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1.  PURPOSE OF REPORT 

 
1.1 To update Committee on progress and activity currently being undertaken 

within People & Organisational Development in relation to our Developing 
the Young Workforce (DYW) commitments and Employability 
Programmes to support people, and in particular, young people in our 
communities, into employment as a means of supporting and developing 
our workforce for the future and responding to our recruitment challenges. 

 
2. RECOMMENDATIONS  

 
  That Committee:  
 
2.1 notes the continuing progress made on our developing the young 

workforce and employability programmes and the assurance provided 
within the report, that this work supports our specific recruitment 
challenges in some areas and/or job roles; and  
 

2.2 notes the arrangement of a recognition ceremony for all Kickstart Interns 
who successfully completed their internship with Aberdeen City Council 
as detailed in this report, to acknowledge the success of the Kickstart 
Scheme. 

 
3.  CURRENT SITUATION  

 
3.1  Strategic Context and Drivers 
 
3.1.1 In August 2017 Council approved the ‘Building a Council of the Future’ 

report which set out our Target Operating Model (TOM) and the workforce 
required to deliver the TOM.  Following this, the Council’s Workforce Plan, 
approved in 2019, built on this by setting out how we would develop and 
deliver that workforce.    
 



3.1.2 The Workforce Plan set out how we would develop capacity to deliver our 
outcomes.   As an organisation, we continue to face recruitment challenges 
in a number of key roles, which require us to look at creative and cost-
effective approaches to attraction and retention.  A leaner workforce, 
dictated by the continuing financial challenges, requires upskilling and 
reskilling of our existing staff to focus on delivery in our areas of growth. In 
response to this, our approach to developing the young workforce (DYW), 
supports our internal demographic challenges with an ageing workforce 
and the need to attract and retain young people into our workforce for the 
future. 
 

3.1.3 The TOM 1.2 was approved by Council in August 2022, which sets the 
direction of travel for our transformation programme. Workforce is a core 
element of TOM 1.2 and our forthcoming workforce strategy is the 
routemap for delivery of the workforce aims within it and replaces our 
workforce plan. Developing our young workforce in order to meet our 
current and future organisational challenges, including our demographic 
challenges, will continue to be a feature of our upcoming workforce 
strategy.    

 
3.1.4 Our DYW approaches including involvement in employability programmes 

support delivery of the Local Outcome Improvement Plan (LOIP) in terms 
of increasing the number of young people achieving positive destinations, 
as well as elements of the Socio-Economic Rescue Plan by providing 
supported work placements, with built-in employability support to young 
people who are at risk of long-term unemployment. As a direct result of 
participating in internships, young people gain valuable work experience 
(in many cases resulting in continued employment with the Council), a 
reference, and in some cases, a qualification. Employability is a theme 
which runs strongly throughout the LOIP, with employment, training, and 
achievement of qualifications all being desired outcomes. 

 

3.1.5 The table below shows our workforce make up by the youngest and oldest 
age brackets.  It shows that good progress has been made in improving 
the age demographics in our workforce in the 16-24 bracket. This can be 
attributed, in part, to the focus on initiatives and programmes in this area 
such as Modern Apprenticeships, Internships and Traineeships. 

 The slight reduction in the number of 25-29 year olds, highlights the need 
for continued focus on this area.  The reduction can be attributed, in part, 
to some employees moving to the 30+ age group.  

 

 Aged 16-24 Aged 25-29 Aged 50+ 

September 2020 3.8% 10%  
 

38.7% 

September 2022 4.6% 9.1%  
 

38.3% 

 

3.1.6 This report sets out the initiatives and programmes we have in place to 
enable this demographic workforce shift, both to retain our existing young 
workforce and to encourage young people to consider and come to the 
Council as an employer. 
 



3.2  Employer Accreditations 
 

3.2.1 We achieved the Investors in Young People (IIYP) Gold Standard 
accreditation in 2020 for our commitment to attracting young people into 
employment opportunities with the council and to support and develop 
them in the course of their employment.  

 
3.2.2 In November 2021, we were successful in our application to become a 

Young Person’s Guarantee employer. In doing so we have committed 
to the Young Person’s Guarantee (YPG) pledge to support young people 
in the form of five pledges:  

 
• To prepare young people for the world of work 
• To help all young people achieve their potential 
• To invest in a skilled workforce 
• To create jobs, volunteering and training opportunities 
• To create an inclusive and fair workplace 

 
3.2.3 As evidenced by our IIYP accreditation in 2020, we were already 

committed to each of these pledges and able to evidence that we are 
achieving these.  In becoming a YPG Employer, we will continue to build 
on the significant work that has been done already to meet these five 
pledges by developing opportunities for young people. As a Living Wage 
accredited employer, we offer young people the security of this wage in 
our job roles. 

 
3.2.4 In addition to these Accreditations, our DYW activity is in line with the   

Scottish Government’s Fair Work Framework that offers ‘all individuals an 
effective voice, opportunity, security, fulfilment and respect.’  The 
framework sets out each of these five dimensions which also dovetail with 
the YPG pledges. 

 
3.3 Young Employee Voice 
 
3.3.1 The Young Employee Network provides a way to hear our young 

employee voices on their employment experience, their ideas for change 
and the opportunity to get involved in organisation wide programmes.  To 
date, the Network have taken part in a number of corporate policy and 
process reviews including our approach to Smarter Working; our 
recruitment process and the Dignity and Respect at Work Policy.  They 
have also had the opportunity to get involved in recruitment fairs and 
shared their experiences of being a young employee of the Council.  The 
Network also identified support for young employees around Mental 
Health and Wellbeing as an area to be developed, which has led to an 
information session taking place and a Sharepoint page being created 
‘Young Minds Matter’. Other areas identified and currently being 
developed are:  

• Mentoring opportunities (to be a mentor or be mentored, 
including reverse mentoring) 

• Identifying development opportunities specifically for early 
 careers 



• Improving access to leadership and management development 
 programmes, events and training 

• Providing tailored support and information on key topics such as 
 pensions and money management 

 

3.3.2 The Young Employee Network also feeds into the wider Age Working 
Group as part of our Equality, Diversity and Inclusion Action Plan.  
 

3.4 Apprenticeship Programme 
 
3.4.1 We have an established apprenticeship programme in place which 

includes Foundation, Modern and Graduate apprenticeships across a 
range of job roles and areas.  As we continue to develop our 
apprenticeship offering, this provides career pathways and succession 
planning opportunities to our existing workforce whilst at the same time, 
providing talent pipelines for our workforce of the future.    
 

 The apprenticeship programme is directly linked to job areas and roles 
where there are recruitment challenges, so this approach directly 
supports our recruitment activity as well as and creating a career pathway 
for young people.  In terms of examples, we have recently introduced a 
Building Standards Modern Apprenticeship which was part of a national 
programme to assist with succession planning and recruiting to these 
hard to fill roles, where there is an ageing workforce.  In Adult Social Care, 
Modern Apprenticeships have proven successful in providing a pipeline 
of young talent starting a career in social care which again is a locally and 
nationally hard to fill job role. 

 
3.4.2 Modern Apprenticeships (MAs) 
 

MAs offer young people aged 16-24 an opportunity to undertake an 
apprenticeship which combines learning with on-the-job experience, 
whilst earning a salary. For many years, we have run a very successful 
modern apprenticeship programme within Building Services for craft roles 
(joiner, plumber, electrician, blacksmith, lift engineer). These are four-
year programmes. 

 
Since 2019, we have developed a corporate programme to expand the 
offering beyond craft roles.  We now have MA frameworks in place in a 
range of areas and have employed a significant number of young people 
(aged 16-24) as Modern Apprentices.  As a Living Wage accredited 
employer, our Modern Apprentices are paid above the National Minimum 
Wage for Apprenticeships. 
 
The table below sets out the range and number of apprenticeships we 
have supported over the last 3 years:  

 

Area  2019 2020* 2021 2022 to date 

Early Years  7 n/a 37** 1 

Social Care 2 n/a 3 5  

Business Admin 5 n/a 1 2 

Customer Services 2 n/a 2 2 



Housing 2 n/a n/a n/a 

Digital / IT 1 n/a n/a n/a 

Craft / Trades 12 1 8 15 

Out of School Care n/a n/a n/a 4 

Building Standards n/a n/a n/a 1 

Accountancy n/a n/a 1 2 

Total 31 1 52 32 

 
 *Our apprentice intake in 2020 was significantly impacted due to the covid 

pandemic.  In part, this was related to learning providers having difficulty 
undertaking the assessed learning elements of an apprenticeship under 
pandemic restrictions, and in part from a line management perspective, 
where it was very difficult for our managers / mentors to provide the 
necessary level of support to new apprentices in a virtual environment for 
what are practical work-based roles.    

 
**The number of Early Years apprenticeships which commenced in 2021 
is not reflective of an average year.  This high number was directly linked 
to the Early Years Expansion programme, which commenced in August 
2021 and these additional MAs supported our workforce resourcing 
shortage at that time. 

 
Of the new Modern Apprentice frameworks (non-craft / trades) introduced 
in 2019, 16 of the 19 apprentices secured roles after successfully 
completing their Apprenticeship.  Of the 2021 intake, whilst the majority 
are still completing their Apprenticeships, 5 have already successfully 
secured roles to date. 

 
 Please see Appendix 1 for some case study examples of the success of 

the Modern Apprenticeship scheme. 
 
3.4.3 Foundation Apprenticeships (FAs) 

FAs are opportunities for secondary school pupils in S5 and S6 to gain 
work experience and access work-based learning whilst still at school.  
There are 12 FA frameworks available for pupils to choose from. 

 
 Since September 2019, we have been supporting pupils from Aberdeen 

City Schools to undertake placements as part of their Foundation 
Apprenticeship in areas across the council including Early Years, Adult 
Social Care, Digital and Technology, Accountancy, Business Skills and 
Creative and Digital Media.   This is one day per week as part of their 
S5/S6 timetable and each FA has a mentor to supervise their placement 
and provide support and guidance throughout.    
Working in partnership with North East Scotland College (NESCOL), we 
have supported these placements, which link to our modern 
apprenticeship programme and other talent pipelines.  These have been 
developed with a focus on our hard to fill job areas, to support our 
workforce of the future.  In turn, these opportunities give students valuable 
work experience, and to see the opportunities and potential career paths 
available to them with the Council. 

 
 



3.5 Guaranteed Interview Schemes 
 
3.5.1 The Council has offered a guaranteed interview scheme under the 

Disability Confident Scheme for over 20 years to those candidates that 
consider themselves to have a disability under the Equality Act 2010. 

 
3.5.2 In September 2019, the scheme was expanded to allow for proactive and 

positive action for other disadvantaged or under-represented groups. This 
includes: 

• Young People aged 16-24 applying for apprenticeships (not 
 including craft apprenticeships) resident within the Aberdeen City 
boundary or having attended a secondary school within Aberdeen 
City. 

• As part of our Corporate Parenting commitments - Looked after 
young people, those that are in continuing care or are a care leaver 
up to age 29 applying for all jobs.  

• “New Scots” aged 16-24 applying for apprenticeships (including 
craft apprenticeships). "New Scots" are defined as refugees and 
asylum seekers who are in Scottish communities and include those 
who have been granted refugee status or another form of 
humanitarian protection, people seeking asylum, those who have 
been refused asylum, and those whose application has been 
refused but who remain in Scotland  

• Young people who have undertaken a foundation apprenticeship 
placement with the Council, up to a maximum of two years ago, 
applying for modern apprenticeships (including craft 
apprenticeships for those who undertook relevant placements). 

 
3.5.3 These applicants will be required to meet the minimum job requirements 

for the specific role, in the same manner that applicants with a disability 
are when applying for roles under the existing guaranteed interview 
scheme.  

 
3.6 Employability - Internships 
 
 We work closely with colleagues in the Employability & Skills Team, City 

Growth on Employability Programmes that become available to 
employers, so that we can promote these to groups within our local 
communities to support them into employment, whilst at the same time 
filling our resourcing gaps.    

 
 The Internships described below have been very effective in some 

service areas with hard to fill roles, higher levels of vacancies and teams 
with an ageing workforce.  It has also showcased the diversity of roles 
and careers within the Council available to young people. 

 
3.6.1 Kickstart - The UK Government Kickstart scheme, designed to support 

businesses by providing grant funding to employers, with the aim of 
employing young people aged 16-24, at risk of long term 
unemployment.  The Council acted as a Gateway employer for the 
scheme across the city as well as taking part in this as an employer. We 
created Kickstart Internships in a range of areas right across the Council 



which were funded by Kickstart (via the Department for Works and 
Pensions DWP) for 25 hours per week for a six month period at national 
minimum wage.   

  
 As a Living Wage accredited employer, we ‘topped up’ the differential 

using Young Person Guarantee funding (a Scottish Government initiative 
aimed at supporting young people into employment, education, training 
or formal volunteering).  

 
 Over the duration of the highly successful scheme, we employed 83 

young people who met the criteria for the scheme on 6 month paid 
Internships at the Living Wage rate.  Of these, 39 are still employed by 
the Council, having secured either a further fixed term contract or 
permanent employment.  In addition, several have moved on to further 
education or to employment outwith the Council, using their experience 
gained within the Internship.  The Scheme has been particularly 
successful in some areas such as Waste and Recycling and the 
Environment Teams at a time when they had a number of vacancies and 
/ or an ageing workforce.  The scheme resulted in vacancies being filled 
following successful internships as well as introducing young people to 
the teams, with clear career pathways.  Please see Appendix 1 for some 
case study examples of our success with this scheme.   

 
 To acknowledge the success of this scheme, it is proposed to arrange a 

recognition ceremony for all Kickstart Interns who successfully completed 
their internship with Aberdeen City Council.  The ceremony would 
acknowledge the impact the scheme has had on the Council as an 
employer and assisting in our aim to be an employer of choice for young 
people.  It also recognises our young workforce, and the valuable 
contributions made by these young people during their internships.   

 
3.6.2 North-East Economic Recovery and Skills Fund (NEERSF) -This 

Scottish Government Fund was set up with the aim of supporting the 
economic recovery of the North East, including boosting employment and 
enhancing skill levels for people who are based in the North East of 
Scotland (Aberdeen City and Aberdeenshire).  A fully funded Graduate 
Internship scheme for those who graduated since the beginning of June 
2019 to the beginning of the first lockdown of Covid-19 (no age restriction) 
was introduced as part of the scheme. Since April 2022 we have 
employed 6 Graduate Interns across a number of clusters across the 
organisation.   

  
3.6.3 Long Term Unemployed 25+ - The Council secured Scottish 

Government funding to support people aged 25+ who are experiencing 
long term unemployment (12 months +) and face additional barriers into 
employment in the third and public sector.  This scheme is part of the ‘No 
One Left Behind’ initiative, which aims to support those furthest removed 
from the labour market and face barriers to securing employment or other 
positive destination. The Council is overseeing the delivery of this 
programme as well as supporting this as an employer.  
 



 The scheme is operating very similarly to the Kickstart scheme, in that we 
are offering Internships of up to 30 hours per week for up to 6 months in 
a range of areas across the Council. To date we have employed 17 
Interns, with a further 20 at preferred candidate stage (at the time of 
writing the report) and more to commence over the coming months.  The 
scheme will run until 31 March 2023. 

 
3.7 Employability – Traineeships 
 
3.7.1 There are a number of established Traineeship roles focused on areas 

with hard to fill roles and ageing team profiles.  These include Trainee 
Planner, Trainee Engineer, Trainee Social Worker and Trainee 
Accountant.  Where possible, we also build in Modern Apprenticeships 
(MAs) within these career pathways, for example, in the Accounting 
career progression scheme there is a Modern Apprenticeship route, with 
various career options available following successful completion of the 
MA.  We are also continuing to develop Traineeships and are currently 
working with Environmental Health and Trading Standards and Digital 
and Technology. These traineeships provide pathways to attract young 
people to Council roles as well as career opportunities for existing young 
employees.   

 
3.8  ABZ Campus – Employment Pathways Work Experience Programme  
 
3.8.1 This programme is currently being developed with the aim of being 

introduced as a pilot in academic session 2023/24.  It will provide a new 
and unique opportunity aimed at Senior phase pupils to provide a 
vocational work experience option to students, who may otherwise have 
made the decision to leave school, with limited qualifications or positive 
destination. 

 
3.8.2 The programme will include a series of weekly key skills workshops to 

develop a range of skills in young people focused on developing their 
confidence and abilities ready for the workplace. 

 
3.8.3 It is proposed that students will undertake a structured Work Experience 

Placement in a specified area of their choice and / or which is a suitable 
match to their skills within the Council.  The placements are focused on 
some of our harder to fill roles and areas where there are fewer young 
employees, with a view to attracting school leavers into these potential 
career pathways.   

 
3.8.4 In line with our Equality Outcomes and Equality, Diversity and Inclusion 

action plan, the programme will include targeted sessions focused on 
areas of under-representation within our workforce (occupational 
segregation).  This may break down some of the myths and barriers about 
gender in certain jobs and careers and encourage, for example, more 
young males into careers such as care, catering or early years; or to 
encourage more young females into careers such as building trades, 
environmental services, driving and digital & technology. 
 



3.8.5 Support throughout the Programme - each student on the programme will 
have a dedicated Mentor, ideally matched to their area of interest.   The 
mentor will meet them weekly to provide support and guidance.  Mentors 
will be selected, where possible, from our Young Employee Network 
(YEN) who are all young employees themselves, aged between 16 and 
29. Each student will also have a dedicated Keyworker. 

 
3.8.6 On completion of the programme, students will receive a completion 

certificate and a meeting to discuss next steps in terms of opportunities 
with the Council.  They will also be entitled to a guaranteed interview for 
any ACC apprenticeship roles / entry level roles, as well as a reference 
from their placement Manager / Mentor. 

 
3.9 Mentoring for Young Employees 
 
3.9.1 It is recognised that mentoring can provide benefits for all employees who 

are new to a role, whether internal or external. In particular, the value of 
mentoring for young employees, where this may be their first job, to 
support them integrate to the workplace is a highly valuable tool.  All our 
apprentices have a Mentor allocated to support them throughout their 
apprenticeship. This approach will be strengthened by the establishment 
of the Mentoring Network as part of the Leadership and Management 
Development Framework approved by the Staff Governance Committee 
in October 2022. 

 
3.9.2 In addition, we hope to introduce ‘reverse mentoring’ - where our new 

young employees will to be matched to our older, longer-serving 
employees. In contrast to conventional mentoring schemes, reverse 
mentoring ensures mutual benefit to both the mentor and mentee. The 
mentee gains new skills and perspectives, the mentor gains valuable 
insights into organisational culture, values, strategic direction and can tap 
into years of industry experience accrued by the mentee. 

 

3.9.3 We continue to support the Career Ready Programme.   Career Ready 
are a social mobility charity providing young people in S5 and into S6 with 
a mentoring programme preparing them for the world of work.  Each 
student has a workplace Mentor over the 2 year programme, a 4 week 
paid internship in their Mentor’s organisation, masterclasses and 
workplace visits.   We have had and continue to have a number of 
Mentors supporting this programme and the 4 week paid internships.   We 
are also a member of the Career Ready Local Authority Board. 

 
3.9.4 We continue to support the MCR Pathways mentoring programme 

across 6 of our schools.  This programme helps to drive young people in 
Aberdeen, including those who are care experienced or otherwise 
identified by the school as vulnerable. 

 
3.10 Working with Partners – Linkages with Schools, Colleges and 
 Universities and other partners. 
 
3.10.1 We regularly attend and participate in jobs and career related events at 

schools across the city, colleges and universities promoting the range of 



jobs and careers that the Council can offer as well as internship, 
apprenticeship and entry level roles. 

 
3.10.2 We have a DYW Influencing Partnership with one of our academies 

and through this we have provided a series of employability workshops, 
mock interview sessions and work experience placements.  We are 
looking to explore the possibility of providing this at other Schools or 
having a central resource for Schools to access. 

 
3.10.3 We also promote our vacancies to students who may be seeking part time 

employment during their studies or permanent employment as their 
studies come to a close and they are thinking about their future career.   

 
3.10.4 In addition, we collaborate with partner organisations such as DYW 

Northeast and Skills Development Scotland to promote our vacancies 
and opportunities for young people to work with the Council and to work 
jointly on new employability programmes or initiatives. 
 

3.11 Next Steps 
 

3.11.1 We will continue to develop our existing developing our young workforce 
initiatives and programmes outlined within this report. 

 
3.11.2 We will continue to work closely with colleagues in City Growth on 

employability, to ensure that we embrace any new employability 
programmes as they emerge.  This has a ‘win-win’ outcome in supporting 
the Council in sourcing candidates to fill our hard to fill vacancies and 
developing our workforce of the future; whilst at the same time, supporting 
some of our citizens of Aberdeen who face barriers into employment. 
 

3.11.3 We will continue to develop support for young people with their 
development and career pathways with the Council and to address any 
potential barriers in the workplace.  This links directly with the Equality, 
Diversity and Inclusion action plan in addressing barriers young people 
with protected characteristics may face, for example, the establishment 
of a ‘Career Accelerator’ scheme, as part of our Aspiring Leaders 
programme.      
 

3.11.4 As will be set out in the Workforce Strategy, there will be a continued 
emphasis on supporting our young people, including coaching and 
mentoring, development opportunities and programmes as well as taking 
consideration of how best to recognise young people, noting that their 
needs and wants may be different to other demographics in the 
organisation. 

 
4  FINANCIAL IMPLICATIONS  

 
4.1 There are no financial implications arising from this report.  

 
5  LEGAL IMPLICATIONS  

 
5.1 There are no legal implications arising from this report.  



 
6. ENVIRONMENTAL IMPLICATIONS 
 
6.1 There are no environmental implications arising from this report. 

 
7. RISK  

 

Category  Risks  Primary Controls/Control 
Actions to achieve   
Target Risk Level   

*Target Risk 
Level (L, M 

or H)  
  

*taking into 
account 

controls/control 
actions  

  

*Does Target 
Risk Level 

Match 
Appetite 

Set?  

Strategic  None None  L Yes 

Compliance  None None  L Yes  

Operational  None  None L Yes  

Financial  None None L Yes  

Reputational  None None L Yes  

Environment / 
Climate  

None None L Yes  

 
8. OUTCOMES 
 

COUNCIL DELIVERY PLAN   
 

 Impact of Report 

 

Aberdeen City Local Outcome Improvement Plan 

Prosperous Economy 
Stretch Outcomes 

The proposals within this report support the 
delivery of Economy Stretch Outcome 1 and 
2: 

• 10% increase in employment across priority 
and volume growth sectors by 2026. This 
includes social care. Key driver 1.2 is 
‘developing the talent and future workforce 
necessary to support diversification of 
business & economy’.   

• 90% of working people in living wage 
employment by 2026. Key driver 2.1 is 
‘promoting inclusive economic growth for 
our most disadvantaged communities’. This 
includes support for young people as well as 
people progressing positively through the 
employability pipeline. 

  

Prosperous People Stretch 
Outcomes 

The proposals within this report support the 
delivery of People Stretch Outcome 6: 
 

https://www.aberdeencity.gov.uk/sites/default/files/2019-04/Council%20Delivery%20Plan%202019-20.pdf


• 95% of children living in our priority 
localities will sustain a positive destination 
upon leaving school by 2026.   

  
The key drivers for this outcome are:  
  
6.1 Improving pathways to education, 
employment and training for identified groups 
(including Care Experienced Young People and 
those with Additional Support Needs)  
6.2 Supporting young people, families, carers 
and communities to better understand the 
opportunities available to their children upon 
leaving school  
6.3 Ensuring children, young people and 
families understand the pathways available to 
them and skills required for future 

 

 
9.  IMPACT ASSESSMENTS 
 

Assessment  Outcome 

Impact Assessment Not Required 
 

Data Protection Impact 
Assessment 
 

Not Required 

 
10. BACKGROUND PAPERS 
 

None. 
 
11. REPORT AUTHOR DETAILS  
 

Lesley Strachan 
Talent Manager 
lstrachan@aberdeencity.gov.uk 
Tel: 07824 335529  
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APPENDIX 1  
 
Case Study Examples 
 
Kickstart Internship Scheme   
 
Example 1:  
One of our Kickstart Interns was placed in the Countryside Ranger Team, within 
our Operations Function for the duration of his internship.  He has completed the 
initial 6 month Internship and has been successful in securing an extension to 
his contract, with a view to potential permanent employment within the team.  In 
addition, he was nominated for and won the ‘Rising Star’ award at the 2022 Star 
Awards.  This is what he had to say about his experience. 
 
“During my university studies, I volunteered with the ranger service. Through 
the Kickstart Scheme, I am now working as an Assistant Ranger within the 
team. My experience has been fantastic and I love facing the challenges that 
my role brings.” 
 
 
Example 2:  
 
One of our Kickstart Interns was placed within the Digital & Technology Cluster 
to undertake his internship.  He successfully completed his initial 6 month 
internship and was then successful in the recruitment process for a permanent, 
full time role as a Service Desk Analyst within the team.  This is what he had to 
say about his experience. 
 
“During my internship I was able to work in various teams within the IT 
department. This meant I met many people from all walks of life with differing 
experience and expertise. Due to this, I was able to obtain a broad overview of 
how an IT department operates on a massive scale. Everybody I worked with 
was incredibly kind and understanding as I came into the role with minimal 
knowledge of IT and I was trusted to help other teams and contribute to the 
important work done. Also, I was able to go out on jobs all around Aberdeen to 
witness the work done first-hand which really helped advance my knowledge 
and understanding within IT. 
 
Additionally, to further exemplify the generosity of the people I worked with, it 
was my supervisors who advised I should apply for my current position as a 
Service Desk Analyst and they were more than happy to help me with my 
application and give me a good reference! 
 
When joining my new colleagues, it was a very similar environment where I 
immediately felt at ease due to the help and advice offered by all.” 
 
 
Modern Apprenticeships 
 
Two case studies of our Modern Apprentices are set out below to demonstrate 
their experiences of undertaking their Apprenticeship and starting out on their 
careers with Aberdeen City Council: 



 
Example 1:  
Modern Apprentice - Business Administration completed her Apprenticeship 
and went on to secure a Business Services Administrator Tier 1 role.  She then 
progressed to a Business Services Administrator Tier 2 role.  As part of her role, 
she was also offered the opportunity to undertake further learning and has 
undertaken a Digital Applications Diploma. 
 

She had this to say about her experience of working with the Council to date: 
 

“I have enjoyed working whilst learning, it has been a great experience and I 
would definitely recommend for anyone who isn’t quite sure what they want to 
do when they leave school”. 
 
“Apprenticeships really are amazing, and I think they will be the future of 
learning and working for young people”. 

Describe your experience in three words…. ‘accessible’, ‘fulfilling’, ‘effective’ 

 
Example 2: 
Modern Apprentice - Early Learning & Childcare completed her 
Apprenticeship and went on to secure a qualified Early Years Practitioner role 
and has recently moved to one of our new Outdoor Early Years Practitioner 
roles.   
 
She said: 
 
“I have had a great time learning alongside qualified staff who have taught me 

what I need to know to start my own career. It has been fast paced and hard 

work. However, a fun and enjoyable environment to learn”. 

Describe your experience in three words…’educational’, ‘fun’, ‘hard-work’ 

 

 

 
 


