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Dear Supplier 
 
 
REQUEST FOR QUOTATION FOR: FOOD & DRINK SKILLS ENGAGEMENT RESEARCH  
 
We would like to invite you to submit your fixed price quotation, including any applicable 
VAT detailed separately, for the requirements set out below by 5pm on 14 February.  
Please show a breakdown of costs as detailed below.  No costs other than those shown 
in the quotation will apply. 
 
 
1. Introduction and Background 

 
Scotland Food & Drink (SF&D) is the industry leadership organisation tasked with driving 
responsible growth for the sector and building Scotland’s global reputation as a Land of 
Food and Drink.   The group is led by industry, supported by government and challenged 
to work across the whole industry.  Scotland Food & Drink, through its People & Skills 
Board, has a key role to play in overseeing the implementation and delivery of the Food 
& Drink Skills Investment Plan (SIP).   
 
Skills Development Scotland (SDS) is Scotland’s national skills body and contributes to 
sustainable economic growth by supporting businesses and people to develop and apply 
their skills.  Skills planning is a key remit for SDS and several sectoral SIPs have been 
published in support of this. One of which is the Food & Drink SIP.     
 
Published in 2017, the Food & Drink SIP is an industry-led, strategic document which sets 
out the key priorities for skills development within the sector.  The SIP is the main vehicle 
for driving skills investment in the sector – covering the four constituent sub-sectors of 
agriculture; fishing and aquaculture; food manufacturing; and drinks manufacturing 
– and its purpose is to ensure that the industry has access to the talent and skills it needs 
in the future. Employers have a key role to play by investing in their workforce, but it is 
also critical that the skills system is suitably flexible and responsive to deliver the pipeline 
of future talent into the industry.      
 
Although the implementation of the SIP is ongoing SDS, SF&D and partners have found 
it challenging to engage some employers in the sector around the skills agenda.  This 
research has been commissioned by SF&D in partnership with SDS, to understand 
why this is the case and to understand how skills engagement can be deepened 
across the industry in the future.    
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2. Why are we requesting this research? 

 
The Scotland Food & Drink 2030 strategy sets out its ambition to double annual turnover 
within the sector to £30 billion by 2030.   Success against this will be measured in various 
ways including: economic contribution; relative performance against competitors; 
business confidence and investment; and profitability.   
 
A skilled and productive workforce will be crucial in enabling the Food & Drink sector to 
achieve this ambition - employers require a pool of talent which can adapt to the evolving 
requirements of the workplace, embrace advances in technology and drive productivity.  
There are demand (employers) and supply (skills system) factors which will each play a 
role in ensuring a workforce that is fit-for-purpose, both now and in the future:   
 

1. Demand – Employers who engage with the skills system and invest in their 
workforce in order to access and develop the talent that they need to drive 
productivity and grow their business; and  

2. Supply – A responsive, flexible and adaptive skills system which can provide 
Food & Drink employers with the right volume of people with the right skills at 
the right time.   
 

The strategy explicitly recognises the role of skills in doubling turnover in the sector and 
has a clear vision of a “coherent and joined-up education and work-based learning 
programme” to support all businesses and drive forward growth.   
 
Realising this vision will require:   

• An understanding of employer perceptions around current provision;  
• A strong understanding of where the skills system is already working well and 

where improvements could be made;  
• Insight into the barriers that might be preventing employers from using the skills 

system; and; 
• A set of priority actions to focus effort around driving employer engagement with 

the skills system going forward.   

 
Recognising that there is a challenge in engaging some employers around the skills 
agenda, SF&D and SDS would like to commission consultants to engage with the industry 
to inform discussions and action in response to this.  This research will help SF&D, SDS 
and partners to understand the reasons behind the lack of engagement from some 
employers in the sector by asking questions about perceptions and expectations of the 
current skills system and how their future needs can be met.   
 
Establishing the reasons behind the lack of engagement should in turn enable us to 
support the People & Skills Board of SF&D to identify actions to maximise employer 
engagement in the skills system in the future.  The aim of this is to work towards a skills 
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landscape that is easy to navigate for both employers and people looking to work in the 
sector.   
 
The ultimate question for the research can be broadly described as:  What are the 
barriers that stop Food & Drink employers from engaging with the skills system and 
what can be done to respond to and overcome these barriers (drawing, where 
possible, on any existing areas of best practice within the industry)?   
 

Consultants should note that this brief refers to the “skills system” and this should 
be taken in the broadest sense.  For this work, the “skills system” will be defined as 
the following:    
 
Primary and secondary education   
Apprenticeships – Foundation, Modern and Graduate 
Further Education  
Higher Education   
Private Training Providers  
 
Consultants should be mindful of the need to use plain language throughout their 
consultations, ensuring that employers are aware of the breadth of provision which 
is included within this research.   

 
 
3. Methodology  
 
The appointed supplier is asked to detail the methodology that they would use to deliver 
this work.  While we have set out the key elements which we think should be considered 
within the research, we are looking for consultants to outline their own approach, to 
maximise results within the timescales and budget set out within this brief.    
 

3.1 LITERATURE REVIEW  
 
The appointed consultant should already have a strong understanding of the skills 
landscape within the Food & Drink sector, but we would also like the research to 
incorporate a literature review in order to set the context of the work.  This review should 
reflect the fact that Scotland’s Food & Drink sector is diverse, incorporating numerous 
subsectors whose skills needs will vary – agriculture; fishing and aquaculture; food 
manufacturing; drinks manufacturing.    
 
The literature review will be helpful in: 

• establishing what information is already available relating to skills engagement 
across the Food & Drink sector; 

• identifying the key gaps in knowledge and how the subsequent research design 
can seek to address some of these gaps;  

• Informing the design of the subsequent online survey and the topic guide. 
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The proposal should provide an overview of the documents which are intended 
to be included (this should ensure coverage across the different subsectors) 
but as a minimum, we would recommend that the reading list should include:   

  
• Ambition 2030:  Industry Strategy for Growth 

(https://foodanddrink.scot/resources/publications/ambition-2030-industry-
strategy-for-growth/) 

• Scotland Food & Drink Recruitment and Retention Toolkit:  
https://foodanddrink.scot/resources/toolkits/recruitment-and-retention-toolkit/ 

• Skills Investment Plan for Scotland’s Food & Drink Sector 
(https://www.skillsdevelopmentscotland.co.uk/media/40095/3093-sds-food-and-
drink-sip-digital-v3-11.pdf) 

• Skills Action Plan for Rural Scotland 
(https://www.skillsdevelopmentscotland.co.uk/media/45683/skills-action-plan-for-
rural-scotland-summary-report.pdf) 

• Skills Review for the Aquaculture Sector in Scotland 2018 
(http://www.hie.co.uk/regional-information/economic-reports-and-
research/archive/skills-review-for-the-aquaculture-sector-in-scotland.html) 

• Scottish Whisky Skilled Workforce ( https://www.scotch-
whisky.org.uk/media/1531/swa_skillsreport_web.pdf) 

• Skills themes within sector strategies (https://foodanddrink.scot/resources/sector-
strategies/) (https://foodanddrink.scot/resources/publications/food-tourism-
scotland/) 

The written output from the literature review should be concise and focus on the 
nature of employer engagement with the skills system, where the skills system is 
working well and where improvements could be made.  The review should identify any 
barriers to engagement which may be specific to particular sub-sectors, but also those 
which might be cross-cutting.     
 
Finally, the literature review should contain a section which sets out “What next” for this 
research.  This should clearly explain how the findings from the literature review will 
inform the design of the primary research to be undertaken through the employer 
engagement.   
 

3.2 EMPLOYER ENGAGEMENT  
 
The main objective for this commission is to consult with employers to gather their 
views on engaging with the skills system.  Again, we are looking for consultants to be 
innovative in their method but there are a number of elements which we would like to 
see within the methodology including an online survey and 1:1 employer consultations 
and workshops. Please give your reasons from your expertise if you choose not to include 
these.  
 

https://foodanddrink.scot/resources/publications/ambition-2030-industry-strategy-for-growth/
https://foodanddrink.scot/resources/publications/ambition-2030-industry-strategy-for-growth/
https://www.skillsdevelopmentscotland.co.uk/media/40095/3093-sds-food-and-drink-sip-digital-v3-11.pdf
https://www.skillsdevelopmentscotland.co.uk/media/40095/3093-sds-food-and-drink-sip-digital-v3-11.pdf
https://www.skillsdevelopmentscotland.co.uk/media/45683/skills-action-plan-for-rural-scotland-summary-report.pdf
https://www.skillsdevelopmentscotland.co.uk/media/45683/skills-action-plan-for-rural-scotland-summary-report.pdf
http://www.hie.co.uk/regional-information/economic-reports-and-research/archive/skills-review-for-the-aquaculture-sector-in-scotland.html
http://www.hie.co.uk/regional-information/economic-reports-and-research/archive/skills-review-for-the-aquaculture-sector-in-scotland.html
https://www.scotch-whisky.org.uk/media/1531/swa_skillsreport_web.pdf
https://www.scotch-whisky.org.uk/media/1531/swa_skillsreport_web.pdf
https://foodanddrink.scot/resources/sector-strategies/
https://foodanddrink.scot/resources/sector-strategies/
https://foodanddrink.scot/resources/publications/food-tourism-scotland/
https://foodanddrink.scot/resources/publications/food-tourism-scotland/
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All employer engagement approaches should outline how the consultants have 
considered the need to ensure that the sector is well represented in terms of sub-sector, 
location and size. We will require some help with the sampling. 
 

In summary, the objective of the employer engagement is to identify: 
• current levels (and nature) of engagement with the skills system; 
• activity where there is evidence of best practice in employers working with providers 

to successfully access/develop the skills they need; 
• any barriers that prevent employers from engaging with the skills system; 
• a set of actions to drive greater levels of engagement with the skills system in the 

future.   

 
3.2.1 Employer engagement approach   

 
Online survey – For the online survey, consultants should include within their proposal 
an overview of the:   
 

• the duration over which the survey should be delivered and the frequency of 
reminder emails;  

• topic areas and broad questions that would be included in the survey;  
• steps that would be taken to ensure adequate coverage of the sector;  
• steps that would be taken to guarantee maximum returns; and  
• ways in which the survey data would be complemented with more rich, qualitative 

information from employers to ensure that the research delivers an in-depth 
understanding of employer engagement within the skills system.     
 

The steering group will support with the distribution of the online survey (via their 
networks) to ensure the greatest possible return, but it would remain the responsibility 
of the consultant to design, deliver and analyse the survey.  Consultants should also work 
with the steering group to provide regular updates on uptake and highlight any areas 
where partners may need to drive/encourage engagement.   
 
1:1 Interviews – Consultants should aim to undertake around 30-40 employer 
consultations with employers as part of this work to ensure that we have a good sample 
of employers from across the industry.  In order to maximise the number of employers 
we engage through this work, most interviews should be conducted over the telephone.  
The steering group will help to identify companies to speak with to encourage a positive 
response to the research, however we may need some help with the sampling. 
 
The proposal should clearly set out the consultant’s approach to the carrying out the 1:1 
interviews, including a list of potential questions that would be included.  Topic guides 
should be produced in advance of the interviews and shared with the steering group for 
comment/approval.   
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Employer Workshops – Consultants should aim to deliver two to three workshops to 
hold focussed discussions with groups of employers from the same region or sub-sector. 
The steering group will aim to identify suitable events where workshop sessions can be 
included, meaning that there will be a captive audience.  No workshop dates have been 
agreed as yet, but the steering group will work closely with the consultants to agree these 
at the earliest opportunity.   
 

3.2.2 Suggested topic areas for employer engagement  
 
We would expect the appointed contractor to design a detailed set of questions for use 
in their engagement with employers.  The following areas are presented as suggestions 
to give an indication of the topics which we would like the survey to address:   
  

• Understanding the extent to which employers currently engage with the skills, 
education and work-based learning system: 

• What level of awareness do employers have of the current skills system – do 
they know more about some parts than others, i.e. apprenticeships, further 
and higher education provision?  Or are they more likely to know about 
industry specific courses?  What level of engagement do employers have 
with schools, FE, HE?  

• Are employers currently engaging with the skills system – if so, what does 
this engagement look like? 

• Do they know where to get information on opportunities that exist? Where 
or who are the most helpful?   

• Do employers feel that the current education system supports their needs - 
e.g. are schools leavers, FE, HE and MAs work ready and equipped with the 
skills employers need? 

• What modes of training, if any, do employers tend to favour – in-house, 
work-based learning, day release etc?   

• From which sources do employers recruit – FE, HE, school leavers, those with 
industry experience?    

• What influences choice of provider – location, cost etc?    
• Involvement in curricular/extra-curricular education projects? 

 
• Identifying education and work-based learning activity which is already 

coherent and joined-up:   
• Do certain businesses (or sub-sectors) and skills providers have effective 

working partnerships that produce positive results?  
• If so, what actions are they taking and how could they be applied elsewhere 

in the sector (engagement with businesses, training providers, FE/HE).   
• What do employers believe is driving this successful engagement?  What is 

the employer doing well, what is the provider doing well?   
• What elements of current delivery could be improved upon and where do 

gaps (if any) exist?   
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• What are the conditions that need to exist if this success is to be replicated 
elsewhere?   

  
• Understanding the reasons that industry do not fully engage with the skills 

agenda: 
• Are employers aware of the positive impact engaging could have on their 

business? 
• Do they know where to go for advice on their people and skills issues? 
• What are the specific challenges that employers are facing in engaging with 

the skills system?  
• Do employers have difficulties accessing specific types of education, skills or 

work-based learning? 
• Are industry expectations regarding recruits misguided or misplaced?  
• Is it possible to quantify or evidence the value of taking on young people?  
• Is terminology and jargon off-putting to employers?  
• How can “hard to reach” businesses be engaged?  What are their barriers?  

What factors are more likely to make a business hard to reach?  
• Could employers benefit from more direct support to increase their 

engagement?   
• What do employers see as being an incentive to engage more with the skills 

system? 

 
• Identifying actions to drive engagement in the future:   

• What are the actions that should be taken to drive industry engagement 
with the skills system? 

• Who should be involved in these actions? 
• What are employers’ new skills demands coming through? 
• How do they feel about the future e.g. with changing job roles, Industry 4.0 

and Brexit affecting people and skills issues for the business? 
• What are the biggest opportunities or concerns and what support do they 

need to address this?  
• What does an effective skills system look like to employers now and to meet 

their needs for the future? 
• Is there anything else that could be done to improve their recruitment and 

retention needs? 

 

We are keen to understand if there are certain factors which are more likely to drive (or 
indeed inhibit) engagement with the skills system. Therefore, in developing topic 
guides/surveys and analysing/synthesising the responses, consultants should be mindful 
of the need to identify patterns of behaviour depending on the following factors:   
• Sub-sector – agriculture; fishing and aquaculture; food manufacturing; drinks 

manufacturing.  
• Location – urban, rural and remote.    
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• Size – sole trader/micro, small, medium and large.  

 
3.3. STAKEHOLDER CONSULTATIONS  

 
The research methodology should also include a series of stakeholder consultations to 
deepen understanding of employer perceptions of the current skills systems.     
 

o Lantra  
o National Skills Academy for Food & Drink  
o Scottish Enterprise/Highlands & Islands Enterprise  
o Scotland Food & Drink  
o Seafood Scotland 
o Scottish Bakers   
o Scottish Association of Meat Wholesalers  
o Scotch Whisky Association  
o Scottish Salmon Producers Association  
o Skills Development Scotland 
o Food and Drink Federation Scotland  
o Scottish Agricultural Organisation Society 

 
The stakeholder consultations should be conducted over the phone or by email.  The 
proposal should set out the range of topics/questions that will be covered in 
conversations with stakeholders and this should also be shared with steering group 
members for comment and approval prior to initiating any of these consultations.   
 
4. Reporting and validating with industry  

 
The research should culminate in a report which draws together all findings from the 
literature review, online survey, and employer and stakeholder consultations.  The first 
draft of the report should be submitted to the steering group for comment. 
 
At this stage, consultants will attend a steering group meeting where they will present 
the findings from the research.  Steering group members will have an opportunity to 
feedback at this point.   
 
There will also be an industry validation session where the draft findings will be shared 
with a group of employers for their comment. 
   
 
5. Project Deliverables  

 
We expect that this commission will result in a number of deliverables.  The 
contractor is expected to:   
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• Produce a concise literature review which draws together existing evidence about 
the nature of skills engagement across the sector, where the skills system is 
working well and where improvements could be made.  
 

• Design and deliver an online survey to canvass employer opinion about their 
perceptions of and engagement with the skills system.   
 

• Design topic guides to inform 1:1 discussions with employers as well as 
stakeholders.  These should be shared with the steering group for comment, and 
ultimately sign-off ahead of their use with employers.   

 
• Around 30-40 employer 1:1 telephone interviews. 

 

• Around 10 stakeholder consultations, by telephone/email.  
 

• Produce a detailed draft report for the steering group which synthesises all of the 
findings from the research and is broadly structured around the following:   
 
• Introduction/context  
• Existing evidence from literature review  
• Findings from stakeholder interviews  
• Findings from the employer consultations (survey/interviews) 
• Priority actions  
• Conclusions  

 

6. Timescales and budget 
 
Quotes provided should include any travel costs (kept to a minimum).  The maximum 
budget for this work is £30,000 inclusive of VAT.  
 

KEY ITQ ACTIVITY DATE 

ITQ Issued  6 February 2020 

Tender closing date and deadline 14 February 2020 

Contract Award 21 February 2020 

Interim Report 13 March 2020 

Agreed draft reports 31 March 2020 

Agreed final reports 7 April 2020 
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7. Evaluation Criteria 
 
Any award of Contract shall be based upon the most economically advantageous offer 
received to complete the work within the timescales outlined. Scotland Food & Drink are 
not bound to accept the lowest priced or any quote and shall not be bound to accept the 
supplier as a sole supplier. Prior to being taken through to full evaluation, tenderers must 
evidence that they have the requisite experience and technical resources to undertake a 
commission of this nature. 
 
Expertise and Skills  

 
Provide details of your expertise in providing services to similar organisations. This 
should include: 

• Provide details of two previous contracts your company has undertaken that are 
similar in nature and scope to requirements. Details should include a description 
of the works carried out, the duration of the works, and the value of the contract; 
and indicate how well you performed. 

• Provide details of the personnel who will be involved in the provision of the 
requirement in the event of a successful bid. Details should include their name, job 
title, core skills, experience and relevant qualifications.  

 
8. Payment Terms  
 
Payment will be made by output as follows: 

• 50% upon project inception  
• 50% on submission of report  

 
9. ITQ Queries 
 
If you have any queries regarding this Invitation to Quote, these should be submitted no 
later than 12pm on 14 Feb 2020. Queries received after this may not be responded to. 
 
10. Submission Deadline 
 
The deadline for receipt of submissions is: 5pm on 14 Feb 2020. 

 
11.  Key Contact 
 
Jennifer McLachlan 
Industry Development Manager 
Scotland Food & Drink 
jennifer@foodanddrink.scot 
TEL: 07879 028 530 

mailto:jennifer@foodanddrink.scot

