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Economy, Energy and Fair Work Committee 
Construction inquiry 

City Building visit 
Monday 12 March 2019 

 
 
 
Meeting hosted by: Gavin Hay, Training Manager, Sharon McGrath, Head of 
Corporate Services, Lesley Quinn, Head of Business Support, Alan Burns, Depute 
Executive Director and Graham Paterson, Executive Director. 
Jane Gotts, founding partner and Director at GenAnalytics Ltd also attended the 
meeting. GenAnalytics published a report in January 2019 on Building Greater 
Diversity and Inclusion in the Construction Sector. 
Members in attendance: Jackie Baillie MSP 
 
Jackie Baillie also met with a number of joinery, electrician, plumbing, and painting 
and decorating apprentices.  
 
Training and Recruitment 
 
City Building has a 4-stage recruitment process for its apprenticeships. On average it 
receives 400 applications for 60 apprentice places.  
 

• Stage 1: Application to Glasgow Guarantee. 

• Stage 2: Testing and Interview – City Building does not look for formal 
qualifications, instead applicants are assessed on commitment, attitude and 
enthusiasm. There is also a literacy and numeracy test to ensure that the 
applicants would be able to complete the SVQ qualification and their hand skills 
are also tested. All 400 applicants will go through the testing stage and around 
180 will be invited to interview. As City Building meets with all of the applicants 
this helps the young people prepare for other opportunities even if they are 
unsuccessful securing a place with City Building. At interview applicants are 
asked questions like “why do you want to be a joiner?” and “what are your 
favourite 3 tools?” 

• Stage 3: Drugs and Alcohol Test 

• Stage 4: Offer of Apprenticeship 
 

As far as City Building is aware, Glasgow Guarantee help to signpost any applicants 
who have been unsuccessful, towards other opportunities.  
 
Apprentices are recruited for a mixture of trades including joiners, electricians, 
plumbers, painters, plasterers, tilers, heating engineers, lift engineers and 
administrators.  
 
30 candidates are from Wheatley Group properties. This means that City Building is 
helping some young people from the most deprived communities secure positive 
apprenticeship opportunities.  
 
It has been an SVQ approved training centre since 1995 and delivers SVQ 3 
qualifications in-house.  

https://www.glasgowguarantee.org/Account/LogOn?ReturnUrl=%2f
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City Building offers its apprentices additional support to help them progress through 
their training and development. This includes services like physiotherapy and youth 
guidance counsellors. There is a healthy living programme and City Building invests 
in their induction of apprentices to create as holistic an experience as possible.  
 
Apprenticeship Statistics 
 

• City Building has a total of 230 construction apprentices. This includes 13 admin 
apprentices. 

• City Building trains 4% of all craft apprentices in Scotland, but 20% of all the 
female craft apprentices in Scotland. 

• 6% of City Building’s craft apprentices are BME. This figure has remained 
relatively unchanged despite a proactive effort by City Building to attract more 
BME applications. They have done this through sponsorship of the Glasgow 
Mela and Young Asian Awards, as well as working with local community 
organisations such as BEMIS (Black and Ethnic Minority Infrastructure in 
Scotland) WSREC (West of Scotland Regional Equality Service) and YCSA 
(Youth Community Support Agency) to provide taster events where participants 
sample each of the craft trades alongside current BME apprentices.  

• 2 adult apprentices were recruited through City Building’s supported 
manufacturing factory Royal Strathclyde Blindcraft Industries. They 
commenced employment following work with pupils from Additionally supported 
learning schools.  

• 7 care leavers. The completion rate for care leavers is lower than the City 
Building average with around 70% completing their apprenticeships. There are 
particular challenges in engaging care leavers with their apprenticeship as they 
can become overwhelmed by their work environment. City Building gives these 
applicants additional support and try to encourage them as much as possible.  

• 90-95% of apprentices complete their apprenticeship with City Building 
compared to a national average of around 75%. City Building believes that its 
improved retention is due to the wrap-around support offered to apprentices 
and the whole apprenticeship package that is offered. 

• It has a target of having 50% of its apprentices from Wheatley Group homes by 
2021.  

 
Apprentice Induction 
 
City Building provides 4-weeks’ training at the start of the apprenticeship programme 
as an induction. This includes guidance on expectations and conduct (such as being 
polite, courteous and hard-working) and also emphasises the importance of health 
and safety.  
 
City Building regards itself as having a transitional influence on its apprentices’ shift 
from school pupils to working adults. City Building emphasised the importance of this 
factor in relation to the length of apprenticeship programmes. Gavin said that there is 
a temptation to dilute apprenticeships in response to pressure from industry to reduce 
the length of apprenticeships. However, whilst this would address the skill needs 
quicker and reduce the length of commitment from employers, City Building feels that 

https://www.base-uk.org/procurement/listing/city-building-glasgow-rsbi-llp
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apprentices need 4 years to become professional tradespeople with the appropriate 
skills and maturity to undertake fully-qualified paid work for clients.  
 
Gavin believes that the trainer/employer has a responsibility to encourage the 
apprentice to take pride in their work and consider the value they are placing on 
individuals and communities by creating nice buildings and places. This is part of the 
Citizenship Programme, which is an integral part of City Building’s apprenticeship 
training. During this programme the apprentices get the opportunity to volunteer and 
engage with local community organisations. This highlights the importance of 
involvement and pride in the local community. 
 
Apprentices also undertake a multi-trade awareness induction. This means that they’ll 
have a snapshot of other courses to increase their understanding of different trades 
and their relation to the work undertaken by the apprentice, as well as giving them 
insight into working with fellow tradespeople on various sites. 
 
The whole apprenticeship package is important. City Building manages the 
expectations of the apprentice, employer and trainer and seeks real-time feedback for 
on-site performance. Managing all of these processes and relationships means that 
apprentices can be more effectively tracked and supported through the process.  
 
Apprentice Awards 
 
City Building believes that it produces the best apprentices in Britain and this is 
qualified by the awards that its apprentices have successfully won, including the 
following: 

• Aiden Dearie  Best UK Painter and Decorator run by Skillbuild 

• Lisa Murphy 2nd place Painting Craft Teachers Association 

• James Morrow: Finalist City of Glasgow College Apprentice of the year 

• Jonnie Donnelly: Finalist BESA Scotland Awards 
 
Community Apprenticeship Projects 
 
City Building has 3 ongoing apprentice community projects in 2019. These are 
Caledonia Primary School, Barlia Football Centre and a Santa’s Grotto for the 
Glasgow City Chambers. In 2018, they undertook 16 projects including the design and 
construction of a playground bench as part of inclusion awareness at a primary school, 
the design and construction of bird boxes to encourage breeding of birds that are 
regarded as declining i.e. sparrows within a nursery and supporting the Trussel Trust 
local food banks with personnel and transport. 
 
Community Engagement 
 
City Building offers 250 work experience places per year for school pupils. Around 
10% of people who have done work experience then apply for a modern 
apprenticeship with City Building.  
 
During Apprenticeship Week, City Building ran 150 talent tasters to help prepare 
young people for the recruitment process.  
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In addition, 120 Talent Tasters for MCR Pathways are also run by City Building each 
year. According to the MCR Pathway website, MCR Talent Tasters are a chance for 
young people to try out work, further and higher education and cultural experiences 
through manageable, bite-sized sessions. They are designed by young people, for 
young people and to engage and inspire pupils with hands-on learning opportunities. 
They provide more options for young people to find their talents and focus on the 
pathways to achieve their ambition. 
 
People who are on these talent tasters can rotate around different skills areas to see 
what they like before applying for an apprenticeship.  
 
Skills Shortages 
 
As City Building invests heavily in apprenticeships and in-house training it has not 
experienced the same difficulties in accessing skills as other businesses. City 
Building’s retention of apprentices as full-time staff once they’ve completed their 
apprenticeship is very high (around 90%). Last year 2 apprentices out of 60 were not 
kept on by the business. Management positions are often also filled with internal 
applicants as City Building grows talent from within the company as part of their 
succession planning strategy. 
 
City Building felt that many of the large businesses who are very vocal about the skills 
shortage do not make this commitment to investing in training and apprentices. Some 
small businesses struggle to find the balance between short-term priorities securing 
work and longer-term strategic priorities such as innovation and training. City Building 
sees the long-term benefit of investing in a skilled workforce. 
 
The construction industry needs to take some responsibility for training the future 
workforce.  
 
City Building did say that recruiting electricians is currently challenging.  
 
Young people need to see case studies and role models to encourage them into a 
career in construction. The construction industry should be seen as a positive career 
choice with good wages and a good career journey, not as a last resort.  
 
Diversity 
 
City Building believes that increasing the number of adult apprentices would 
encourage more women to apply. It felt that women, in particular, are keen to learn 
trades later in life once they’ve had a chance to consider their career. Many would not 
have considered becoming a plumber for example, at 16.  
 
City Building offers excellent maternity leave provisions, which make them a more 
attractive employer to female applicants.  
 
City Building is proactive in targeting diversity and visits every secondary school in 
Glasgow to encourage applications from school leavers and raise awareness. City 
Building uses its Apprentice Ambassadors to visit primary and secondary schools and 
looks to match former pupils to return as ambassadors. Case studies and role models 

https://mcrpathways.org/our-young-people/
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are used to encourage diversity among candidates. For example, during interview one 
modern apprentice cited reading a newspaper article about Lisa (who has won several 
prizes as a painting and decorating apprentice at City Building) as the reason that she 
wanted to apply.  
 
Final thoughts 
 
City Building said that the bureaucratic audit trail required to access funding for 
apprenticeships can be off-putting and frustrating, particularly for smaller employers 
who do not have sufficient resources to dedicate the time needed to complete this 
process. The outcomes should be prioritised rather than processes. 
 
Whilst they may help address immediate skills shortages, shortened diluted 
apprenticeship courses are not sustainable. They devalue the crafts when they should 
be valued as a profession that people take pride in.  
 
Effective procurement has the potential to change mindset in the construction industry. 
10 years-ago swathes of the industry paid lip-service to health and safety, but 
behavioural change was achieved in public procurement processes. The quality 
questions in relation to Health and Safety carried higher weighted scores which 
resulted in more emphasis being placed on health and safety and suppliers were 
required to set out how they would achieve these standards. This is significant in 
keeping legal protections for workers. 
 
SDS quotas could be more flexible. For example, a contract is given for a certain 
number of apprentices and this cannot be altered throughout any financial year. This 
means the emphasis is on SDS’s financial year rather than being more flexible for 
employers and businesses. In addition, if an apprentice drops out of the programme 
there is no support for backfilling and giving more opportunities. 
 
 


