scotland 

 


